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1. Letter of endorsement from the head of
department

Recommended word count: Bronze: 500 words | Silver: 500 words

An accompanying letter of endorsement from the head of department should be included.
If the head of department is soon to be succeeded, or has recently taken up the post,
applicants should include an additional short statement from the incoming head.

Note: Please insert the endorsement letter immediately after this cover page.



Advance HE

First floor

Napier House 24 High Holburn
London

WC1V 6AZ

| am pleased to endorse the Leicester School of Nursing and Midwifery Athena SWAN (AS) Bronze
application; the second School at De Montfort University to make a submission.

Since joining six years ago, | have fully supported embedding and operationalising principles of equality,
diversity and inclusion, endorsing and developing a culture where all staff can realise their potential. |
have placed a strong emphasis on developing the research culture, most notably, the



I can confirm that the information presented in the application (including qualitative and
quantitative data) is an honest, accurate and true representation of the School.

Yours sincerely,
o

Dr Christine Whitney-Cooper
Head of the Leicester School of Nursing and Midwifery

WORD COUNT: 549

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 School of Nursing and Midwifery emerged from the merger of DMU with the Charles Frears College
of Nursing and Midwifery. The School moved into DMU Gateway campus with the closure of Charles
Frears campus in 2011. The School became the Leicester School of Nursing and Midwifery (LSNM) to
distinguish it from the newly established nursing and midwifery provision at the University of Leicester
in 2018. The LSNM is part of the Faculty of Health and Life Sciences (HLS), the largest of the Faculty’s
four Schools (Figure 1).

Faculties Schools

| Arts, Design & Allied Health

Al e = fa? o o
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The School’s student population of over 2300 students (Figure 2) has a gender profile in
line with the national benchmark (88%F:12%M). The School portfolio spans foundation, UG and PGT
courses organised within four academic subject areas:

7 Nursing;

1 Midwifery;

| Paramedicine;

{1 Continuing Professional Education (CPE) with Undergraduate (UG) and Postgraduate (PG)

pathways
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Research in the School is supported by five Professors in Nursing (4F:1M) and research
active staff are aligned with a number of Faculty wide Research Institutes (Figure 3); the Mary Seacole
Research Centre, the Institute of Health, Health Policy and Social Care Research and the Centre for
Reproductive Research.

Figure 3. Faculty Research Institutes

The LSNM management structure (Figure 4) has a Head of School (HoS) (f), and two Associate Heads of
School (AHoS) (1f:1m), each with designated areas of responsibility. AHoS roles were introduced in 2014
following a School re-organisation as Associate Professor (AP) Teaching and Learning. In addition, an AP
Commercial and Enterprise (1m) was created in 2014 to address the growing CPE sector.

The School comprises three staffing Divisions (Figure 4); Child and Maternal Health; Adult and Learning
Disability; and Mental health. Although staff are each aligned to one Division and managed by the Head
of Division (HoD) (3f), the management and teaching of taught programmes span the three Divisions.

The School’s Senior Management Team (SMT) (6f:2m) comprises of the HoS, AHoS, Heads of Division
(HoD), AP Commercial and Enterprise and the School Research Lead. This ensures that School actions,
planning and monitoring are embedded across broader School processes and structures.

Administrative and technical support sits outside of the School structure, coming from Faculty-based
Professional Services (PS) and Technical staff
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Figure 4. The LSNM staff reporting structure

Word count: 471

3. The self-assessment process

Recommended word count: Bronze: 1000 words | Silver: 1000 words

Describe the self-assessment process. This should include:

(i)

a description of the self-assessment team;

The Self-Assessment Team (SAT) membership (8F:3M) represents the School in terms of staff
roles/grades, ranging from PhD/Early Career to HoS. The 73%F:27%M gender split is close to the Schools
staff gender profile (75%F:25%M). Each School Division is represented. There is Faculty representation,
including senior academic and PS staff, establishing School/Faculty communication channels and Faculty
support for School Athena SWAN activity. We recognise the importance of student voices on the SAT
and will introduce UG and PGT student representation.

