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Phone number 01244 511454 
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Institutional Bronze 

Provide a summary of the institution including its research focus, the size of arts, humanities 
and social science departments (academic and professional service staff separately). Include any 
other contextual information that you feel is relevant to your submission.  

This should include: 

= the ratio of men and women on the senior management team  

= a list of arts, humanities and social sciences departments including a percentage 
of these departments as a proportion of all departments 

= the total number of university departments  

= an overview of the institution’s mission, vision and strategy and how this links to 
gender equality 

= a brief overview of the key issues for the institution in relation to gender equality 
at this time 

The University of Chester was founded by the Church of England as a teacher training college in 
1839. It retains its Anglican connections as a member of the Cathedrals Group of Church 
Universities and Colleges. It has a strong teaching ethos and a growing focus on, and reputation 
for, research.  Taught degree awarding powers were acquired in 2003; university status was 
granted in 2005; and research degree awarding powers were conferred in 2008.  The University 
has a broad portfolio of programmes, including more professionally focused teacher/ nursing/ 
midwifery education, as well as more traditionally academic subjects. An Engineering faculty was 
constituted in September 2013 and will receive its first students in September 2014. 
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The University’s mission and vision are as follows: “The University was established by the Church 
of England in 1839 and, within an open, inclusive and supportive environment guided by Christian 
values of honesty, integrity and respect for all, we seek to provide our students and staff with the 
education, training, skills and motivation to enable them to develop as individuals and have lives 
of service in the communities within which they live and work. This Mission, which has helped 
shape our development and diversification, continues to inform our future planning and 
enrichment as a University.   
 

“At the heart of the University’s vision is our commitment to: ensuring a rewarding student 
learning experience; developing the expertise of our staff; teaching excellence; and our growing 
research and scholarly profile. Fundamental to these ideals and aspirations is the positive impact 
that the University has on the lives of our students, our staff, and our community, all of which 
underpin the institution’s significant and growing contribution to the region and beyond. In 
valuing and celebrating our long history and traditions, the University remains modern, dynamic 
and enterprising in its approach to developing new opportunities. In particular, we are committed 
to engendering a sense of pride and shared ownership in all those associated with us and with 
what we do.” 
 
In continuing expression of the University’s Foundation and pursuit of honesty, integrity and 
respect for all, the institution’s various activities are underpinned by a series of Core Values that 
help to define its identity. Among these is ‘Inclusiveness and Responsibility: active espousal of the 
principles of equality and diversity, and their continual application in the conduct of relationships 
and business in a supportive culture and environment’. 
 
In relation to this, the University’s Corporate Plan identifies a number of objective targets; these 
address the key issues for the institution in relation to gender equality: 

 Seeking to augment the diversity of staff and student populations; 

 Continually enhancing a welcoming, supportive and culturally aware environment; 

 Encouraging the inclusion of a range of cultural perspectives within the curriculum; 

 Continuing to build relationships with the local and regional community; 

 Implementing the University’s Equality Scheme.   

The University’s Research Strategy affirms the essential importance of integrated excellence in 
teaching and research; these are twin and mutually enriching priorities. The strategy emphasises 
the strategic ambitions of pursuing a rising profile of internationally excellent research, and of 
extending the reach of knowledge transfer and impact, innovation and enterprise. Excellence in 
research and knowledge transfer activities leads to a strong reputation for quality that enhances 
future research and knowledge transfer as well as the recruitment and retention of high calibre 
staff and the student experience at all levels of study.  Objectives include: ensuring that all 
academic staff expect to undertake and disseminate excellent research and knowledge transfer; 
feel that their research and knowledge transfer activities are valued by their peers, the University, 
and the wider community; and are accordingly provided with adequate support and resources by 
their department, faculty and the University;  developing researchers through all stages of their 
careers and supporting excellent researchers; and monitoring data from the Research Excellence 
Framework (REF) and other exercises, in line with the requirements of the Equality Act, to produce 
an action plan with the aim of ensuring equality of access, provision and entitlement for all. 
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The University’s Learning and Teaching Strategy applies to the learning, teaching and assessment 
of all students of the University, irrespective of the level of study, mode of delivery, location and 
characteristics of learners. The Strategy is therefore inclusive, continuing to enhance student and 
staff learning as the University develops in new disciplinary areas and provides higher education 
for an increasingly diverse student population. It builds on the institution’s reputation for 
excellence in teaching and its capacity for continued enhancement of the student experience 
across a rich diversity of contexts and disciplines.  The University provides a challenging yet 
supportive learning environment.   Through the University’s Learning and Teaching Strategy, 
opportunities will be provided to develop behaviours and attitudes that enable our students and 
staff to make a positive contribution to society, particularly in relation to diversity and equality; 
ethics and ethical practice; the appropriate and creative use of technology; and the challenges of 
creating a sustainable future. 

At present, the University’s Senior Management Team is all male.  The University’s female Deputy 
Vice Chancellor and former Dean of Health and Social Care retired at the end of the 2010/11 
academic year after 18 years’ service.  

There were 7 faculties in the reporting period of 2010/11 to 2012/13 with one additional faculty 
formed in September 2013. There were 32 academic departments in the reporting period (there 
are now an additional 4) and there are 21 professional/support departments. 

