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Objective Rationale 
i.e. what 
evidence is 
there that 
prompted this 
objective? 

Action already 
taken to date 
and outcome 

Further action 
planned 

Timeframe 
(start/end date) 

Person 
responsible 
Include job 
title 

Target outcome 
Where possible 
include a tangible 
measure of 
success 

Comments 

B To address 
under-
representation 
of specific 
groups on 
committees. 

T6 & T7 show 
a higher 
proportion of 
male 
committee 
members. 

No action taken 
to date. 

To publish the 
gender balance 
of committees. 
 
Specifically to 
make explicit 
issues of gender 
balance when 
nominations for 
committee 
members are 
sought.  

02/14 On-
going 

Adrian Lee, 
Pro Vice 
Chancellor 
(AL). 

Representation of 
committees 
reported to 
Equality Forum 
and further 
actions discussed 
where 
appropriate.   

T8 shows that 
Learning and 
Teaching 
Committee 
membership is 
evenly 
represented. 

B1 
 
D1 
 
E6 

To establish a 
Women’s 
Networking 
Forum and 
accompanying 
newsletter 

T3 data shows 
that generally 
there is a 
higher 
proportion of 
male staff in 
higher-paid 
roles 

Informal 
women’s 
networking is at 
an initial stage 
of development 
as part of the 
operation of 
the Equality 
Forum. 

To establish 
more formalised 
Women’s 
Networking.  
The group will 
meet 3 times a 
year with a 
formal 
presentation at 
each meeting 
followed by 
opportunity for 
informal 

09/2014 On-
going  

Kathryn 
Leighton, 
HR 
Manager 
Diversity 
(KL) 

Network 
established 
 
Newsletter 
produced  
 
Feedback 
gathered from 
attendees of 
group on 
effectiveness and 
areas for 
improvement.   
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networking. 
 
To produce an 
accompanying 
quarterly 
newsletter, 
including 
information on 
the events that 
take place and 
features on 
female role 
models, both 
internal and 
external.   

 
Internal 
promotions of 
staff reported to, 
and monitored 
by, the Equality 
Forum. 

B1 

C4 

D1 

To provide a 
comprehensive 
management 
development 
programme 
with the 
objective of 
increasing 
representation 
of females at 
senior levels.  

T3 data shows 
that generally 
there is a 
higher 
proportion of 
male staff in 
higher paid 
roles. 

The University 
of Chester 
(UoC) provides 
a range of 
internally 
resourced 
training 
opportunities 
for all staff at 
all levels – a  
Learning 
Directory 
provides a 
catalogue of a 
broad range of 
standalone 
workshops and 

To fund at least 
4 members of 
female staff per 
annum, over the 
next 3 years, 
through the 
Leadership 
Foundation’s 
Aurora 
programme. 
 
To further 
enhance UoC’s 
management 
development 
programmes, for 
example 

09/2013 On-
going  

Julie 
Mulliner, 
Assistant 
Director of 
HRM 
Services 
(JM);  KL 

% of female 
programme 
participants on 
training and 
development 
programmes  
monitored and 
reported  

Aurora 
programme 
completed and 
benefits/ 
feedback sought 
from the 
participants on 
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programmes, 
ranging from 
Induction; 
Assertiveness 
Skills; Adapting 
to and 
Embracing 
Change; 
Equality & 
Diversity in the 
Workplace. 
 
An accredited 
L4 Certificate in 
Supervisory 
Leadership and 
Management in 
Higher 
Education 
(WBIS) and a 
programme of 
mandatory 
management 
development 
programmes 
for all newly 
appointed/ 
internally 
promoted 
managers are 
also available.  
This 

Foundation 
Degrees/ MA 
level 
programmes 
through our 
WBIS provision – 
this would be 
supportive of 
UoC’s approach 
to succession 
planning/ 
human resource 
planning. 
 