Action 1: Introduce UG and PGT student representation to the SAT via the Student Voice committee
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Table 2: SAT membership profiles
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(i) an account of the self-assessment process;

Meetings
Formed in July 2019, SAT meetings are held monthly. Meetings currently take place exclusively online
as a result of the pandemic, however feedback from SAT members shows that this is a more inclusive
and accessible meeting format; virtual meeting attendance will continue to be a valued option moving
forward. Meeting times vary by time and day to accommodate for all staff working patterns. Meeting
agenda items discussed leading to submission include:

1 SAT membership recruitment
Staff consultation
Embedding AS principles in the School
Action planning and embedding actions in the School

= —a —a A
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2 will be implemented to improve this. The School will continue to consult staff and
students on a biennial basis to measure the impact of the action plan and identify issues.

Action 2: Conduct Athena SWAN themed School staff and School student consultation on a biennial basis
targeting a response rate of 70% and 10% for School academic staff and School students respectively by
holding AS principles themed events and sessions, highlighting awareness of the initiatives importance
for all staff and students.

Critical Reviews

External consultation has proved valuable with a critical friendship being formed with University of
Leicester, who reviewed our application. The ASPO has been an AS panellist and represented DMU at
regional AS meetings, feeding back to the SAT experience and best practice. Internal review was
conducted by DMU EDI leads and the University AS SAT Chair.

SAT Communication Flow

Figure 5 shows the clear information flow between the SAT and University Executive Board, via the
School and Faculty Executive Committees, and the Faculty and University Equality & Diversity
Committees. The Faculty AS Champion is also a SAT member and regularly updates the Faculty Dean
(whois also the PVC for EDI at DMU) on AS activities. The HoS, AS Project Officer, and AS Lead regularly
email or present AS updates at the monthly all staff meeting where AS is a standing agenda item. An AS
themed presentation and group discussion (present survey results, action planning, consultation etc.)
takes place regularly (a minimum of quarterly) at School all staff meetings.

School Self-
tessment Team

Figure 5: SAT information flow
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Despite a consistent gender gap observed across the student population, men are better
represented, and above the 9% HESA benchmark,
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*Programmes are full-time unless specified
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UG recruitment data issue
UG recruitment data was not obtainable due to University level reporting issues (see data notes for a
detailed explanation). Moving forward this data will be available for the SAT to analyse (Action 6).

Action 6: Collect and monitor full 3 years’ worth of student UG recruitment data once data reliability
issues are rectified.

The number of female students achieving a 1°* has consistently increased from 15% in 2016/17 to 27%
in 2018/19, bringing this indicator in line with the benchmark (Table 5). Men achieving a 1°* has been
variable. Male students achieving a 2:1 rose from 15% in 2016/17 to 24% in 2018/19, a positive trend
in male academic performance, accompanied by a sharp decrease in fails (30% in 2016/17 to 2% in
2018/19). This improved student performance may be a result of the DMU wide introduction of
Universal Design for Leaning (UDL), which has been rigorously championed and included as a key theme
in the School Learning and Teaching Group (LTG). UDL provides an individual learning experience, and
personalised teaching and support for students. However, the 2:1 attainment rate falls short of the
benchmark for all students. The development of additional academic student support and a variety of
resources (e.g. one-to-one academic support, online tutorials, workshops, academic support for
students with a disability, etc.) by DMU’s Centre for Learning and Study Support (CLaSS), particularly in
the context of COVID-19, and reliance on online learning and support is a relevant example of current
pur
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Table 9: Full-time UG student degree attainment

(i)  Numbers of men and women on postgraduate taught degrees.

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

CPD programmes, designed for registered healthcare professionals wishing to advance their career,
include:

{l clinical and professional pathways with NMC and HCPC accreditation

{l research

1 adult, child, mental health nursing

1 midwifery and paramedicine

Figure 10 illustrates a static gender profile of around 80%f:20%m for PGT programmes, slightly more
balanced than the benchmark. The majority of PGT students study PT alongside professional roles; 79%
are PT (2018/19) (Figure 11). About 10% more men are recorded at PGT level than at UG level, which
may reflect the NHS where men disproportionately occupy senior posts. It is important to recognise
here that the School’s aim is to improve male access to UG nursing programmes, challenging the
stereotype that nursing is ammofemaeflem133(pro)-2(fess)-4(ith)]TJETQq0.000008871 0 595.32 841.92 reW* nBT/F3
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*Programmes are full-time unless specified
Figure 12: PGT student population by programme

Applications from prospective PGT students have declined, particularly from men where the share has
dropped from 34% to 22% between 2016/17 and 2018/19 (Figure 13). This significant decrease
correlates with student funding sources changing from the Workforce Development Fund (WDF) to self-
funding. Despite this decline, the F:M acceptances ratio has remained consistent at around 4:1.