A list of arts, humanities and social sciences departments including a percentage of these 
departments as a proportion of all departments: 

 

Faculty Departments 
(where 
applicable)  

Academic Staff 
 

Professional/support Staff % as 
proportion of 
all 
departments  

  Male Female Male Female  

Faculty of Arts 
and Media  

Faculty office  2 
(100%) 

0 0 2 
(100%) 

4 
0.27% 

Art and Design  12 
(70.59%) 

5 
(29.41%) 

5 
(62.5%) 

3 
(37.5%)  

25 
1.62% 

Media 17 
(70.83%) 

7 
(29.17%) 

5 
(50%) 

5 
(50%) 

34 
2.2% 

Performing Arts  7 
(41.18%) 

10 
(58.82%) 

2 
(50%) 

2 
(50%) 

21 
1.36% 

Faculty of 
Business, 
Enterprise and 
Lifelong 
Learning (BELL) 

 36 
(62.07%) 

22 
(37.93%) 

4 
(12.12%) 

29 
(87.88%) 

91 
5.88% 
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Faculty of 
Education and 
Children’s 
Services 

 22 
(36.07%) 

39 
(63.93%) 

2 
(7.41%) 

25 
(92.59%) 

88 
5.69% 

Faculty of 
Health and 
Social Care 
(Social Work 
only shown as 
all other 
departments 
within this 
Faculty are SET) 

Social Work  2 
(20%) 

8 
(80%) 

  10 
0.65% 

Faculty of 
Humanities  

Faculty office  1 
(100%) 

0 
(0) 

0 
(0) 

1 
(100) 

2 
0.13% 

English 9 
(45%) 

11 
(55%) 

0 
(0) 

4 
(100%) 

24 
1.55% 

History and 
Archaeology 

7 
(70%) 

3 
(30%) 

0 
(0) 

2 
(100%) 

12 
0.78% 

Modern 
Languages  

4 
(25%) 

12 
(75%) 

0 
(0) 

2 
(100%) 

18 
1.16% 

Theology and 
Religious 
Studies 

13 
(68.42%) 

6 
(28.57%) 

0 
(0) 

2 
(100%) 

21 
1.36% 

Faculty of Social 
Science  

Faculty office 1 
(100%) 

0 
(0) 

0 
(0) 

2 
(100%) 

3 
0.19% 

Law 5 
(38.46%) 

8 
(61.54%) 

0 
(0) 

2 
(100%) 

15 
0.97% 

Social Studies 
and Counselling  

11 
(47.83%) 

12 
(52.17%) 

2 
(33.33%) 

4 
(66.67%) 

29 
1.87% 
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A To address gender inequalities, commitment and action at all 
levels of the institution is required 

Senior management support 

Bronze 

Letter of endorsement from vice-chancellor. Please send with template. 

Silver and gold 

Letter of endorsement from vice-chancellor. Please send with template.  

This should include evidence of actions taken by the vice-chancellor and senior management team 
to support/promote the gender equality charter mark 

On-going commitment 

1. Describe the self-assessment process including information on members of the self-
assessment team (refer to page 6 of the guidance for more information). 

The self-assessment team (SAT) was established through a university-wide request for interested 
parties to volunteer to join the group.  Members were also invited to attend.  The group met 3 
times: 15/1/2014, 5/2/2014 and 2/4/2014.  The required data were collated from the University’s 
HR database and presented to the SAT team at the first meeting.  This consultation on the data 
resulted in the identification of priority areas for action.  Possible actions were debated at the first 
meeting then collated and presented at the second meeting.  Here a full discussion as to whether 
the proposed actions would have a beneficial effect was held.  The third meeting presented the 
final submission and action plan for final changes and approval.   

The membership of the group comprises:  

 21 members – 86% (18) female; 14% (3) male.   

 Of the members, 43% (9) are part-time; 57% (12) are full-time.  

 24% (5) have recently returned from maternity or adoption leave and, following approved 
flexible working requests, all of the 5 returned on a part-time basis.   

 67% (14) of the SAT have children with a varying range of ages.   

 19% (4) have also caring responsibilities for an elderly parent.   

 Most are from dual career families.  

 14 are support staff; 7 are academic.  Of the 14 support staff one is a member of the Senior 
Management Team (SMT) and one is a researcher.  The remainder are a mix of 
administrative and professional staff, some with managerial responsibilities and some 
without.  Of the 7 academics, one is a female Dean and the rest are from a range of 
disciplines; one is a female Head of Subject.     

 10% (2) are recently recruited support staff; all academic staff on the SAT have experience 

of the academic promotions process.    
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B The absence of diversity at management and policy-making 
levels has broad implications which the institution will 
examine 

Ratio of men and women in: 

governing body (see table T4) 14:11  

senior management (see table T5) 7:0  

senate (see table T6) 21:7 (3:1) 

research committee (see table T7) 11:6  

teaching and learning committee or equivalent (see table T8) 9:7 

heads of school/faculty/department (see table T9) 24:22 

1. Comment on any imbalance and outline any actions being taken or planned, referring to 
your action plan. 

The key areas of imbalance that the University identified from the data included  
a. Research – underrepresentation of female staff submitting to the REF and as 

members of Research Committee.  The University is in the process of exploring why 

there is a tendency for male staff to be more research-active than female staff. 

Wherever possible, this apparent inequality will be remedied.  Planned action to 

address this is outlined in the action plan.   

b. Membership of Senate – membership of Senate is predominantly male. See below 

for actions planned.  

c. Representation of female managers – the apparently balanced ratio above is belied 

by data which show significantly more female staff at the University than male staff, 

a higher proportion of female staff at lower levels and higher proportions of male 

staff in managerial positions, particularly SMT.  This is an area the SAT are keen to 

address. Actions detailed in the action plan include developing formal processes 

around networking, job shadowing, career pathways, coaching and mentoring.     

 

2. What is the institution doing to address any gender imbalances on committees? What 
success/progress has been made? 

Where discretion exists in relation to nomination of representative members, those nominating 
will be informed of the composition of relevant committees and requested to take into account 
the requirement for gender balance. The legitimacy and necessity for internal constitutional 
changes will be considered if such measures are unsuccessful. 

The University Council (governing body) contains in excess of 40% female representation, which is 
regarded as satisfactory. [Senate is composed of approximately one-third female staff, as is the 
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Research Committee]. This may be a reflection of the higher proportion of male staff submitted to 
the REF (see section C5). Other Senate committees are broadly gender balanced.  

Following the work done on the GEM data, the gender balance of committees will be published 
and specific actions that can be taken to encourage increased representation of women on 
committees will be investigated. 

3. Where there is an imbalance, what is the institution doing to ensure a broad range of views 
are heard? 

The chair of the Self-Assessment Team (PVC) will write to all committee Chairs and secretaries to 
request an agenda item regarding Gender Equality is added to the next agenda.  The committees 
will be requested to consider the importance of gender equality to their core business.  

