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Dear Dr Gilligan, 

It is with immense pride that I endorse the Leicester School of Pharmacy Athena SWAN (AS) Silver 
application, the first departmental application for De Montfort University (DMU). Since joining in 
2015, I have fully supported the embedding of AS
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2. DESCRIPTION OF THE DEPARTMENT 
Recommended word count:  Bronze: 500 words  |  Silver: 500 words 
 
Please provide a brief description of the department including any relevant 
contextual information. Present data on the total number of academic staff, 
professional and support staff and students by gender. 
 
The Leicester School of Pharmacy is one of the UK’s most established pharmacy Schools, 
with more than one hundred years of teaching experience. It combines teaching, 
professional development training, and world leading research. The School is based on 
DMU’s campus in Leicester’s city centre, one of the UK’s most diverse cities where no 
one ethnic group forms the majority. 
 
“The School is a fantastic & inclusive place to work" – Part-time, female Senior Lecturer 

 
The School is one of four within the Faculty of Health and Life Sciences (HLS), one of four 
faculties at DMU (Figure 1). The School gender split is even (55F:53M) amongst the 108 
academic staff, a balance maintained since 2012 (Figure 2), equal to the sector 
benchmark. School research falls under the Leicester Institute for Pharmaceutical 
Innovation (LIPI) which comprises of seven r
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Table 1: School student degree/course programme 

Programme Programme title 

Undergraduate (UG) 

Forensic Science BSc (Hons) (FS) 

Pharmaceutical and Cosmetic Science BSc (Hons) (PCS)  

Pharmacy MPharm (Hons) 

Postgraduate taught MSc (PGT)  
Pharmaceutical Biotechnology (PB)  

Pharmaceutical Quality by Design  (QbD)  

Postgraduate Professional 
Development (PPD) (PGT) 

Clinical Pharmacy 

Medical Leadership and Advanced Professional Skills 

Practice Certificate in Independent Prescribing for Pharmacists 

QbD for the Pharmaceutical Industry  

Research degrees (PGR) PhD, MPhil, MRes 
 
WORD COUNT: 359 
 
 

3. THE SELF-ASSESSMENT PROCESS 
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Picture Name Role Experience of work-life balance 

 

Dr Ketan 
Ruparelia 

Faculty Senior Technician, 
Section 5.1 co-lead, Case 
Study 2 

Ketan completed a PhD part-time 
whilst being in a dual career family 
with 2 children. 

 

Dr Tarsem 
Sahota 

Senior Research Fellow, 
Section 4.2 lead 

Tarsem balances full-time research 
work and postgraduate supervision 
with a dual career family (2 
children). 

 

Prof. 
Sangeeta 
Tanna 
(Chair) 

Professor of Pharmaceutical 
Analysis, SAT Chair, Co-
ordinated preparation of 
submission, Case Study 1, 
action plan sub-group 
member, School AS 
Champion 

Sangeeta has benefited from part-
time and flexible working 
arrangements put in place to 
support work-life balance. 

 

Dr Susie 
Walsh 

Associate Head of School, 
action plan sub-group 
member 

Utilising flexible working, Susie 
balances work with raising a young 
family. 

 

Dr Nicola 
Ward 

Senior Lecturer in Pharmacy 
Practice, Section 5.6 lead 

Nicola works part-time, looking 
after her two children and 
participating in other voluntary 
roles. 

 Mrs Tamara 
Whittaker 

Faculty Administrative Team 
Leader, assisted with 
Section 5.2 & 5.4 

Tamara works part-time to care for 
her two young children. Currently 
on maternity leave.  

 

Dr Philippe 
B. Wilson 

VC2020 Lecturer in 
Biological Chemistry and 
Cheminformatics, action 
plan sub-group member, 
reviewer 

Philippe has a young family, 
working on average one day a 
week at home to contribute to his 
domestic responsibilities.  