Figure 13: PGT student applications, offers, and acceptances

PGT applications converting to acceptances has increased proportionately for all students between
2016/17 and 2018/19, rising from 65% to 85% and 30% to 81% for women and men respectively, moving
away from a considerable bias towards women (Figure 14).

*Absolute numbers not provided as graph intended to show relative proportions
Figure 14: PGT Conversion rates of applications, offers, and acceptances

At PGT programme level, recruitment data (

25



26






Figure 16: PGR student population

Although absolute numbers are small, offers are transitioning from being made exclusively to women in
2016/17, to a more balanced picture in 2018/19 when a third of offers went to men (Figure 17).
Although proportions are comparable to national figures (Figure 16), PGR student numbers remain low,
with evidence discussed in section 4.a.(v) suggesting the need to build confidence in UG students (Action
8) to improve their prospects of becoming future PGR students. All recruitment is coordinated through
the Doctoral College.

Figure 17
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Figure 18: Student population pipeline

Although UG School students predominately aim to, or currently occupy clinical roles, results from our
2020 School student culture survey suggest our students lack confidence in their ability to study for a
more advanced degree

30



Indeed, DMU’s mission is to “create a supportive environment which supplies a diverse
set of research students” that are “an integral part of DMU’s research environment, making a strong
contribution to our research and impact”. In line with this, we aim to encourage and inspire our students
to pursue higher research-focused degrees. The numbers of PGT and PGR students have varied in recent
years, potentially indicating a need to stabilise and reinforce a research-oriented culture from the early
stages of UG courses. An example to support this is the inclusion of a research proposal, instead of a
traditional dissertation for UG students in the new curriculum (2020/2021), and the introduction of a
wide range of research workshops and resources by the Library and Learning Services (LLS) and Centre
for Academic Innovation (CAI) that are actively promoted in the School; we will closely monitor the
impact of these initiatives (Action 8) on confidence levels amongst students with regards to pursuing a
higher degree.

Action 8: Nurture students to develop an interest in research through the research modules of year 2
and 3 in the UG progo-101(in0 Gnrel4s(0 ge3.96 Tm0 g0 G[and ) .98 Tf19(stnd -r 0 595.32 841.92 reW* nBT/F3 10.98
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(i)

Figure 21: aIn the future it is likely that | will study for a more advanced degree (e.g. Masters or
PhD)¢ respondentdl level of agreement on a scale of 1 to 5 (disagree=1,2; neutral=3; agree=4,5) ¢
SASCS 2020

Figure 22: aIn the future it is likely that | will study for a more advanced degree (e.g. Masters or
PhD) lISaLI2yRSyfial level of agreement on a scale of 1 to 5 (disagree=1,2; neutral=3; agree=4,5) ¢
2020 School culture survey, HLS School of Applied Social Sciences and School of Pharmacy
aggregated scores

WORD COUNT: 2044

Academic and research staff data

Academic staff by grade, contract function and gender: research-only, teaching and
research or teaching-only.

Look at the career pipeline and comment on and explain any differences between
men and women. Identify any gender issues in the pipeline at particular grades/job
type/academic contract type.

The majority of staff (78%) occupy TR contracts (Figure 23). All teaching-only (19%) contracts are
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roles do differ, however we recognise
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(i) Academic and research staff by grade on fixed-term, open
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5. Supporting and advancing
womenis careers

Recommended word count: Bronze: 6000 words | Silver: 6500 words
A. Key career transition points: academic staff
(i) Recruitment.

Break down data by gender and grade for applications to academic posts including
shortlisted candidates, offer and acceptance rates. Comment on how the departmentis
recruitment processes ensure that women (and men where there is an
underrepresentation in numbers) are encouraged to apply.

The HoS, HoDs and line managers identify recruitment needs. Subject to Faculty and University
approval, person specifications and advertisements are constructed avoiding gendered language use,
and placed on sites such as Jobs.ac.uk, and the Council of Deans for health-related roles. All candidates
declaring a disability who meet the essential criteria are shortlisted for interview. Interview panels
consist of; chair (HoS or SMT nominee), subject specialist, line manager, service user, an external clinical
practitioner. Research roles require a professor on the panel. All panel chairs are regularly updated on
the importance of balanced interview panels and receive mandatory recruitment and selection
(including unconscious bias), and EDI training. We aim for gender-balanced panels, ideally including
diversity in terms of race/ethnicity, however a small BAME staff pool means this is not always achievable
(Action 12). Since 2019 the School’s SMT has annually monitored the gender and ethnicity profile data
of interview panels.