All agendas and minutes of Committee meetings are available on the University’s intranet and 
therefore any member of staff can input to the work of any committee, even where membership 
is restricted ex officio to holders of certain posts.  A reminder of this will be made available to all 
staff.  

The University holds open staff meetings on a quarterly basis where all staff have the opportunity 
to raise issues with the SMT.   

The University conducts a regular staff survey (every 3 years) to ensure the voices of staff are 
heard in relation to many key activities.  Any feedback via the survey regarding changes needed to 
committee structures would be considered.  

4. How is consideration for gender equality embedded in the thinking and processes of 
committees and their related structures and procedures? 

In addition to the action detailed above, all Committee terms of reference will be reviewed to 
ensure that heed is paid to gender equality.  In addition, specific training will be provided to all 
Committee members to encourage gender equality to be embedded into the processes/ thinking 
of the Committees. 

5. What training and induction is provided to committee members and those with decision-
making powers? 

All staff are encouraged to attend Equality and Diversity (E&D) training delivered at regular 
intervals throughout the academic year as part of the university’s staff development programme.  
Online training is currently in development which will be mandatory for all new staff to complete 
as part of their probationary period. Existing staff will also be encouraged to participate.   

As detailed above, specific training will be provided to all existing Committee members.  In 
addition, training will be available which will enable a wider variety of staff to apply for Committee 
appointments when the opportunity arises (see B2). 
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C That employment policies, practices and procedures should 
actively promote gender equality 

1. How is gender equality considered in the development and implementation of institutional 
policies, practices and procedures? 

All employment-related/ key institutional policies are fully impact-assessed at development and 
review stages.  Following the development of employment policies in Human Resource 
Management Services (HRMS) by the (female) Policy Manager and approval by the (female) 
Director of HRMS, a Joint Policy Review Steering Group is held, where the policies are consulted on 
with recognised Trade Unions (UCU and Unison).  Unions are able to consult with their members in 
advance of this meeting.  Once agreement is reached here, policies, with the benefit of the 
accompanying impact assessments, are approved at the HR Committee and University Council.  

All staff are encouraged to attend E&D training to ensure that the practices are implemented in 
line with gender equality.   

2. How does the institution monitor the effect of policies, practices and procedures on gender 
equality? What steps does it take when positive and/or negative impact is found? 

 All policy managers are advised to undertake a full equality impact assessment on all 
policies; 

 The periodic staff survey with sections on equality matters (next edition 2015);  

 Annual Investors in People reassessment is requested to focus on equality matters and 
makes recommendations. 

3. What work is the institution undertaking to enable equality in pay?  

The University conducts an Equal Pay Review on a biennial basis.  The results are reported to SMT, 
Trade Unions and the Equality Forum.  The actions are taken forward as part of the University’s 
Equality Objectives and monitored by the Equality Scheme Working group who meet on a monthly 
basis.   

The University’s previous reviews have shown the following pay gap changes 

 

Equal Pay Review  Overall gender pay gap 

2008 19.46% 

2009 15.68% 

2012 13.89%   

Work on the next review will commence in April 2014. Early indications are that although the 
average pay of female staff will have increased by 12.2% since 2012, while the average pay of their 
male counterparts increased by only 8.6%, a pay gap of approximately 13% remains. 
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4. What are the institution’s top three priorities to enable equality in pay? 

 Investigate and improve options for management development, succession planning, 
career development workshops and career pathways to progress internal female staff to 
higher grades; 

 Review recruitment/promotion process to identify barriers/ areas for further positive 
action (e.g. consideration of impact of part-time working and maternity leave); 

 Review appointment criteria for traditionally male/female roles to ensure criteria do not 
discourage females/males respectively from applying and include specific statement in 
advertisement/recruitment material. Review language used in recruitment material. 

5. Does the gender balance of staff whose research outputs were submitted to UK funding 
bodies’ Research Excellence Framework 2014 (see table T10) broadly reflect the gender 
balance across the institution? 

The University undertook a full equality impact assessment on the REF2014 selection process – 
which concluded that there had been no adverse impact on staff with protected 
characteristics.  The principal analysis was undertaken to compare the staff who self-selected for 
consideration and those that were submitted.  The report also considered the profiles of 
submitted staff with all eligible academic staff – which showed that women were under-
represented amongst the ‘research active’ staff at the University.  A project has been set up to 
investigate the factors that might have contributed to this under-representation which will allow 
the University to identify if any action needs to be taken. 
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D There are personal and structural obstacles to making the 
transition from undergraduate level to PhD and then into 
senior academic positions and managerial levels, which 
require the active consideration of the institution 

See Athena SWAN factsheet: best practice: work-life balance 
(www.athenaswan.org.uk/content/factsheets) 

1. What institutional measures are in place to actively enable progression from undergraduate 
level to PhD level and then into senior academic and managerial levels?  

Consider the data provided on staff by gender and contract level (see table T3a-T3d) and the 
student body (see table T1). Comment on success/progress/impact. 

Additional support for early career researchers 

The University is fully committed to the principles of the Concordat to Support the Career 
Development of Researchers and has developed an action plan to align practices to the 
requirements of the Concordat and embed further best practice where required.  The University 
was awarded the HR Excellence in Research award in January 2013.   

The following support is offered to researchers at the University, particularly early career 
researchers:  

 Regular development reviews, encouragement and support to undertake further 
qualifications, including PhDs. 

 Training available in-house e.g. in-depth interviewing, qualitative analysis and NVivo. 

 Funding to purchase software/ for transcription of interviews.  

 Support with attending conferences to present research findings. 

 Research Methods modules.  

 Part-time/ flexible working options available to allow time for research 

 Sharing of best practice in Faculty Staff Development Days allows the opportunity to hear 
about other faculty staff members’ research. 

 Support from research-active staff who invite early career researchers to work in 
collaboration with them.  

 Development of Research and Support for Researchers sub-group – established by, and 
reporting to, the Research & Knowledge Transfer Committee. 

