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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 CSE Self- Assessment team (SAT) was formally established in May 2015. The team 
members were selected to form representation from across the School and to include 
Central Human Resources and Careers and Employability. Each Director issued a call for a 
member of their Directorate to volunteer to serve as a SAT member. Members list is 
given in Table 3.1. 
 

As indicated in Table 3.1, CSE SAT members have a range of family and personal 
circumstances. The SAT is made up of a maximum of 10 females and 7 males (58.8% 
Females). Considering the School staff on SAT, there are 6 females and 6 males resulting 
in a high proportion of females compared to the overall proportion of female staff in the 
School. It is particularly important to have the female view on the SAT because of the 
under-representation of females in the School and in STEMM at national level. It is also 
important to ensure that all staff are aware that Athena SWAN will benefit everyone, 
both female and male. Future SAT composition will maintain a good level of gender 
balance.  

The CSE SAT has led the development of the Athena SWAN submission including 
engagement and outreach activities, data analysis and action planning. External expert 
review and feedback on the application was provided by Dr Sean McWhinnie, Oxford 
Research and Policy.  

Table 3.1 – School of Computing, Science and Engineering SAT memberships and work-life 
experience. 

Name and Position  Role in the SA team Profile 

CSE STAFF/Students representation 

Prof Haifa Takruri MBE 
Associate Dean 
Engagement  

Athena SWAN SAT Chair  
 

  

Professor Sunil Vadera 
Dean of School  

Dean of School  
     

  

Duncan Bottrill 
Technical Staff 
Manager 

Technical staff 
representative 

 
      

 

Dr Heather Yates 
Lecturer 

Physics and 
Mathematics 
Directorate 
Representative  
CSE SAT Co-Chair 

 
 

 

Professor Bill Davies 
Associate Dean 
Academic 

Rep for ADAMET 
Directorate 
representative 

 
 

  

Dr Jinyan Wang Civil Engineering    
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Lecturer Directorate 
representative 

 
 

 

Lee Griffiths  
Lecturer 

Computer Science and 
Software Engineering 
Directorate (CS&SE) 
representative 

 
 

 

Dr Viktoriia Myroniuk  
Lecturer 

Aeronautical and 
Mechanical Engineering 
Directorate  
representative 

 
 

 

Daniel Wadsworth  
Programme 
Administrator 

Computer Science and 
Engineering 
Professional staff 
Representative  

 
 

  

Simon Herbertson 
School Operation 
Manager 

School Operation 
Advisor 

 
 
 

Lauren Ward  
Audio Eng PhD student 

PGR students 
representative 

 
     

 
 

Rina Lakhman  
Project Manager  

Part time/fixed term 
contract staff 
representative 

  
 

 

University Central Services Staff 

Rob Bulman 
HR 

Provide support, 
guidance and analysis 
relating to HR data and 
information 

 
 

     
 

Celia Hart  
Equality and diversity 
Consultant 
Till June 2016 

University Athena SWAN 
Representative 

 
     

   
 

Tahira Majothi 
Student Experience 
and Support Business 
Partner 

Careers and 
Employability 
representative 

 
     

 
 

Professor Abigail 
Gregory  
University Athena 
SWAN Director  
From July 2016 

University Athena SWAN 
representative 

 
 

 
 

Naseem Yasin 
Inclusion and Diversity 
Strategy Specialist 
From July 2016 

Inclusion and Diversity 
Advisor  

 
 

 

Margaret Wilson 
HR 

HR Business Partner  
 

 
 



 

 
9 

 

(ii) an account of the self-assessment process 

The Dean of the School and the Associate Dean Engagement were members of the 
University’s Athena SWAN SAT and contributed to the preparation of the University’s 
Bronze award application which was successful in April 2016.  The School established its 
SAT group in May 2015, ahead of the University Submission, reflecting its commitment to 
the values of Athena Swan Charter. 

The first meeting of SAT was held in June 2015, second meeting in December 2015, third 
meeting in January 2016 and since then CSE SAT met once a month.  

In the first meeting, SAT discussed staff data, which highlighted the lack of recruitment of 
female academics over the previous three years. The meetings also recognised the need 
for greater consultation across the School and a plan of activities and events was 
organised with a view to engaging staff and ensuring commitment from all the staff. 

The SAT reported to the monthly School Executive meetings and presented twice to the 
School Congress which is open for all School staff to attend engaging in consultation on 
School matters and share regular updates and development. Additionally two focus 
groups were held for staff and Postgraduate students.  The University runs an annual 
Best Companies Survey in November each year which investigates staff motivation and 
satisfaction and their experience of the University’s working conditions.  The SAT also 
carried out gender analysis of this data (in parts of section 5) to provide further 
understanding of the situation of female and male staff in CSE. Only one survey has been 
carried out so far by the University - in November 2015 – with a second underway at the 
time of writing. 