Action 12: Utilise the University’s now established pool of trained panel members to ensure all panels
for interviewing have a wide gender and ethnic/race representation.

Interviews are held within core hours with consideration given to travel time. For those unable to travel
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Table 19: School staff recruitment by grade - applications, interviews and offers by
gender

Applications
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(i) Induction.

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

A DMU wide standard induction process exists for all new starters alongside a local School induction,
supported by School documentation. The induction includes mandatory EDI and bias training,
information highlighting DMU’s commitment to EDI, initiatives (including AS), and staff networks (BAME,
Disabled, Faith, LGBT, Women’s).

DMU induction:

< ‘On your marks’ - staff benefits, development and appraisals, policies, procedures and guidelines.

* ‘Get set’ - introduction to the VC and/or Executive Board member.

e ‘G0’ - opportunities including trade union membership, staff social activities, sports centre
membership, and the Employee Assistance Programme.

= A formal introduction to the School by email and at the monthly School staff meeting.

= Assigned a mentor - a more senior member of staff to offer support and guidance.

< Welcome meeting with the SMT where the School vision is highlighted and a direct platform to raise
issues/questions is provided.

As a way to help staff better orientate to the School, the Adult Division Head produced a bespoke staff
induction pack, focussing on School processes and key staff members. This good practice was recognised
and rolled out in January 2021 to the whole School. Comments from the SSCS (School Staff Culture
Survey), conducted in June 2020, suggest this welcome induction addition will simplify the process. An
analysis of School based induction material, and SSCS comments also suggest that more information
promoting the Schools culture, activity, and career pathways related to research and enterprise would
be beneficial for new starters (Action 13).

“I found the School induction helpful as it focussed on the School and who to go to if you need help...the
University induction was very general” — recently inducted School staff member

Action 13

40
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Figure 27: School Staff Culture Survey staff induction uptake - SSCS 2020

Figure 28Y 451R &2d lyRa0ii2y Y 55 82d21 ySSRa I-yR SELISOII-ii2yaKé - SSCS 2020

(iif) 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.

Applications for salary progression and accelerated increments open once annually, awarding staff that
demonstrate success, effectiveness and merit. Responding to a University wide trend of low application
levels, an HLS Faculty wide action was introduced in 2017 to encourage higher application rates; each
year well-publicised briefing and application coaching sessions are held with all staff being encouraged
to attend. Within the School, the HoS and HoDs make a concerted effort to better publicise the Faculty
wide sessions utilising email, all staff meetings and individual staff appraisals. Applications from School
staff have gradually increased from On in 2017 to 4n (all female) in 2019, although none-to-date have
been successful (Table 20). The School will increase support for staff to prepare and apply, and working
with appraisers to better support appraisees with application preparation (Action 15).






The School has traditionally placed high value on academic TL and continues to be the main focus for
most staff, nevertheless, research culture has strategically been a particular cultivation focus in recent
years, in turn broadening career progression opportunities for School staff. This growth in research is
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NS&LI2yRSyian NSaLI2yRSyiial level of agreement on a scale of 1 to 5 (disagree=1,2; neutral=3;
agree=4,5) - SSCS 2020

Only a small proportion (15%) of SSCS respondents agreed academic citizenship contributions help meet
career progression criteria (Figure 31) with women more likely to disagree (63%) than men (43%). The
School will work to incorporate such activity into promotion criteria (Action 18).

ACTION 18: Introduce academic citizenship to essential promotion criteria, utilising appraisals as an
effective mechanism for staff to hold a mandatory discussion regarding recognition of, and engagement
with, academic citizenship activity for staff.

15n 63%

Figure 31 da@ I-0I-RS Y10 OMiATSy&KiL) O2ytilodii2ya ehikly (KS {0K22t KIS KSHLISR Y'S I-RRIISAE (KS
criteria for career pro3\Saai2ye NISal2yRSyiial level of agreement on a scale of 1 to 5 (disagree=1,2;
neutral=3; agree=4,5) - SSCS 2020

44




(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.

Since joining the School in 2015, the HoS has led a strategic increase in research activity, resulting in a
60% increase of staff with research responsibility since 2014, and who are now eligible for submission
to REF2021. This is reflected in an increased accumulation of over £3.5 million in School grant income
since 2014 compared to a UoA3 income that included three schools within the Faculty of £276,411 in
2014. Itis also noteworthy that 80% of such staff are female.