 Figure 9: SAT membership profiles 
 
 
 

(ii) an account of the self-assessment process 
 
Meetings 
The SAT was formed in 2015 and has held monthly meetings. Topics covered in the last 
12 months included: 

• Impact information/case studies review 
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2018 School staff culture 
survey (SSCS) 

57% (43%F, 43%M, 13% 
undisclosed) N/A N/A 

2018 University Athena SWAN 
survey N/A 39% (70%F, 20%M, 10% 

undisclosed) N/A 

2018 School UG student 
survey N/A N/A 9% (72%F, 27%M, 1% 

Other) 
 

           
Figure 10(a): 2018 School staff culture survey promotion poster (b) 2018 School UG student 
survey promotion poster 

 
Critical Reviews 
External consultation has proved valuable with a critical friendship being formed with 
University of Leicester, who reviewed our application. The ASPO has represented DMU 
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Figure 11: SAT information flow 
 
Based on our responsibility to promote and embed AS principles within the School, future 
AS themed events are included in the action plan. Such events will include: an annual 
networking event and debates that feature speakers who focus on gender equality and 
creating inclusive cultures. 
  
Action Point 12.3: Organise annual events such as student and staff led debates, and bi-
annual guest speaker events.  
 
(iii) plans for the future of the self-assessment team 

The SAT will meet bi-monthly to monitor the implementation of the action plan, reporting 
to the SEC, and the Faculty EDC via SAT representation. Newsletters, email circulations, 
staff meetings, the AS web pages, and the School AS noticeboard (Figure 12) will be 
utilised to disseminate activity and progress to the wider School and Faculty. 
 
A shadow-Chair will be appointed (Action 11.2) 
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Action 11.2: Manage post submission SAT membership including role rotation and chair 
succession planning. Ensure a substantial shadowing period is undertaken by the 
incoming chair. Ensure the aims and objectives of the committee continue to grow and 
develop to reflect the changing nature of gender related equality, diversity and inclusion 
in HE. 

 

   
Figure 12: School Athena SWAN noticeboard  

 
WORD COUNT: 828 
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(i) Numbers of men and women on access or foundation courses 
 

N/A 
 

(ii) Numbers of undergraduate students by gender 

Full- and part-time by programme. Provide data on course applications, offers, 
and acceptance rates, and degree attainment by gender. 

 

UG Population 
Three full-time UG 
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non-gendered language/images. However, building on the 2018 UG student survey, we 
recognise the need to better understand what attracts students to our degree 
programmes, particularly FS where the gender imbalance is pronounced (Action 1.1).  
 

 
Figure 14: Forensic Science BSc student po
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Figure 16: Pharmacy MPharm student population 
 
 
UG Applications, Offers and Acceptances 
Between 2012/13-2016/17, UG applications increased by 6% (F +10%, M +1%) (Table 3). 
The MPharm application to acceptance process shows no gender bias (Table 4). Although 
2016/17 bucks this trend, with 8% more women  receiving an offer, the 5 year application 
to acceptance average is close to even (33%F:31%M).  
 
Women are more likely to apply to PCS and FS with the trend being a growing female 
majority (Tables 5-6). For FS a 42% increase (F=+46%, M=+32%) in applications since 
2012/13 is three times the sector average of 14% (F=+18%, M=+9% UCAS) (Table 6). 
Wider societal influences are likely to be a factor, however we recognise our 
responsibility to locally address this through removing any aspects of our recruitment 
that exacerbate the issues by rigorously applying Action 1.1, 1.2 and 1.3.   
 
Action 1.1: Build on primary research conducted (2018 UG student survey) and follow up 
with student focus group, to inform outreach and marketing. Identify degree programme 
attraction; establish where wider cultural and societal influences may impact student 
recruitment e.g. how much is the “CSI” effect theory a factor? 
 

Action 1.2: Introduce an effective method of evaluating school/college outreach 
activity, by embedding robust data collection of staff engaged and user experience into 
all activity. 
 
Action 1.3: Introduce an effective method of evaluating outreach activity, by 
embedding robust data collection of staff engaged and user experience into all activity. 
Collect feedback specific sessions (as opposed to general feedback at the end of an 
open day) - analyse by gender. 
 