Athena SWAN application and Action Plan were the main item of discussion at the School 
Exec meeting in Nov 2016 where the Exec members approved the application and the 
action plan.  CSE SAT also was in regular consultation with the Director of Athena SWAN 
since her appointment in June 2016 and the Inclusion and Diversity consultant, both of 
whom were latterly members of CSE SAT.  

The Athena SWAN activity in the School has been resourced through the School in the 
main with administrative support provided by the Dean’s PA.  Data has been provided 
from central services both HR and Student Administration. The Chair of the SAT has been 
given a reduced workload to enable her to lead the completion of the submission. 

Since the establishment of CSE’s SAT, the School Exec members and colleagues in general 
are much more aware of Athena SWAN as a national gender equality charter. Colleagues 
are forthcoming with ideas, suggestions and actions relevant to staff and students to 
ensure the adherence to Athena SWAN charter ten principles in the School. Such ideas 
and enquiries included: Directors enquiring about how they can make academic 
vacancies more appealing to female applicants, suggestions to establish a Women in 
STEM Society for our students, and to form a female Alumni Network as role models for 
our students.  
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Events and Activities to promote Athena SWAN principles 

The School undertook to promote Athena SWAN through School Congress and monthly 
reports to its School Executive. In addition the School has led wider awareness raising 
events across the University.  The CSE School has a track record over many years of 
engaging in projects that are aimed at investigating the participation of women in STEM 
and initiatives to encourage girls to pursue STEM studies for future careers in the field.  

Table 3.2: Activities that have taken place in June 2015 – Nov 16  

Date  Activity 

May 2015 Established CSE SAT 

June 2015  Athena SWAN Bronze award process and academic staff appointment 
data over 3 years were presented at School Congress.   

June 2015 – Nov 
2016  

Regular SAT meetings held. 

Athena SWAN Bronze award application progress and relevant activities 
were discussed regularly during the monthly School’s Executive meetings. 

23 June 2015 Organised workshop to celebrate National Women in Engineering day 
(NWED) that attracted over 60 participants and received attention on 
social media and the NWED web pages.  

This was arranged with the University’s Athena SWAN SAT. A number of 
internal and external speakers presented their experience and suggested 
ways to improve the participation of women in STEM (Academia and 
Industry). The event was led by the School and chaired by the Associate 
Dean Engagement. 

September 2015 Chaired lecture by Professor Dame Carol Black entitled “Women in 
Science Propensities and Choices” attended by approximately 50 
delegates and was recorded for wider circulation.  

September 2015 Held a CSE focus group discussion as an input to University’s Athena 
SWAN Bronze award application. 

16 March 2016 Organised Technology Tournament competition for year 9 pupils from 
local schools in partnership with Local Rotary Clubs. This is an annual 
event with 50-50 gender split. 80 pupils and teachers participated in the 
event and engaged in STEM challenges throughout the day 

23 June 2015 To celebrate National Women in Engineering day: 

Organised an event for year7/8 girls from local schools during the day 
which was attended by 70 pupils and teachers from local schools engaging 
in varied STEM challenges.  

An evening workshop which focused on what steps could the industry 
take to recruit, retain and progress women engineers. WISE CEO and a 
number of female engineers from industry contributed to the workshop. 
50 delegates attended. 

July 2015 & July 
2016 

Held the Headstart Insight, 4 days, residential programme for year 12 
girls, 55 girls from schools across the UK and occasionally international 
schools abroad.  

Dragonfly summer day for year 10 girls and teachers from local school. 60 
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– 70 girls and teachers took part.   

Those events have been running at Salford annually part of national 
schemes since late 80s to encourage girls to study engineering and 
science for a future career in the field. 

Oct 2016 Two focus groups were held for PGR students and staff to discuss CSE’s 
good practices and potential for improvement for our PGR students and 
staff communities.  

2015/2016 Physics ‘Science Team’ has done about 10 presentations over this period 
including the Manchester Science Festival and local schools (year 2 to year 
10) to encourage an interest in science. The ‘team’ is a mix of male and 
female UG and PG’s.  

21st Oct  2016 SAT Chair presented a key note (SETing the World) talk at Barclays to 200 
local school girls and teachers. This is part of Barclays IT Girls Allowed 
initiative, which targets girls from disadvantaged areas in the region to 
raise their aspiration to follow SET studies and careers. 