10 staff (8% of staff total) are eligible, and therefore being submitted to REF2026(ded )-56(three )-54(sc)-5(hoo)-5(1s )
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b.Career development: academic 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?

Training needs are identified at School induction and appraisals. Training opportunities are:
disseminated on the University intranet; discussed at one-to-ones with line managers; promoted at
monthly all staff School meetings and regular HoS emails. Bespoke sessions can be arranged to fit
individual schedules. Mandatory training uptake and effectiveness is monitored at Faculty level.
Updates and feedback are disseminated to Schools quarterly. A database rollout in 2021/22 will see all
DMU HoSs gain direct access to training review data.

Aggregated uptake of academic development training (Table 22) from 2017-2020 shows women, as a
proportion of the wider School population (75%f:25%m), are attending courses at higher rates than men.
Mandatory EDI training has been undertaken by 82% and 88% of female and male staff respectively
(Table 23). The School will aim for 100% EDI training completion rate (Action 19).

Action 19: Notify academic support and line managers of staff who have not completed mandatory
training, particularly with regards to EDI.

Table 22: School staff academic development
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Table 23: School staff equality and diversity training
Female Male Total
Count 61 22 83
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Figure 361 452 824 KIS I Y Syli21 aLISOmOIER (2 KSELI 820 RSFSt2L) 8200 ISASIHIOKKE - SSCS 2020
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Figure 38: al1-4 (iKS {0Kool provided you with the opportunity to undertake a postgraduate degree
S$630 tK5I a TKE ¢ SSCS 2020

(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).

Employment rates for UG graduates are 99% as of 2020, with 80% of students remaining locally within
6 months of qualifying. UG and PGT students are supported through the personal tutoring system where
they are invited to complete a PDP which is circulated by the University admissions at selection, and
followed up at School level. The School gives students a three-year training plan which identifies periods
of study, placement (50% of most courses are placement based) and annual leave, with personal tutors
supporting students to a develop work-
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PGR students are supported through the MyResearch progression management tool.
This includes an initial Training Needs Analysis and PDP. All PGR students can access training courses to
develop skills such as writing and presenting. In addition, each PGR student is aligned with a discipline
specific DTP.

DMU grants are available to PhD students for national and international conference attendance. PhD
supervisors encourage students to apply, with information widely circulated by email. Two students
(1f:1m) from the School have accessed this grant between 2017-20109.

Although UG School students are predominately aiming towards, or currently occupy a clinical role,
results from the SASCS suggest that LSNM female students lack confidence with regards to pursuing a
career in teaching and research, compared to male School students, and both male and female students
from other Schools in the Faculty. Only 44% of female LSNM students (Figure 39) indicate that they feel
confidence in their ability to pursue such a career, compared with 67% of LSNM students, and 58%
(57%f:65%m) of students from other HLS Schools (Figure 40). These results suggest that it is important
that the School supports its students in building confidence in the opportunities that are available to
them (see Actions 7-8).

Figure 39: @
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(i) Cover and support for maternity and adoption leave: during leave.
Explain what support the department offers to staff during maternity and adoption leave.

Maternity/ adoption leave pay is higher than the statutory obligation; staff receive 6-weeks full pay, 12-
weeks half pay, and statutory sick pay. HR contact staff once A MATB1 form is received, detailing a full
breakdown of entitled pay and other entitlements and benefits. Staff on maternity leave can use up to
10 'Keeping in Touch Days' (KITD) of which they are informed about before they go on leave. KITD’s
have taken place via MS Teams during pandemic restrictions. These give staff an opportunity to attend
meetings, training, courses, continue with grant submissions, and PhD supervision, etc. These days are
paid and must be agreed between staff and their manager.

(iif) 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. Whilst these facilities are available they have had limited use
during the pandemic restrictions as staff and students with infants are strongly encouraged to remain
off campus.

(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.

The Schools maternity leave return and retention rate is excellent with 100% of staff returning and still
in post 5 months after returning from leave. Table 27 shows all three staff members who took maternity
leave between 2017-2020 were still in post 5 months after returning. All staff who have taken maternity
leave are on open-ended contracts.

Table 27: School staff maternity uptake rate 2017-2020

Maternity leave In post 5 months
uptake after returning
3 3
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(v)
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working patterns. To better enable flexible arrangements, active support and
encouragement with the use of mobile and digital technology is given to staff.