Facilitation of 
Action Learning 
Sets to support 
leadership 
development 
programmes is 
currently a 
consideration.  

benefits  

Internal 
promotions of 
staff monitored 
and reported to 
the Equality 
Forum 
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programme has 
been delivered 
over the last 4 
years and the % 
of female 
participants has 
been 75% in 
2010; 89% in 
2011; 78% in 
2012 and 100% 
in 2013.  
 
Participation in 
the LFHE 
Aurora 
Programme in 
2014 – 5 
participants 
have been 
supported. 

B1 
 
B2 
 
C5 
 
D1 

To explore 
reasons for 
differentiation 
between 
numbers of 
male and 
female 
research-active 
staff.  

T7 and T10 
show a higher 
proportion of 
males engaged 
in research.  

Equality Impact 
Assessment 
conducted on 
the REF.  

To conduct 
research into the 
reasons why 
more male 
academic staff 
are involved in 
research than 
females, in order 
to determine the 
relevant factors, 
with a view to 
addressing any 

09/14 09/16 Dr Elizabeth 
Christopher, 
Senior 
Assistant 
Registrar, 
Research 
and 
Knowledge 
Transfer 
Office (EC). 

Research 
conducted and 
reported to 
Equality Forum; 
recommendations 
noted and acted 
upon (where 
appropriate).  
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barriers which 
may be 
identified.  

B4 To embed 
consideration 
for gender 
equality into 
the thinking 
and processes 
of committees 
and their 
related 
structures and 
procedures. 

Discussion in 
SAT meeting 
around B4 
resulted in 
these 
suggestions 
for inclusion in 
the action 
plan. 

Equality and 
Diversity 
Training 
strongly 
recommended 
for all staff. 

Pro Vice 
Chancellor to 
write to all 
committee 
chairs 
highlighting the 
need for gender 
equality to be 
embedded into 
committee 
thinking and 
processes, their 
related 
structures and 
procedures and 
the rationale.  
 
Terms of 
reference for all 
committees to 
be reviewed in 
light of this 
objective.  
 
All committee 
members to 
continue to 
undertake 
online E&D 

09/2014 12/2014 AL/KL All committee 
members to have 
undertaken 
online equality 
and diversity 
training. 
 
This objective to 
have been 
discussed at 
relevant 
committees and 
relevant actions 
agreed by each 
individual 
committee.   
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training. 

C4 
D5 

To review 
maternity/ 
adoption/ 
additional 
paternity pay 
conditions. 

Ad hoc 
feedback 
received by 
Equality 
Officers. 
 
Discussion in 
SAT meeting 
around 
maternity/ 
adoption/ 
additional 
paternity pay 
resulted in 
these 
suggestions 
for inclusion in 
the action 
plan. 

Benchmarking 
exercise 
conducted on 
maternity pay 
approximately 
5 years ago, no 
action taken.   

To benchmark 
UoC maternity 
pay against 
other 
universities and 
local employers; 
to make any 
appropriate 
proposals for 
change to SMT.  

04/14 10/14 KL Benchmarking 
exercise 
conducted and 
proposal 
considered by 
SMT. 

 

B1 
C4 

To undertake a 
career-
mapping 
project.   

T12 – UoC has 
formal 
promotions 
process for 
academic 
teaching staff. 
Internal 
promotional 
opportunities 
are made 
available to 

None taken 
specifically 
around career 
mapping, to 
date.   

To review UoC’s 
approach to 
career 
progression; for 
example 
reviewing/ 
clarifying various 
career pathways 
alongside 
support 
mechanisms 

09/2014 09/2016 JM/ KL Policy and 
process 
developed and 
agreed through 
usual policy-
development 
processes. 
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other groups 
of staff and 
managers by 
internal 
advertising. 
 
 

required to 
enable 
appropriate 
progression 
which could 
include support 
where 
employees 
chose to change 
their career 
path. 

B1 
D5 

To investigate 
options for an 
external 
coaching 
and/or other 
forms of 
support and 
development 
to be delivered 
in-house 
specifically 
aimed at staff 
with caring 
responsibilities. 