The University offers a wide range of undergraduate and taught postgraduate courses, which are 
particularly attractive to female applicants (T1), to facilitate the development of individuals 
ultimately seeking an academic career.  Over recent years research activities have grown 
substantially at the University and this has been reflected in the increasing numbers of 
postgraduate research students, although by this level, the proportion of females has reduced to 
the levels which are seen nationally (HEFCE 2009/04).  The University undertakes equality 
monitoring of application processes at all levels. 

Research degree students are introduced to the Vitae Researcher Development Framework at 
induction and continue to review their development needs throughout the programme.  This 
framework has been designed to cover the development of researchers from early career right 

http://www.athenaswan.org.uk/content/factsheets
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through to senior academic posts – consequently the University has mapped its staff development 
events for researchers at all levels onto this framework. 

Part-time staff are not excluded from supervising PhD students, which ensures all academics have 
the same opportunity to strengthen their CVs though PhD supervision.  

 

Mentoring and networking opportunities 

As a result of undertaking the data analysis for GEM, the University will provide opportunities for 
formal and informal networking three times a year with the format of an expert speaker 
addressing an issue pertinent to progression/ issues faced by female staff, followed by informal 
networking.  This will be accompanied by a feature in the university’s staff newsletter (see below).   

 

Activities to raise the profile of women internally and externally 

The University holds an annual Diversity Festival which always has gender-specific events.  
Previous events have included the Inspirational Women’s Conference in 2011 and 2012 and the 
Women and Leadership Conference in 2014.  2013 and 2014 have seen International Women’s 
Day events.   

The University has a monthly staff newsletter, Forum, issued to all staff electronically and in print 
format to all departments.  The E&D team regularly publish details of all key E&D initiatives in 
Forum. As a result of the GEM project and the networking proposal detailed above, there will be a 
feature on the work resulting from the GEM project and regular features following each 
networking meeting.  This will include features of female role models with the University.  The 
Equality Officer for staff will also work closely with the University Corporate Communications 
department to feature relevant newsworthy items elsewhere.   

In March 2014 the University’s School of Law launched its Forum for Research into Equality and 
Diversity, focusing on and specialising in diversity and equality research and knowledge transfer 
activities in employment and higher education generally. The Forum will contribute towards 
meeting the legal requirements of the Public Sector Equality Duty. One of the co-founders, a 
member of the GEM SAT, is a former employee of the Equal Opportunities Commission and the 
initiative is therefore expected to focus particularly on gender equality matters. 
 
Corporate Communications welcomes enquiries from the media, seeking opinion, analysis and 
information from University staff. The University has a wealth of knowledge and expertise on a 
wide range of topics, from the mainstream and high profile to the obscure and highly specialised. 
The Directory of Experts is available via the university’s external internet pages making the 
University’s academics and researchers available to provide a valuable and reliable resource for 
informed comment externally.  44% of the experts listed in the Directory are female.   
 
The benefits of joining external bodies will be emphasised - see action plan.   

2. Comment, reflect on and explain gender differences in staff data on recruitment (see table 
T11), promotion (see table T12) and turnover (see table T13). 

Are differences evident across the institution or concentrated in particular areas? Provide 
information on what action is already being taken.  
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Where this data is not available explain why.  

Recruitment: T11: women appear to have a better chance of successful application for 
employment than men.  However, the data do not highlight any statistically significant 
disadvantage to men that would need to be addressed. 

Promotion: T12: the percentage of successful female applicants for promotion is slightly higher 
than for males; however, the data do not highlight any statistically significant disadvantage to men 
that would need to be addressed. 

Turnover:  T13: turnover of male staff is higher in some sectors of staff in some years, notably in 
all academic staff in 2010/11; in SET academic staff in 2010/11; in SET academic staff in 2012/3 
and professional/ support staff in 2012/13.  However there are also years where the turnover of 
female staff is higher, notably in non-SET academic staff in 2012/13 and in professional/ support 
staff in 2010/11.  However in many years the turnover is relatively even between the genders and 
there are no statistically significant differences or trends that arise from this data which highlight 
areas for action. 

3. Describe the support and leadership the institution provides to ensure gender equality is an 
integral part of recruitment, induction, appraisal and promotion processes. 

All staff who chair recruitment and selection panels are required to undertake a full-day training 
session with in-depth equality and diversity content, including gender equality and unconscious 
bias.  Panels are fully supported through the recruitment and selection process by an HR 
Adviser/Business Partner who ensures a rigorous and fair process throughout.   

All induction programmes contain training on E&D.  All managers are fully trained on inducting 
new staff and undertaking a fair and unbiased probationary period and university-wide policies 
exist to ensure a consistent approach. 

The University’s annual Performance Review and Development Plan (PRDP) has been developed 
taking into account best practice and consulting with a wide variety of male and female staff, both 
academic and support, and the recognised Trade Unions (UCU and Unison).  All staff are invited to 
attend training on the process and those who will review staff are carefully trained to ensure there 
is no gender bias in their approach to conducting the reviews.  At the end of the review, staff are 
asked:  Have you any needs which are not being met, any concerns you wish to discuss or 
suggestions you would like to make relating to the protected characteristics of age, disability, 
ethnicity/race, gender reassignment religion or belief; marriage/ civil partnership; 
pregnancy/maternity, sex or sexual orientation? 

Academic Promotion at the University follows a university-wide policy whereby all applications are 
accepted and considered in the same way.  There are clear criteria to ensure a consistent 
approach to all applications and an appeals process, should applicants feel the decision on their 
application requires review.  The promotions panel is trained on E&D matters and consists of both 
male and female panel members, including governors of the University.   

4. Describe the HEI’s childcare provisions. How is provision communicated to staff and what is 
the uptake? How are any shortfalls being addressed? 

Two nurseries are available for use by University staff (and students), at the Chester and 
Warrington campuses. Both provide care for children from birth to 5 years of age and are open 
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Monday to Friday, 8.00am until 6.00pm, all year round except bank holidays, therefore 
accommodating staff with a range of working patterns.   

In the Chester Campus nursery, 45% of children (as at Feb 2014) are children of parents employed 
by the University.  Staff (and students) have priority over public places booked at the nursery and 
therefore places are allocated to them first. Where there is a waiting list, staff (and students) are 
given priority.  9% of children at the Warrington campus nursery are children of university staff.   