 
 
 
 
 

2012/13 2013/14 2014/15 2015/16 2016/17
Female % 58% 60% 63% 60% 59%
Male % 42% 40% 37% 40% 41%
HESA Female % 61% 61%61%
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Table 6: Forensic Science BSc student recruitment 

    Female Female % Male   Female 
conversion % 

Male 
conversion % 

2012/13 
Apps 147 63% 88 Appoc 0.004 Tw 9 -0 0 9 341.520.7 ( %)]TJ
ET
Q
q
406.7T
0 g
/T
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Figure 1826
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Figure 20: FS degree classification distribution 
 
 
 

(iii) Numbers of men and women on postgraduate taught degrees  

Full- and part-
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Table 7
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Table 8: PGT population by programme 
PGT student population by programme 

  2012/13 2013/14 2014/15 2015/16 2016/17 
Pharmaceutical Biotechnology (‘traditional’ full-time) 

Female 3 3 4 4 6 
Male 3 7 8 8 12 
Total 6 10 12 12 18 
Female % 50% 30% 33% 33% 33% 
Male % 50% 70% 67% 67% 67% 

Pharmaceutical Quality by Design (‘traditional’ full -time) 

Female 3 6 16 17 15 
Male 0 8 16 16 18 
Total 3 
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Figure 22: PGT (part-time) - degree attainment distribution 
 
 
 

(iv) Numbers of men and women on postgraduate research degrees 

Full- and part-time. Provide data on course application, offers, acceptance and 
degree completion rates by gender. 

 
PGR Population 
The PGR population 
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PGR Applications, Offers and Acceptances 
With slight year to year fluctuations, the F:M ratio of applications to offers to acceptances 
does not suggest any systemic gender bias (Table 11). 
 
Table 11: PGR student - applications, offers, acceptances 

    Female Female % Male   Female 
conversion % 

Male 
conversion % 

2012/13 
Apps
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Action 5.3: Regularly brief all staff on promotion assessment criteria at all staff meetings. 
Deliver an annual promotion workshop. Obtain session utility feedback via questionnaire. 
Embed these activities by creating a School Staff Review and Development Group. 
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and experience is fostered and a suitable role is available. Action 5.1 is in place to ensure 
all RA’s are well supported to this end.  

Action 5.1: Ensure all Research Assistants are offered teaching experience, have access 
to a research mentor (assigned at induction) and are aware of pathways to ECAF and 
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that with current actions in place, this gender imbalance will move towards parity given 
the 50:50 gender balance of the School’s TaR staff.  
 
Table 12: Teaching & research staff , fixed-term by grade 

  2012/13 2013/14 2014/15 2015/16 2016/17 
Female 7 (30%) 5 (26%) 3 (27%) 3 (21%) 3 (27%) 

F (Lecturer, Research Fellow) 2 1 1 1   
G (Senior Lecturer, Senior Research Fellow) 5 4 2 2 3 
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Figure 29: School teaching only contracts by fixed-term and open-ended/permanent headcount 
 
25% of TaR staff are part-time (Table 14), 75% of whom are women. Part-time staff are 
either practitioners who work in the School alongside community or NHS pharmacy roles, 
and/or are part-time due to family commitments. Given that women are both more likely 
to be practitioners and take on caring responsibilities given the current division of 
domestic labour by gender in the UK, this figure is expected.  
 
Table 14: Part-time teaching & research staff by grade  

2012/13 2013/14 2014/15 2015/16 2016/17 
Female 14 (67%) 13 (59%) 12 (67%) 12 (67%) 15 (75%) 
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5. SUPPORTING AND ADVANCING WOMEN’S CAREERS 
Recommended word count: Bronze: 6000 words  |  Silver: 6500 words 

5.1. Key career transition points: academic staff 
(i) Recruit
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be better qualified than men - a higher proportion of female MPharm graduates achieve 
a 1st or 2:1 (Section 4.1). 
 
Table 16: School academic recruitment by grade 

  
Application Interview Accept 

Female
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c) the significant gender imbalance of applications received to the role (Tables 18-
19). The high proportion of male applicants (74%, n=138) in 2016/17 explains 
why only 2% (n=1) of male applicants were appointed, compared with 13% (n=1) 
of female applicants.  