Oct 2016  SAT consultation with School Congress – discussed  Athena SWAN Bronze 
award application and main findings from the data  

2 Nov 2016 Presentation of final application and action plan at the School Executive 
meeting for feedback, comments and approval. 
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(iii) plans for the future of the self-assessment team 

Following the Athena SWAN submission the CSE SAT membership will be reviewed to 
ensure gender balance, include undergraduate students’ representation and alumni 
representation. SAT will meet once every two months to monitor the implementation of 
our action plan and review updated datasets as new information becomes available 
(Action 3.1). SAT meetings will be incorporated in the School almanac (Action 3.2). The 
SAT will be instrumental in engaging in activities to promote the work of women in STEM 
as well as work with the School to encourage recruitment of more female students and 
academics. We will continue reporting to the School Executive and Congress to engage in 
consultations with colleagues across the School. CSE SAT will also report to the recently 
established University Athena SWAN Sub-committee for further consultations and 
updates on implementation of the School action plan and ways to contribute to the 
University action plan. (Action 3.3) 

Currently CSE has no webpages dedicated to Athena SWAN. We will develop webpages 
to post relevant activities, information and initiatives (Action 3.4).  

The SAT will also conduct a CSE staff survey and case studies in preparation of CSE’s 
Silver Award application (Action 3.5). The School had an IoP Juno Project Supporter 
status and will be applying to upgrade to a Practitioner status in the near future (Action 
3.6) 

 

 

Section3 word count 
Excludes self-assessment team table and activities 
table, images captions, sub-sections and tables titles 

998/1000 words 

 

 

 

 

 

 

 

 

 

 

 

 



































 

 
30 

5. SUPPORTING AND ADVANCING WOMEN’S CAREERS 

Recommended word count: Bronze: 6000 words   

5.1. 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 department’s recruitment 

processes ensure that women (and men where there is an underrepresentation in numbers) 

are encouraged to apply. 

As shown in Table 5.1 here have been 17 appointments over the last three years but only two 
full-time-equivalent (FTE) have been female.  Female application rate was less than 15% over 

the 3 years.   

Overall 14% of applicants were female.  Reference to the benchmarking data (Table 4.17) 
show that this figure is low even for engineering disciplines and consequently the likelihood is 
that the School is attracting a lower proportion of female applicants than it should be.  Over 
the three years women were significantly less likely to be shortlisted than men. Actions are 
clearly needed to ensure that the shortlisting process is unbiased.  However, although 
numbers are too small to draw any meaningful conclusions, once shortlisted women were 
more likely than men to be appointed.   

We recognise that further action is needed to encourage more women to apply for posts 
within the school.  Therefore we will review vacancies advertisements, and highlight in the 

application pack flexible work practices and family friendly policies (Action 5.1).  

We will review our School academic recruitment procedure and in the CS&SE Directorate in 
particular in order to increase the number of female academics. We will train more female 
academics across directorates where possible to be part of interview panels. We will ensure 

that there is always at least one female and one male academic members on the shortlisting 
and interview panels of academic staff. We will ensure that recruitment panel members go 
through inclusion and diversity and unconscious bias training.  (Action 5.2) 

 

 

 

 

 

 

 







 

 
33 

(iii) 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.  

There is an annual call for promotion applications. Professorial and reader levels are 
overseen by the University Professorial Appointments and Promotions Advisory Group, 
chaired by the Vice Chancellor who is a female with two PVCs and four Deans. The panel for 
2015/16 promotions round was gender neutral. A significant change to the professorial 
promotions process was made recently, broadening the criteria to include teaching and 
learning; student success; enterprise, engagement, knowledge transfer; academic leadership; 
and research and innovation. This change will offer differing pathways to promotion for all 
staff.  

The senior lecturer promotional process is undertaken by Schools, guided by HR Business 
Managers. Deans make recommendation to the University Assessment Panel, which makes 
the final decision.  

The CSE promotion data in Table 5.3 indicates that no females have applied to any of the 
available promotion stages over the last three years and the application rates for males at 
senior levels is also low. We will investigate the reason that led to this outcome. Currently, 
promotional aspirations and requirements should be discussed as part of PDR along with staff 
development requirements.  We will hold an annual workshop on promotion process and 
criteria for all staff prior to promotions round. (Action 5.4) 

 

Table 5.3 Promotion data by gender and year.  