Fees payable by staff and student users of the nurseries are discounted from public rates. The 
University also offers the Apple Childcare Voucher scheme that works through salary exchange. 
The vouchers are free of tax and National Insurance for parents and employers.   

There is a wide range of family-friendly policies, practices and benefits, designed to provide 
support for members of staff and facilitate achievement of an acceptable balance between home 
commitments and working life. Policies include enhanced provision (above legal requirements) in 
respect of maternity, adoption, and paternity leave and the provision of special leave.  In addition, 
a flexi-time scheme is in operation within a number of departments. 

All these provisions are communicated to staff in the ‘Adding Value’ booklet which details all the 
benefits available to university staff. 

The 2012 staff survey highlighted that 78% of respondents thought that the University supported 
them to help balance their work and personal commitments.  Most respondents said flexible 
working options are good and they are happy with their current pattern of work. In addition, 89% 
of respondents felt they could approach their manager to talk openly about flexible working. 

The option of the University nursery opening for children of staff who are required to work on 
open or visit days falling at weekends is offered.   

Whilst no deficiencies have been identified in respect of childcare provision at the University, 
discussions in the GEM SAT resulted in a suggestion to review the Time Off for Dependants Policy.  
See action plan.    

5. Describe any support available to staff returning from maternity, additional paternity and 
adoption leave.  

The University has a maternity risk assessment process which also covers the Health and Safety 
aspects of returning to work, particularly regarding breastfeeding.  Where facilities are required 
for breastfeeding mothers, such as fridges or private facilities for expressing, these are 
accommodated.   

Aside from the above, SAT deliberations suggest that while there are pockets of good practice, 
there is no university-wide policy to support staff returning from maternity leave, additional 
paternity, or adoption leave.  It has been suggested that the maternity risk assessment that is 
conducted for all pregnant employees is reviewed and possibly extended to cover a return to work 
for all those who have taken maternity leave, additional paternity and adoption leave.  In addition, 
the process for staff returning from periods of long term sickness will be reviewed to see whether 
there are areas of good practice that can be easily and helpfully applied to staff returning from 
maternity leave, additional paternity and adoption leave.   

In addition, events such as “Juggling for Beginners: The Challenges of Modern Parenthood” which 
provides support from professional coaches and an opportunity to share concerns with other 
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working parents, are available on an annual basis to support working parents, which is particularly 
relevant to those recently returning from maternity leave, additional paternity and adoption leave. 

The above, combined with the proposed coaching arrangements for mothers (see action plan), will 
enable guidance to be designed for managers and staff covering the importance and purpose of 
Keeping in Touch days, the support available to staff (detailed above), flexible working 
arrangements and other family friendly policies.  This will ensure that all those returning from 
maternity leave, additional paternity and adoption leave are appropriately supported.   

6. Comment on data on maternity (see table T14), additional paternity (see table T16) and 
adoption (see table T17) leave return rate.  

Data on staff whose contracts are not renewed while on maternity leave should be included. 
Where staff return but leave after the required contractual time to keep their contractual 
maternity pay, this should be listed as a non-return. 

If you are unable to provide this data, explain why. 

The fixed-term contract of one member of staff expired while she was on maternity leave.  The 
fixed term was due to funding and she has since been employed in other roles at the University.   

7. Comment on data on uptake of paternity (see table T15), additional paternity (see table T16) 
and adoption (see table T17) leave by contract level and gender. 

Has this improved or deteriorated and what plans are there to improve further? If possible, 
compare actual take-up with potential take-up. 

If you are unable to provide this data, explain why. 

T15 data shows that no academic male staff have taken paternity leave in the last 3 years.  This 
could possibly be because academic staff have taken advantage of a more flexible way of working 
to accommodate time off on the birth/ adoption of a child.  See action plan for proposals to 
address this.  Paternity leave appears to be relatively well utilised by male professional/support 
staff. T17 data shows that only female staff took adoption leave.   

All new staff are made aware of the University’s family friendly policies during their induction 
period and the University’s ‘Employee Essentials Handbook’ and ‘Adding Value’ make all staff 
aware of these policies and the other benefits available to them.   

Consideration will be given to the ways in which the availability of family-friendly policies can be 
further promoted to new and existing staff, particularly those without access to the internet as 
part of their roles (cleaners, caretaking, catering staff).  

The University does not record data on staff who have become parents and meet eligibility criteria 
for taking the relevant leave, only those who actually apply to take it.  Ways to record data on staff 
who are eligible will be reviewed.   
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8. Comment on data on formal requests for flexible working by gender and application success 
rate (see table T18). 

If the institution is unable to provide this data, explain why. 

Describe how the institution’s flexible working policy is implemented. 

T18 data shows that formal requests for flexible working by academic staff are far fewer than 
those from professional/support staff, most likely again due to the added flexibility an academic 
contract brings.   

The data shows that the majority of flexible working requests are successful.  There are far more 
requests for flexible working received from female professional/support staff than from male staff.   

As above, all new staff are made aware of the University’s flexible working policies during their 
induction period and the University’s ‘Employee Essentials Handbook’ and ‘Adding Value’ make all 
staff aware of these policies and the other benefits available to them.   

Consideration will be given to the ways in which the availability of flexible working options can be 
further promoted to new and existing staff, particularly male professional/support staff.  

9. Provide information on support for staff who are carers or have caring responsibilities. 

There are policies on the right to request flexible working for parents/ carers and the T18 data 
reports all flexible working requests for parents/ carers.   

As above, all new staff are made aware of the University’s flexible working policies during their 
induction period and the University’s ‘Employee Essentials Handbook’ and ‘Adding Value’ make all 
staff aware of these policies and the other benefits available to them.   

‘Adding Value’ has a specific section for carers, detailing organisations which provide support, 
further help, benefits and eligibility.  

Consideration will be given to the ways in which the availability of flexible working options can be 
further promoted to new and existing staff. 

10. What work has the institution undertaken to evaluate the impact of its initiatives designed 
to tackle personal and structural obstacles to progression for staff. 