As part of the consultation process, we investigated some initial impacts of COVID-19 on caring
responsibilities and flexible working:

T Figure 41 from the SSCS shows that 65% of respondents have seen their caring responsibilities
increase since the COVID-19 pandemic, with no variation seen between genders.
T W
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and post-graduate courses resulting in a year-round teaching workload. The majority of

staff are professionally registered nurses, midwives and paramedics, which helps create a collegiate and

supportive environment, which has been acknowledged by new staff.

G[{ba 1a (KS Y24l MSyRie I-yR 02(tSINI-1S LEI-0SXaSyi20l Y 1-y1-3SHa 1S NS I-t8 &dzLiLi2WindSe — School
Senior Lecturer who recently joined

and managers following a situation of personal adversity

Comments from the SSCS indicate that School culture has improved immeasurably, becoming more

positive in recent years following
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face campus-based teaching of clinical skills. All staff have been risk assessed and
appropriate mitigations in line with government guidelines rigorously implemented. Staff have
proactively maintained social networks, remaining cohesive and supportive despite the challenges and
increased workload of moving to an online platform.

(i) 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.

All staff undertake training in relation to HR policies, ensuring all staff maintain contemporaneous
knowledge and skills to enable a consistent approach. HR provides a list of all staff who have completed
mandatory training and line managers monitor completion rates. Central policies are disseminated via
a weekly Faculty Cascade, line managers, HoS/AHoS emails, monthly all-staff meeting, senior faculty
team, the staff portal ‘news’.

The School has sSEMC /P €190035B-3&358HFJE/F2 12 Tf1 0 0 1 1g0.00000008871 SeW* nnd(n onl)0 0 1.000T/F3 10.98
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Figure 44: Have you experienced any forms of haras
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(i) Representation of men and women on committees.

Provide data for all department committees broken down by gender and staff type.
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6. Further information

Recommended word count: Bronze: 500 words | Silver: 500 words
Please comment here on any other elements that are relevant to the application.

School staff are encouraged to support the Universities ambitious projects of increasing BAME
representation in academia and closing the well documented BAME attainment gap. School staff and
SAT member Bernadette Gregory was the Faculty Fair Outcomes Champion, an OFS funded project
reviewing the BAME attainment gap between 2017-2019. Bernadette is now a key member of the
Decolonising DMU team comprising of Institutional, Staff, Student and Research workstreams working
towards creating resources and space for courageous conversations to help academics and professional
services embed an anti-racist philosophy across the School, Faculty and University.

WORD COUNT: 92

TOTAL WORD COUNT: 10,497

/. Action plan

The action plan should present prioritised actions to address the issues identified in this
application.

Please present the action plan in the form of a table. For each action define an
appropriate success/outcome measure, identify the person/position(s) responsible for
the action, and timescales for completion.

The plan should cover current initiatives and your aspirations for the next four years.
Actions, and their measures of success, should be Specific, Measurable, Achievable,
Relevant and Time-bound (SMART).

See the awards handbook for an example template for an action plan.

68



Person/Committee
responsible and Action Objective
key contact

Application

N, Section




4.a PICTURE
OF THE
DEPARTMENT
Student Data

Responsible: [
I (school
Widening
Participation lead)

Work with Widening
Participation lead to identify
further opportunities to
engage with male
primary/secondary school
children to promote men in

nursing for future generations.

nurses in relation to gender and
culture may inform marketing
initiatives that could target
appropriate groups for recruitment
and design marketing materials
that could potentially address any
preconceptions and stereotypes
around the role of nurses. Such
initiatives may also strengthen the
links between our Widening
Participation lead and our
marketing department.









12  5.aKey career
transition
points
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5.b Career
development

5.b Career
development

Responsible'

(HoS)

Responsible: r

(HoS)

Notify academic support and
line managers of staff who
have not completed
mandatory training,
particularly with regards to
EDI.

Support appraisers with
delivering quality PDP
discussions for all staff,
collating feedback from
appraisees to monitor equality
of access to positive career
progression advice.

Aim for 100% completion rate
for staff EDI training.

Ensure all staff gain access to
quality PDP discussions, with

Mandatory EDI training has been
undertaken by 82% and 88% of
female and male staff respectively.

Achieve by
close of
2020/21
session.

100% of staff
completion rates
recorded.
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