T3 data 
highlights 
fewer women 
in managerial 
roles.  The 
reasons for 
this are not 
always lack of 
training but 
personal 
circumstance/ 
confidence in 
own abilities 
etc.  Coaching 
is one way of 
addressing 
this.  It may be 
particularly 
relevant for 
those 
returning from 

None taken to 
date. 

To source 
potential 
suppliers of such 
a coaching 
service, 
following UoC’s 
procurement 
procedures.   
 
To discuss with 
the SAT and 
Equality Forum 
members how 
such a provision 
could be most 
effectively 
implemented. 
 

09/2014 On-
going.  

KL/AL  Proposal 
developed and 
approved by SMT. 
 
Coaching process 
implemented.   
 
Formal feedback 
of benefits 
conducted with 
participants.  
 
Internal 
promotions of 
staff reported to, 
and monitored 
by, the Equality 
Forum.  
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maternity/ 
adoption leave 
or those with 
caring 
responsibilities 
for older 
family 
members.   

B1 
D1 

To launch a 
formal 
mentoring 
process across 
the institution.  

Need for 
further actions 
around career 
progression 
highlighted by 
T3 & T12 data. 

Mentoring 
process is being 
piloted from 
January 2014 in 
Learning and 
Information 
Services  

To evaluate 
mentoring pilot 
in January 2015 
and implement a 
full mentoring 
scheme across 
UoC thereafter.  

01/14 12/15 JM Mentoring pilot 
conducted; 
mentoring pilot 
evaluated; 
mentoring policy 
and process 
approved through 
policy approval 
processes; policy 
implemented 
across UoC.  

Full 
implementation 
will include 
formal training 
process, formal 
matching 
process and 
female-specific 
mentoring 
programme.   

B1 To promote 
paternity leave 
to  male 
academic staff  

T15 – no male 
academic staff 
took paternity 
leave  

Paternity leave 
policies 
covered in 
academic 
induction 
programmes  

To further 
promote the 
availability of 
paternity leave 
to academic 
staff through 
GEM-specific 
feature in Forum 
magazine and 
included in more 
detail in 
academic 

09/2014 On-
going  

KL  Uptake of 
paternity leave 
reported to, and 
monitored by, the 
Equality Forum 
annually.   
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induction 
sessions and 
materials  

D4 To review 
UoC’s Time off 
for Dependants 
(TOFD) policy 

Discussion of 
D4 in SAT 
meeting  
resulted in this 
suggestion for 
inclusion in 
the action plan 

UoC has a 
compliant TOFD 
policy.  TOFD is 
currently 
unpaid.   

To review UoC’s 
Time off for 
Dependants 
(TOFD) policy to 
consider 
whether existing 
arrangements 
reflect good 
sector practice.  
Consideration to 
be given to a 
parallel process 
for other 
dependants. 

09/2014 12/2014 KL and Sue 
Fisher – HR 
Manager 
Policy and 
Casework 
(SF) 

Proposal 
developed and 
submitted to SMT 

 

E5 Develop a 
guide for all 
staff on good 
practice 
around using 
email  

Discussion in 
SAT meeting 
around E5 
resulted in this 
suggestion for 
inclusion in 
the action plan 

 A guide will be 
developed and 
issued to all UoC 
staff detailing 
good practice 
around sending 
emails and 
expectations.  
UoC email has a 
facility to 
schedule emails 
to be sent at a 
later time, and 
this will be one 

04/2014 04/2014 AL/KL Guidance 
developed and 
issued.   
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of the good 
practice 
suggestions that 
will be included 
in the guide.   

D1 Ensure all 
managers are 
aware of the 
benefits 
(networking 
and long term 
careers 
prospects) of 
their staff 
joining external 
bodies such as 
role specific 
professional 
bodies (e.g. 
CIPD for HR 
staff) or 
Editorial 
Boards of 
Journals for 
academic staff.  

Discussion in 
SAT meeting 
around D1 
resulted in this 
suggestion for 
inclusion in 
the action 
plan. 

Many staff are 
currently 
members of 
professional 
bodies due to 
essential 
requirements 
of their roles; 
many academic 
staff are 
members of 
editorial 
boards.  