Table 18: School VC2020 role recruitment 
  Female Female %  FTj()3231 0% 
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Table 20: Academic promotion applications and appointments by gender 

Professorial and Readership applications and appointments by gender 
    Applications Successful 
Year Position Female Female % Male Male % Female Female % Male Male % 
2014 Readership (Grade H) 0 0% 3 100% 0 - 0 - 
2014 Professorial 0 - 0 - 0 - 0 - 
2015 Reader
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Action 4.1: Lobby the University to include academic citizenship as essential criteria for 
all academic promotion applications and to be evidenced during appraisals. HoS to work 
with Faculty Dean to present action to the University, increasing awareness of the causal 
effects of academic citizenship on staff progression particularly for women. 
 
Action 4.2: Analyse school workload model, identifying any gender disparities for 
engagement with academic citizenship activities, publicising the results on an annual 
basis to the School.  

 
Action 8.2: Ensure all job descriptions highlight the value the School places on academic 
citizenship. 

 
 
(iv) Department submissions to the Research Excellence Framework (REF) 

Provide data on the staff, by gender, submitted to REF versus those that were 
eligible. Compare this to the data for the Research Assessment Exercise 2008. 
Comment on any gender imbalances identified. 

 
For RAE2008 and REF2014 all eligible (as defined by RAE and REF criteria) School staff 
were submitted. For REF2014 39% of those submitted were women, lower than the 
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SILVER APPLICATIONS ONLY 

5.2. Key career transition points: professional and support staff 

(i) Induction 

Describe the induction and support provided to all new professional 
and support staff, at all levels. Comment on the uptake of this and how 
its effectiveness is reviewed. 

(ii) Promotion 

Provide data on staff applying for promotion, and comment on 
applications and success rates by gender, grade and full- and part-time 
status. Comment on how staff are encouraged and supported through  
the process. 

(i)  Induction 
Describe the induction and support provided to all new professional and support 
staff, at all levels. Comment on the uptake of this and how its effectiveness is 
reviewed. 

Data note: Historical data for induction uptake has not been available to date due to HR 
only recording induction uptake data as of October 2018. 
 
Induction for academic and PS staff consists of: 

• ‘On your marks’ - staff benefits, development and appraisals, policies, 
proce
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arranges bespoke sessions to fit individual schedules. Mandatory training such as E&D 
and General Data Protection Regulation (GDPR) are available as e-learning packages. 
 
Table 23 shows a 45% increase of staff training uptake since the HoS joined in 2015. Table 
24 shows the courses most accessed. There is greater training uptake by female staff with 
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turn supporting all staff to plan and apply for promotion. Section 5.1.(iii) details impact 
from this action on the promotion application and success rates, particularly for female 
staff. 
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“I 
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Figure 33: Female speaker at the 2017 Quality by Design Symposium 

  
 
(iv) Support given to students (at any level) for academic career progression 

Comment and reflect on support given to students at any level to enable them 
to make informed decisions about their career (including the transition to a 
sustainable academic career). 

 
Action 3 (Section 4.1.(v)) is being implemented to help all students’ access guidance to 
develop an academic career. UG and PGT students are supported through the personal 
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SILVER APPLICATIONS ONLY 

5.4 Career development: professional and support staff 

(i) Training 

Describe the training available to staff at all levels in the department. 
Provide details of uptake by gender and how existing staff are kept up 
to date with training. How is its effectiveness monitored and developed 
in response to levels of uptake and evaluation? 

(ii) Appraisal/development review 

Describe current appraisal/development review schemes for 
professional and support staff at all levels and provide data on uptake 
by gender. Provide details of any appraisal/review training offered and 
the uptake of this, as well as staff feedback about the process. 

(iii) Support given to professional and support staff for career progression 

Comment and reflect on support given to professional and support staff 
to assist in their career progression. 

 
(i) Training 

Support is allocated to the School from four Faculty level teams: Faculty Office (for 
student and programme administration); Technical Support; Research and Innovation 
Office; and Executive Support (for School secretarial and administrative support).  All PS 
staff are managed by the FDO via direct and indirect reports. PS staff are invited to the 
quarterly Faculty All-Staff Engagement Days led by the PVC/Dean and to termly PS 
briefings led by the FDO. Recently two senior members of PS became apprentices and 
are pursuing higher qualifications.  
  
A staff development and training budget is held by the FDO; there is an application 
process for cost-bearing training and development. Approval and time off for non-cost-
bearing activities is managed by Team Managers. All staff have access to a range of 
internal mandatory and other highly recommended training programmes (
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actively involved in HEaTED and gaining access to training and networking through the 
activities offered regionally and nationally. 
 