The University has conducted Equality Impact Assessments on all key employment policies and 
maintains an ‘equality analysis’ overview of all initiatives through the work of its proactive Equality 
Scheme Group, Equality Forum (which replaced the Equality and Diversity Committee in 
September 2011) and the general work of the Equality Officers.   

The biennial Equal Pay Review produces an action plan which aims to tackle obstacles for 
progression; the University’s Equality Scheme action plan also highlights actions aimed to address 
this.  Most significantly the work undertaken here as part of the GEM initiative is the most in-
depth evaluation, which will result in the most significant action.   

The Academic Titles Committee makes recommendations to Senate on appointments to 
professorial title. The Committee has been vigilant for some years to monitor data relating to the 
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gender of candidates submitting and being recommended. It is true that with more research active 
male staff than female, female professors are outnumbered by men, but the success rate of 
women who apply for professorial title at the University is slightly better than that of their male 
counterparts. In recent years the Committee has given greater publicity to its existence and 
operation, introduced a new procedure which broadens the application criteria, made clear that it 
encourages application from women and provides a longer period between call for applications 
and closing date. 
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E to tackle unequal representation of women or men requires 
changing cultures and attitudes (within the department) and 
across the institution 

‘Culture’ refers to the language, behaviours and other informal interactions that characterise the 
atmosphere of the institution or department, and includes all staff and students.  

See Athena SWAN factsheet: best practice: organisational culture and Athena SWAN factsheet: 
best practice: work-life balance (www.athenaswan.org.uk/content/factsheets) 

1. Having looked at your data, does it highlight cultural and attitudinal barriers that need to be 
explored further? If so what are they?  

If appropriate, reflect on why you think the overall data shows gender imbalance. What is your 
vision for your institution and what steps are you taking/do you need to take to achieve it?  

Where initiatives are already in place, what is their success and/or impact? 

The data do not convey any new messages to the University or raise any significant areas of 
concern (save for the preponderance of male members of SMT which was both known and 
visible). The SAT feel that the data rather highlight areas for improvement.   

Cultural and attitudinal barriers are difficult to measure via the data.  The University’s 2012 staff 
survey (52% response rate) highlighted the following information which could be of relevance:  
 

 Most respondents said that the University’s values are: a caring foundation, a distinctive 
student experience, partnership and community, pursuit of excellence and innovation, and 
inclusiveness and responsibility. 

 90% said motivation at work was high; 82% said satisfaction at work was high and 90% said 
the University was generally a good place to work.  While this data does not relate 
specifically to gender issues, it can be assumed that if there were significant cultural or 
attitudinal barriers impacting on those at the University, the results may not be so 
favourable.   

 Most respondents said the University respects equally people of different religions/ 
beliefs/no religion, races/nationalities/ethnicities, sexual orientation, ages, genders and 
people who are disabled and not disabled. In addition, most respondents feel the 
University acts fairly, regardless of age, disability, gender/gender identity status, marital/ 
civil partnership status, pregnancy/maternity, race, religion or belief, and sexual 
orientation with regard to recruitment (94%) and career progression/promotion (83%). 

However, 6.9% (64) of respondents to the survey said they had felt discriminated against in the 
last 12 months and 29% (19) of these respondents said the discrimination was due to gender/ 
gender identity.  10% (6) of these respondents stated they had felt discriminated because of 
‘other’ reasons and the qualitative data supporting this stated that the discrimination was related 
to:  

 Working part time (2 respondents); 

 Having a family (1 respondent). 
 

http://www.athenaswan.org.uk/content/factsheets
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While these numbers are small, the University hopes that by undertaking the work detailed in the 
action plan, similar issues will be eliminated. 

2. How does the involvement of senior management, heads of department, senior 
departmental staff and team leaders reflect, endorse and enable change in your institution? 

 
Professor Peter Harrop, PVC, has been involved in the Higher Education Academy’s (HEA) Change 
Academy, brings together cross-institutional teams and gives them the time and space to think 
creatively and develop a major change initiative.  It is a year-long process that includes specific 
development opportunities for nominated team leaders, an on-going support network and a four-
day residential providing a creative environment in which the whole team can focus on planning 
and developing strategies for lasting change. 

Team building for change, encouraging disciplinary openness and externality, exchange and 
experiment, are at the core of the project.  The team responsible for the development of the initial 
strategy comprised 2 male and 4 female members of staff, evidencing a positive representation of 
females on strategic change initiatives.   

The University has a leadership and management competency framework which encourages 
managers, through training and personal development, to meet the following competencies 
(amongst others):  
 

 Encourage and actively listen to ideas and suggestions of others, incorporating appropriate 
changes as a result  

 Create the conditions required for positive change through:  
o Analysing, on an on-going basis, the need for change  
o Consulting and communicating with staff, students and other stakeholders, to 

generate options  
o Implementing and sustaining action to achieve the desired outcome, empowering 

others to take the necessary action  
o Treating others with dignity and respect  
o Building alignment between values, vision, structures, processes, procedures and 

day-to-day interactions with others  

The following leadership and management programmes all contain information on managing 
change.  All new managers are required to attend the relevant programmes during their 
probationary period: 

 Introduction to Leadership and Management 

 Essential Management Skills  

 Leading & Managing in the new Academic Environment  

 Leading and Sustaining Effective Change 

 Managing Change in HE 

 Making Change Happen 

 Planning for Change 
 
In ensuring the above competencies are developed in managers at all levels of the institution, and 
through their own leadership, the SMT encourages a culture where change is reflected on, 
endorsed and enabled. 
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3. Describe the steps taken to encourage departments to apply for the gender equality charter 
mark. 

The gender equality charter mark criteria are such that the University is only eligible to apply on an 
institutional basis.   

The GEM SAT will meet on an annual basis to review progress on the action plan.   

4. Provide evidence of consideration for those with family responsibilities and part-time staff 
when scheduling meetings and social gatherings. 

It is recommended that minutes of all Committees and key meetings are made available via the 
intranet to relevant staff to ensure information is communicated appropriately where people 
cannot attend.   

Academic timetabling is undertaken centrally to ensure a consistent approach.  