Promotion to Professor 
  Applications Awarded 

Year Male Female Male Female 

2013-14 2 0 1 0 

2014-15 2 0 2 0 

2015-16   1  0  0  0 

 
Promotion to Reader    

     

Year Male Female Male Female 

2013-14 0 0 0 0 

2014-15 1 0 0 0 

2015-16   1  0  1  0 

  
    Promotion to Senior Lecturer   

     

Year Male Female Male Female 

2013-14 9 0 1 0 

2014-15 7 0 1 0 

2015-16    This process has been delayed  
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5.3. 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 requirements are part of staff annual Professional Development Review (PDR) where 
the reviewers discuss training needs with colleagues who are encouraged to request such 
requirements. The School has allocated a budget for staff training. It was recently realised 
that not many academic staff have made use of this opportunity. This was discussed at both a 
School Executive meeting and Congress meeting. Staff need to be encouraged to identify 
training needs and submit a request to their Director (Action 5.6).  

New staff are required to complete the PGCAP (see (iii)) to enable them to obtain Fellowship 
of the Higher Education Academy.  

Additionally, the university runs a variety of skill training programmes for staff development. 
Colleagues are encouraged to attend, free of charge, any sessions that are relevant to their 
role and duties. Staff development programmes are regularly advertised through internal 
communications. 

 

(ii) Appraisal/development review  

Describe current appraisal/development review schemes for staff at all levels, including 

postdoctoral researchers and provide data on uptake by gender. Provide details of any 

appraisal/review training offered and the uptake of this, as well as staff feedback about the 

process.   

The PDR process sets the direction of an individual’s contribution to the University’s 
strategies. It is a structured meeting to discuss performance and identify development needs. 
Individuals are encouraged to set their aspirations within a 3-5 year career plan. Academics’ 
PDR Reviewer duties are mainly shared by members of the School Executive team; the Dean 
carries out the PDRs for Associate Deans and Directors; Directors carryout the majority of 
their Directorates PDRs with contribution from Associates Deans and Professors in their 
Directorates. Principle Investigators of funded projects carryout PDRs for their project staff. 
There are three points of PDR meetings every year; objective setting in August/September, 
midpoint review in February/March, and end of year review in July/August. 

Table 5.5 shows 2014-15 PDR completion rates are lower for female academics compared to 
men (75% cf 80%).  In certain cases when a researcher transfers from one contract to another 
supervised by a different line manager, there is confusion as to who should be the reviewer. 
It is also necessary to ensure staff who start their appointments late in the PDR cycle do get 
their PDR completed from whatever point they started (Action 5.7). 
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(ii) Cover and support for maternity and adoption leave: during leave 

Explain what support the department offers to staff during maternity and adoption leave.  

The results of the University’s 2013 survey of women returning from maternity leave were 
used to initiate improvements including training and information for managers as well as 
taking steps to promote Keep In Touch (KIT) days, local childcare options, revised 
breastfeeding policy, the childcare vouchers scheme and shared parental leave 
arrangements. The KIT policy gives the employee the option, with the agreement of her 
manager, to attend the workplace for up to 10 days during her maternity leave period.  These 
optional KIT days give employees the chance to attend work, to undertake training and keep 
in touch without bringing the period of maternity leave to an end and without affecting 
maternity pay.  There is no obligation on either the University or the employee to make use 

of these days and neither the University nor the employee can independently request this, 
but rather there must be an agreement between the two parties. 

In CSE academics who have been on maternity leave have visited the School for informal talks 
and social events. We do not remove colleagues on maternity leave from email distribution 
lists and follow the back to work procedures. In this way colleagues may stay in touch if they 
wish. 

We need to gather more specific feedback from the School female staff who have been or 
intend to take maternity leave to capture their experiences and requirements for support 
and engagement (Action 5.10). 

 

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

Explain what support the department offers to staff on return from maternity or adoption 

leave. Comment on any funding provided to support returning staff.   

A University Childcare Vouchers scheme is available providing childcare support facilities 
which gives new parents options for balancing parental and work life responsibilities. All 
University employees are eligible to join the scheme, which is managed by our partners 
Sodexo and administered, through our Payroll office. The University also provides a 
frequently asked questions document on the intranet to answer queries. 

The University partners with Busy Bees to provide a nursery adjacent to university premises. 

It is available to employees at a discounted rate and is open from 8am – 6pm Monday to 
Friday, accepting children from age three months to five years. It was awarded a ‘good’ rating 
from the last Ofsted inspection (December 2014). Approximately 20 places are reserved for 
children of staff members.  

CSE adopts a friendly and supporting environment for colleagues returning from maternity 
leave. Workload and PDR objectives are reduced in the first year of returning from maternity 
leave to allow them to reintegrate and update their knowledge and research outputs.  