A number of PS staff have registered for postgraduate qualifications up to PhD level, 
supported by the Faculty.  
 
Table 25: Top 10 training courses accessed by professional services staff 2012-2017 

Course Title Female Male 

Equality & Diversity (Mandatory) 92 35 
Safeguarding e
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“I received excellent support from my line manager and colleagues before and after 
paternity leave. I was granted flexi hours, enabling me to do School runs, alleviating the 
burden on my wife. I was also able to work from home when needed and colleagues 
assisted with assignment marking duties” – Male Lecturer 

 

 
(iii) Cover and support for maternity and adoption leave: returning to work  

Explain what support the department offers to staff on return from maternity 
or adoption leave. Comment on any funding provided to support returning staff.   
 

Prior to return to work discussions between the colleague and line manager establishes 
any need for training, flexible working or a phased return to work. A salary sacrifice child 
care voucher scheme is also available. Breastfeeding is welcomed on campus and 
breastfeeding rooms are available should a mother wish to use a private space to express 
milk.  
 
 
(iv) Maternity return rate  

Provide data and comment on the maternity return rate in the department. 
Data of staff whose contracts are not renewed while on maternity leave should be 
included in the section along with commentary. 

SILVER APPLICATIONS ONLY 
Provide data and comment on the proportion of staff remaining 
in post six, 12 and 
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(v) Paternity, shared parental, adoption, and parental leave uptake 

Provide data and comment on the uptake of these types of leave by gender and 
grade. Comment on what the department does to promote and encourage take-
up of paternity leave and shared parental leave. 
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Table 31: Professional services staff flexible working uptake 
  Female Male Total 
Non-standard hours 22 4 26 
Reduced hours 7   7 
Informal arrangements 4 1 5 
Grand total 33 5 38 

 
Flexible working is encouraged and supported regardless of an individual’s contract type.  
 
“I am a new member of temporary staff with child care responsibilities. The Faculty has 
permitted me to work my hours flexibly around these responsibilities; this has been a 
great help and much appreciated.” - Female Faculty Programme Administrator 
 
In 2017 a female staff member was successfully awarded a prestigious Winston Churchill 
Fellowship and the following comments from her are testament to the School culture.  
 
“Throughout the processes of planning, applying and travelling, I can honestly say that 
the School have been very supportive of my Fellowship. The School allowed me to work 
flexibly, enabling me to attend an interview and a workshop during the teaching 
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5.6 
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(ii) HR policies  

Describe how the department monitors the consistency in application of 
HR policies for equality, dignity at work, bullying, harassment, grievance 
and disciplinary processes. Describe actions taken to address any identified 
differences between policy and practice. Comment on how the department 
ensures staff with management responsibilities are kept informed and updated on 
HR polices. 

 
The HoS and AHoS receive and action regular reports from HR regarding compliance with 
policies which are scrutinised, with issues addressed as necessary with individual staff. 
Any amended policies are disseminated
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Table 33: Membership of School Learning and Teaching group  
  Female Female % Male Male % Total 
2015/16 3 30% 7 70% 10 
2016/17 3 30% 7 70% 10 
2017/18 8 47% 9 53% 17 
 
Change in School management (2015/16), staff turnover, a School re-structure, and 
appointment of gender-balanced School AP’s, have all affected the SEC’s composition 
(Table 34). Whilst the current gender imbalance is noted, further staff changes due to 
retirement will result in a more balanced composition moving forward. There is however 
recognition of the need for the consideration of the gender composition of School 
committees to be systematic. To address this, Action 5.6 will be implemented, along with 
the following that is now in place: 
 
Good Practice 
As of 2018/19, all School committee’s terms of reference include the gender balance of 
committees as a specific consideration when identifying new members; there is 
expectation that all committees reflect the gender make-up of the School. This will be 
reviewed annually.  
 
Table 34: Composition of School Executive Committee 

 

 
 
Action 5.6: Provide opportunities for all staff to participate in School committees 
through open calls presented at School all staff meeting. Review all committees for 
gender representation that reflects the School annually, encouraging staff from 
underrepresented gender groups to participate when underrepresentation is noted.  
 