It is recommended that, where possible, departments change the days of team meetings to ensure 
part-time staff do not continually miss meetings and that meetings are scheduled at times to 
ensure those with caring responsibilities can attend.  It is unlikely that key meetings at the 
university would be scheduled outside core hours.   

Through continuing equality training, the University aims to ensure that all staff have an ‘equality 
analysis’ mind-set when it comes to practices such as arranging social gatherings.  In addition, the 
presence of Diversity Advocate in each department aims to ensure there is someone in the 
department who can take responsibility for highlighting the importance of foregrounding such 
matters when arranging social gatherings.   

The importance of considering those with family responsibilities and part-time staff when 
scheduling meetings and social gatherings will be highlighted in the publicity that will be 
developed to inform all staff about the GEM project and resulting actions.   

5. Where long-hours culture is an issue, what actions are being taken to address it? 

While there is no evidence to suggest there is a long-hours culture at the University, the PVC will 
raise this matter with the other members of the SMT to encourage reflection on the matter.  He 
will encourage the other SMT members to have similar discussions with the Deans and Directors 
they line manage to ensure that practices which imply a long-hours culture are discouraged.  In 
addition, the action plan details guidance that will be issued to all staff regarding good practice of 
email communication, for example delaying the delivery of emails written outside core hours.  

6. How does the institution recognise and reward women’s success? 

Forum, issued to all staff electronically and in print format to all departments which highlights the 
successes of all staff both personal and professional. This could include charity work undertaken 
by staff such as marathons or treks, as well as publications, research, funding grants, projects or 
initiatives etc.  

In addition, individual faculties or departments recognise and reward success. For example, the 
Faculty of Health and Social Care circulates a monthly Faculty Brief to all their staff.  This includes 
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information on new appointments and staff changes as well as a ‘congratulations to…’ section 
highlighting, for example, appointments to University roles, secondments, promotions and 
qualifications.  The examples given above all relate to the achievements of female members of 
staff.  

The Vice Chancellor conducts an annual address at the beginning of the academic year which 
highlights particular successes of the previous academic year as well as looking forward to the 
forthcoming year.  Staff who have made key contributions or had particular successes are praised.  
In addition, the University remains of such a size that it can retain personal touches and on 
occasion the VC or members of the SMT may contact staff direct to highlight their achievements or 
congratulate them for successes. 

As a result of the GEM project and the networking proposal detailed above, there will be regular 
Forum features on the work resulting from the GEM project.  This will include features of female 
role models with the University.   

7. How is good practice shared across the institution? 

In addition to the above, the University recognises the service of staff who have been employed by 
the university for 10, 25 and 40 years with certificates, gifts for the 25 and 40 year staff and 
recognition at the annual Founder’s Day Chapel Service.  Their names are printed in Forum.  

The University’s Staff Association recognises the retirement of long serving staff. 

The Above And Beyond awards were launched in 2012/13 by Chester Students’ Union to underline 
and promote the excellent practice of both academic and non-academic staff. With funding from 
NUS, the Higher Education Academy and the University an annual award ceremony is held. All 
shortlisted nominees receive a certificate and gift and their names are published around the 
University as an example of best practice.   

In relation to best practice around collaboration, staff of the University’s partner colleges can 
access Diversity training in the same way the University’s own staff.   

8. How is the institution’s commitment to gender equality reflected in publicity materials, 
including the website? 

The University’s Marketing Communications department are responsible for the University’s 
corporate website as well as publicity materials such as prospectuses.  This team is careful to 
ensure that all content used in our publicity materials (both language and image-based) is not 
biased or prejudiced, but instead promotes a female/male balance. The University’s corporate 
website (www.chester.ac.uk) and all print-based marketing materials accurately reflect the diverse 
composition of our university and wider society not only from a gender equality point of view but 
also a disability/ race equality perspective.  

The inclusion of the statement of equality in all our marketing materials also helps to reinforce this 
message. 

“The University of Chester is committed to the active promotion of equality of opportunity.  
Applications are particularly welcome from those groups currently under-represented in higher 
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education.  For a copy of our diversity and equality policy in admissions, please contact us at 
enquiries@chester.ac.uk” 

mailto:enquiries@chester.ac.uk
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F the system of short-term contracts has particularly negative 
consequences for the retention and progression of female 
academics 

1. Comment on the proportions of men and women on fixed-term, open-ended and zero-hours 
contracts (see table T19).  

What are the institution’s policies about transferring staff to permanent contracts? If staff are not 
transferred, why not?  

Are there gender issues and how are they being addressed/have they been addressed? 

A higher proportion of female staff are on fixed-term contracts. The difference is not statistically 
significant, reflecting a higher proportion of female staff employed in the institution.   

Staff may be appointed to fixed-term contracts for a variety of reasons.  In some cases, posts are 
advertised on a fixed-term basis due to funding being available for a limited period or for a specific 
project, or the post may be cover for a secondment or period of maternity leave.  In such cases, if 
the post is still required at the end of the fixed term (for example due to the extension of funding, 
or resignation of the substantive postholder), approval is usually given for the post to be made 
permanent.  For academic posts, a higher degree and an HE teaching qualification are essential 
requirements; where an appointee does not possess these, they are offered a fixed-term contract 
pending fulfilment of these conditions.  Once these requirements are met, provided that the post 
is a permanent one (i.e. not related to funding or other time-limited factors), staff are converted 
to permanent status automatically.   
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G a broad range of work activity undertaken by staff is 
recognised in their career progression and promotion 

1. Describe the systems in place to ensure that workload allocations, including pastoral and 
administrative responsibilities are transparent, fairly applied and are taken into account at 
appraisal and in promotion criteria.  

For academic staff: 

Faculties/ Departments are encouraged to ensure that there is a clear link with the PRDP process.  
PRDP discussions should precede the academic promotions process and the reviewer and 
reviewee are urged to agree an action plan to provide clear direction for the reviewee so as to 
ensure that by the time s/he reaches the maximum point of their current grade, s/he will be 
capable of meeting the criteria for promotion. 