Newsletter/ 
guidance to be 
issued to 
managers 
summarising 
actions arising 
from GEM 
project. 

09/14 12/14 KL Newsletter/ 
guidance 
developed and 
issued.   
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D5 To develop a 
package of 
support for 
staff returning 
from 
maternity, 
additional 
paternity and 
adoption leave  

Discussion in 
SAT meeting 
around D5 
resulted in this 
suggestion for 
inclusion in 
the action plan 

There are 
pockets of good 
practice within 
the HEI and 
staff are 
supported on 
their return.  
However, this 
needs pulling 
together into a 
consistent 
approach for 
implementation 
across UoC.   

To collate a 
package of 
information 
leaflets for 
returners, 
including 
information on 
childcare, 
benefits etc.  
 
To assess the 
need for a 
coaching or 
support group 
for those 
returning to 
work. 
To appoint a 
specialist from 
existing HR staff 
to act 
specifically in an 
advisory role to 
those returning 
from leave.  

09/2014 12/2014 KL/ SF Package 
produced 
 
Support group 
established 
 
Advisory role 
established.  
 
Services 
advertised to 
those going on 
leave.   

 

D7 To review 
information 
sent to 
candidates 
applying for a 
job, to ensure 
availability of 

Discussion in 
SAT meeting 
around D7 
resulted in this 
suggestion for 
inclusion in 
the action plan 

Information 
available to 
applicants 
includes details 
of Equality and 
Diversity 
policies at UoC, 

To make details 
of family friendly 
policies explicit 
at application 
stage.   

09/2014 12/2014 KL/ SF  Information 
developed and 
available on 
website and in 
application packs.  
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family friendly 
policies is 
suitably 
promoted.   

however there 
are no specific 
references to 
the family-
friendly policies 
available. 

C4 To encourage 
the possibility 
of appropriate 
vacancies 
being 
advertised as 
job-shares  

Discussion in 
SAT meeting 
around C4 
resulted in this 
suggestion for 
inclusion in 
the action plan 

Some roles may 
be advertised 
as part-time, 
however it is 
unlikely that a 
full-time role 
would currently 
mention the 
possibility of 
job share. 

To encourage all 
managers, via 
mandatory 
recruitment and 
selection 
training to 
consider the 
inclusion of the 
following 
statement on 
adverts for full 
time positions: 
“Please indicate 
on your applic-
ation if you 
would like to be 
considered for 
this vacancy on a 
job share basis” 
 
All HR advisers 
to discuss this 
with managers 
at the early 
recruitment 
stages 

04/2014 On-
going  

AL/KL lead Inclusion of job 
share statement 
on recruitment 
documentation. 
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F1 To continue to 
monitor the 
profile of staff 
on fixed term 
contracts 
(FTCs) 

Discussion in 
SAT meeting 
around F1 
resulted in this 
suggestion for 
inclusion in 
the action plan 

Fixed term 
contracts are 
reported to the 
Staffing and 
Development 
Forum, 
however it is 
not monitored 
in terms of D&E 
profile of those 
on FTCs  

D&E profile of 
those on FTCs to 
be reported to 
the Equality 
Forum quarterly.  
Action to be 
determined 
where 
appropriate 

09/14 On-
going  

KL/SF Reports 
submitted and 
action identified 
where 
appropriate.   

 

G To continue to 
provide 
support to 
trans staff as 
required 

Discussion in 
SAT meeting 
around G 
resulted in this 
suggestion for 
inclusion in 
the action plan 

Guidance on 
supporting 
trans staff 
(adapted from 
ECU’s Trans 
staff and 
students in 
higher 
education) is 
available to all 
managers on 
UoC’s intranet  

Newsletter/ 
guidance to be 
issued to 
managers 
summarising 
actions arising 
from GEM 
project to 
include a 
reminder that 
this guidance 
exists 

09/14 09/14 KL Newsletter/ 
guidance 
produced 
 
Trans staff 
supported  

 

 