 
(iv) Participation on influential external committees  

How are staff encouraged to participate in other influential external committees 
and what procedures are in place to encourage women (or men if they are 
underrepresented) to participate in these committees?  

 
The HoS and line managers encourage staff to express interest to calls for participation 
in both Faculty/DMU and external-to-the-University committees. Where role or subject 
expertise is a determining factor e.g. for academic journal related roles, all eligible staff, 
regardless of grade, are encouraged to apply.  
 
The gender ratio of staff on external committees is 10F:6M and examples include: 
 

  Female Female % Male Male %
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• Chartered Society of FS Conference Committee (Female Senior Lecturer)  
• Chartered Society of FS - Science and Justice  editorial board (Male Lecturer) 
• National Institute for Health Research CRN East Midlands (Female Senior 

Lecturer)  
• Royal Society of Biology East Midlands (Male VC2020 Lecturer) 

 
Where membership to such committees is 
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Table 35: Perceived transparency of workload allocation, 2018 SSCS 

  Extremely 
transparent 

Very 
transparent 

Moderately 
transparent 

Slightly 
transparent 

Not at all 
transparent 

Total  3 15 12 8 8 
Aggregated total % 65% 35% 
Female respondents 14 6 
Male respondents 13 7 
Female % 52% 46% 
Male % 48% 54% 
 
 

Action 7: Work towards a workload model where all staff’s maximum capacity is at 80%, 
supporting staff work-life balance and giving staff greater flexibility to engage in all 
required areas of academic activity. 
 
 
(vi) Timing of departmental meetings and social gatherings  

Describe the consideration given to those with caring responsibilities and part-
time staff around the timing of departmental m
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“A dedicated day to women’s achievements across the globe is empowering in its own 
right. I consider myself to be extremely fortunate that I was nominated as a female role 
model. Being able to have my name next to other inspiring women was a heart-warming 
experience. Learning about each other’s achievements and journeys has inspired me to 
be fearless and continue pursuing my dream to be a Doctorate in Pharmacy.” - 4th year 
MPharm Student 2018 
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Action 12.2 has been developed to showcase historical female role models related to 
pharmacy. 
 
Action 12.2: Produce a poster series showcasing historical women and figures from 
minority groups who have been influential contributors to pharmacy and other School 
subject groups, to display around the School. 
 

Figure 36: School student (left) and staff (right) role model showcased 
 
Table 36: School academic and Faculty PS staff awards 
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team-based scientific investigative challenges. In 2016/17, 90 students participated- 
41F:49M, from predominantly local comprehensive schools. 

 
“The Science Detectives challenge was one of the best opportunities I’ve ever experienced. 
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• STEM ambassadors have long been embedded in School culture with a female 
staff member being the first in Leicestershire in the early 1990s. Recent 
ambassador activity includes “Developing a Science Pod” where staff (1F:1M) 
hosted a lunchtime club at a school for 6 weeks, where fun science activities were 
delivered. 

• Careers events, talks at local school/college festivals providing a taster courses.   

WORD COUNT: 6901 
 

 

 SILVER APPLICATIONS ONLY 

6. CASE STUDIES: IMPACT ON INDIVIDUALS 
Recommended word count: Silver 1000 words 

Two individuals working in the department should describe how the 
department’s activities have benefitted them.  

The subject of one of these case studies should be a member of the self-
assessment team. 

The second case study should be related to someone else in the department. 
More information on case studies is available in the awards handbook. 

 
 

CASE STUDIES REDACTED 
 

7. FURTHER INFORMATION 
Recommended word count: Bronze: 500 words  |  Silver: 500 words 

Please comment here on any other elements that are relevant to the application. 
 
Women in Science, Society and Health (WISHH) network 
SAT member Marcella Avis (FDO) founded the Faculty’s WISSH (Women in Science, 
Society and Health) network in May 2017, with School staff being prominent members. 
Meeting quarterly, agenda examples include guest speakers, career pathway 
presentations, and candid discussions around common issues (Figure 37). A cross faculty 
event, bringing together the WISSH and Women in Technology (WIT) network from 
DMU’s Faculty of Technology, was held in June 2018. This enabled group members from 
both faculties to network, share good practice and organise future collaborations.   
 