Reviewers are encouraged to talk about promotion prospects during the PRDP discussion where 
an employee has demonstrated potential, ensuring that those with less self-confidence are not 
overlooked.   

The University’s guidelines for promotion state the following: 
 
The University of Chester is committed to promoting equality in all of its practices and activities. 
The procedures used by the University for promotion are intended to be open, fair and equitable. 
These Guidelines apply equally to full-time, part-time, and job-sharing members of academic staff.  
 
In assessing cases, the Promotions Committee will take into account the contractual arrangements 
(full-time, part-time, job-share), and other relevant factors in interpreting the criteria for 
promotion and in assessing the quality of the application. Members of the Promotions Committee 
will wish to take into account all relevant factors that have had an effect on each candidate’s 
career profile, and on the volume of contribution. Candidates are therefore asked to provide 
within their covering statement, if appropriate, information on:  

 absences for maternity, paternity, parental or adoption leave and arrangements on return 
to work following these periods;  

 part-time or other flexible working arrangements;  

 periods of absence or flexible working arrangements or limitations on speed of working 
arising from a disability, ill-health or injury;  

 career breaks.  
 

In terms of pastoral responsibilities, acting as personal tutor, giving frontline support with 
evidence of using listening, interpersonal and pastoral care skills to deal with sensitive issues 
concerning students and provide support, based on needs of individual students and their 
circumstances; and referring students, as appropriate, to services providing further help are listed 
as evidence for acceptance by the panel in a promotion application from Lecturer to Senior 
Lecturer.   
 
In terms of administrative responsibilities, the following are listed as evidence for acceptance by 
the panel in an application for promotion from Lecturer to Senior Lecturer: 
 

 Managing own teaching, scholarly and administrative activities;  
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 Development of innovative administrative procedures;  

 Responsibility for managing administrative duties in areas such as admissions, time-tabling, 
examinations, assessment of progress and student attendance.  

 
And from Senior Lecturer A to Senior Lecturer B: 
 

 Evidence of teaching innovation and course development, course design and 
administration;  

 Programme Leader with full accountability for planning and organising the work of others 
contributing to the programmes and/or responsibility for co-ordinating the administration 
of larger programmes;  

 Other administrative work, external appointments and distinctions; 

 Development of innovative administrative procedures;  

 Responsibility for managing administrative duties in areas such as admissions, time-tabling, 
examinations, assessment of progress and student attendance.  

 
Therefore, at the University pastoral and administrative responsibilities are criteria for, rather than 
barriers to, promotion. 

For support staff:  

The University has the same PRDP process for both academic and support staff and all reviewers 
are fully trained to ensure that all aspects of an employee’s role are taken into consideration when 
conducting the PRDP.    

While the University does not have a corresponding promotions process for professional staff, 
where managers and staff feel the responsibilities of their role have changed or increased to such 
an extent that they are now operating at a higher level than that to which they were appointed, 
they can apply to have their role reviewed under the Higher Education Role Analysis (HERA) 
process.  The success rates are available in T12 of the data. 

In addition, all University vacancies are advertised internally (as well as externally in some cases), 
so all staff have full access to the range of vacancies available.   

 

2. Is the institution using workload management/modelling and if so, how does it ensure and 
enable all academic staff to benefit from it?  

The University has recently acquired workload planning software which is at an early stage of 
implementation. It will show senior management, trade unions, relevant Deans and Heads of 
Subject the workloads of individual members of staff. This will enable effective comparison within 
academic departments and across faculties and departments with a view to ensuring the 
consistent and equitable allocation of workloads.    



25 
University of Chester 

H to tackle the unfair treatment often experienced by trans 
people requires changing cultures and attitudes across the 
institution 

ECU does not require data on trans staff to be presented within this section. Any decision to 
monitor gender identity should be taken in consultation with trans staff and student groups as well 
as trade unions and the students’ union. If, following consultation, an institution does decide to 
monitor gender identity, consideration must be given to anonymity, confidentiality and storing of 
data.  

1. What steps are you taking to ensure that trans people do not experience unfair treatment 
when working as a member of staff at your institution? 

How do you tackle negative attitudes of students, colleagues and members of the public?  

The University offers equality training for students who are Student Academic Representatives, 
Hall Wardens or hold other roles at the University. They are encouraged to report any 
discriminatory behaviour or issues that arise with the learning environment and University 
accommodation. They are able to report this through the University Proctor, who will mediate, 
educate and in some circumstances punish discriminatory behaviour. 

Diversity Festivals have offered free and open sessions on trans issues to increase awareness and 
understanding in this area. Staff, students and members of the public are welcome to attend these 
events and feedback has been very positive. 

The University is a Hate Crime reporting centre for staff and students, and has both trained staff, 
and clear procedures regarding the reporting of hate crimes and incidents. This is through strong 
links with the local constabulary, and an institutional commitment to ensuring all staff and 
students feel safe, secure and able to be themselves within the University community. 

From September 2014 all staff will be required to undertake mandatory online E&D training which 
covers Gender Reassignment as a protected characteristic.  

The University also has guidance, based on ECU guidance on supporting trans staff.  This is aimed 
at managers and trans staff.  Both trans staff and managers can contact the Equality Officers for a 
one to one discussion on the support available, processes, liaison with other staff etc.  

The University has clear Equality and Diversity and Dignity and Respect Policies outlining the 
process that will be followed to protect all staff and students, including trans staff and students, 
from unfair treatment, harassment or discrimination under the Health and Safety at Work Act 
1974.  The policy explains how harassment from other staff, students or the public can be 
reported.   

2. What further initiatives do you feel are necessary to ensure trans people do not experience 
unfair treatment in your institution?  

Known Trans members of staff and students in the past ten years have been few in number. The 
University believes that those of which it has been aware have been dealt with sensitively, 
sympathetically and well. This conclusion is not, however, supported by any firm evidence. It is 
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therefore proposed, subject to ethical approval and obtaining research subjects, that the 
adequacy of the University’s response should be studied and the benefit of any lessons learned 
implemented.        

3. How does the institution monitor (and act on any findings of) positive and/or negative 
impact of its policies and procedures on trans people? 

All policies are impact assessed.  