“As a new member of DMU it was encouraging to see how DMU is actively supporting 
women, at all levels, by providing a range of sessions” – WISSH Attendee October 2018 
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8. ACTION PLAN 
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No. Theme Objective Rationale Progress to date Action Timeframe SAT Lead/External 
Support Success Measure 

1.1 Student 
recruitment 

To address the gender 
imbalances in UG, PGT 
and PGR applications. 

2016/17 gender imbalance 
across all UG programmes: 
MPharm 59%f; PCS 59%F; 
Forensic Science 74%F; 
2016/17 gender imbalance 
found in the following PGT 
programmes: QbD for 
Pharmaceutical Industry 81%m; 
Clinical Pharmacy (multi-
sector) 59%F; Pharmaceutical 
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No. Theme Objective Rationale Progress to date Action Timeframe SAT Lead/External 
Support Success Measure 

2.2 proportion of female students 
(25% difference in 2016/17).  

Programme pro2 0.306 0.471 rg
-0.002 Tc 0.002 Tw 8.52 -0 0 8.5pteS.50 Td
4.863.1 (c)7.5 (e)-2 ( i)3.7 (n)-8.52 374.58 517.38 Tm
[(p)-2.2 (r)-2.1 (o2 0.306 0.47in7-42)]
BT
0 g55.42 0
730.8  
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No. Theme Objective Rationale Progress to date Action Timeframe SAT Lead/External 
Support Success Measure 
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No. 
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No. Theme Objective Rationale Progress to date Action Timeframe SAT Lead/External 
Support Success Measure 

5.5 Career 
development: 
Academic staff 

Ensure all staff have 
equal access to a 
research specific mentor. 
Create and maintain a 
pool of research 
mentors, putting an 
annual call out for 
potential mentors. 
Aspiring mentees can 
register their interest in 
acquiring a research 
mentor on an annual 
basis. Mentee activity 
will be part of the 
academic workload 
model. 

The 2018 AS School Staff 
survey evidenced that gender 
may well be factor for staff 
accessing research specific 
mentoring; the male to female 
ratio of respondents who have 
access to a research mentor is 
5:1, and of the 5 respondents 
who do not currently have a 
research mentor but would like 
one, all were female. The 
action to address this 
concerning issue will be 
prioritised in our action plan 
given the vital role research 
mentorship can play in such an 
important area of academic 
career development. 

Research Innovation 
Allowance (RIA) application 
allows for applicant to 
request a research mentor.  

Offer the option of a research mentor 
to all staff at induction and appraisal. 
Publicise the option of a research 
mentor on the RIA application at all 
staff meeting and via email leading up 
to RIA application submission date on 
an annual basis. 

Action steps in 
place by July 
2019 

Lead: Tarsem 
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No. Theme Objective Rationale Progress to date Action Timeframe SAT Lead/External 
Support Success Measure 

6.1 Career 
development: 
PS staff 

Ensure all staff, 
particularly men, are 
actively encouraged to 
apply for pay 
progression.  

Historically low application 
rates for pay progression in HLS 
for PS staff (3 female, 1 male 
2012-2016). Only one male PS 
staff member applied in 2017 
compared with 10 applications 
from female PS staff members.  

Clear impact demonstrated 
in 2017 round following a 
faculty intervention. 
Application increase by a 
factor of 2.75 is noted. 

Encourage more male staff to 
participate in annual workshops 
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No. Theme Objective Rationale Progress to date Action Timeframe SAT Lead/External 
Support Success Measure 

8.2 Recruitment: 
Academic staff 

To increase the number 
of external applications 
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No. Theme Objective Rationale Progress to date Action Timeframe SAT Lead/External 
Support Success Measure 

10.2 Induction: 
Academic and 
PS staff 

Increase understanding 
of effectiveness of 
induction buddy system 
and ensure consistency 
in buddy allocation.  

Impact of buddy system is not 
currently monitored for 
effectiveness and consistency.  

  Embed the good practice of allocating 
an induction buddy for all new 
professional services staff by adding 
this to the induction checklist, ensuring 
new colleagues receive a consistent 
level of excellent support in the first 
three months of joining their team. 

In place by July 
2019.  

Lead: Jasira Patel -
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