CSE data in Table 5.9 shows that a number of academic staff are making use of the childcare 
voucher scheme. 
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The University and the School allow staff to return after a career break and work part time 

and switch back to full-time at a later date. 

5.6. Organisation and culture 

(i) Culture 

Demonstrate how the department actively considers gender equality and inclusivity. Provide 

details of how the Athena SWAN Charter principles have been, and will continue to be, 

embedded into the culture and workings of the department.   

The CSE School abides by the Athena SWAN Charter ten key principles. We are committed to 
adopting these principles within our policies, practices, action plans and culture. Our already 
existing practices, community initiatives and newly formed action plan which is appended at 
the end of this document show our commitment.  

The School and University recognised the under representation of women in STEM studies 
and careers a long time ago, hence our engagement in national initiatives to encourage 
young women to study STEM subjects.  In addition, CSE has undertaken steps to promote the 
work of women in STEM and works with industry to tackle the under-representation of 
women through giving advice based on Gender in SET Industry research projects that were 
undertaken by the School. Prof Takruri who led the research is regularly consulted by local 
industries.  

The School has a track record of low turnover of female academics and seems to do well in 
retaining and promoting female academics. One major issue the School needs to improve is 
the recruitment of more female academics. This has started to be addressed since the 
establishment of the School SAT which resulted in the appointment of two FTE female 

academics and one female technical staff in the last 18 months. More efforts will be focused 
in recruiting more female academics and researchers to at least reach the national 
benchmark for female staff representation within these disciplines. 

The Best Company Survey, which was conducted by the university in autumn 2015, has 
positive results showing that: 

 Females in the School are satisfied with their careers and the culture in the School;  

 More females in the School than females across the university feel they can 

communicate with their direct line manager;  

 Feel their manager cares about how satisfied they are in their jobs,  

 The manager motivates them to achieve their best,  

 Feel the manager expresses appreciation when job is well done,  

 Feel a strong sense of family within their teams. 

On the other hand, the Best Company Survey highlights a number of issues that requires the 
School’s attention. Those include when compared to females across the University; a higher 
level of stress, pressure and lack of work and life balance and hence their health is suffering 
because of work; they feel under pressure at work to perform well and exhausted most days 
when going home. This seems to affect female staff while male staff don’t feel under such 
pressure as shown in Figure 5.2.   
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Figure 5.2: CSE male and female staff response in comparison to staff across the university   

 

Additionally, the staff focus group identified the difficulties to progression in an academic 
career if working to contractual hours. There is a need to work more to obtain funding, 
publish and continue scholarship that are necessary measures for career progression. We 
need to hold discussions with all staff to further investigate stress levels of female staff, 
investigate the causes and inform them about the flexible work policy (Action 5.12).  

 

  

(ii) HR policies  

Describe how the department monitors the consistency in application of HR policies for 

equality, dignity at work, bullying, harassment, grievance and disciplinary processes. Describe 

actions taken to address any identified differences between policy and practice. Comment on 

how the department ensures staff with management responsibilities are kept informed and 

updated on HR polices. 

The School is committed to creating a positive working and learning environment. We believe 
that every member of staff has the right to work in a supportive environment, free from 
harassment, bullying and victimization and that every student at the University has the right 
to study and be taught in an environment that is supportive and free from such behaviour.  
Grievances on any grounds should normally be dealt with informally and promptly within 
School management structure.  However, in exceptional cases, for best efforts to resolve a 
grievance, it may be appropriate to work with managers outside the usual School 
management structure seeking advice from HR.  

CSE has a dedicated HR Business Partner who sits on the School Executive Committee and 
ensures that all of the School leadership team are updated on HR policy changes and 
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Professor Haifa Takruri MBE chaired the Forum for Access and Continuing Education (FACE) 
conference when held at Salford in 2013. She served on the national FACE Committee for a 
year building up to holding the conference. 

Professor Jamie Angus who specialises in audio technology chaired committees for the 
Finnish Academy, to evaluate and rank research proposals by Finnish research funding 
applications in IT, Signal and Video Processing, and Acoustics. 

A number of female academics in the CSE School are currently Principle Investigator for 
major nationally and EU funded projects, which enables them to lead and participate in 
projects’ steering committees involving academics and industry representatives from the UK, 
EU and international: 

Dr Heather Yates is PI for 2 EU grants (FP7 and Horizon2020). Heather has also led a KTP 
which was judged outstanding.  

Professor Nefti-Meziani is leading an EU FP7 partnership project “SUSTAINABLE 
MANUFACTURING THROUGH ROBOTICS TRAINING IN EUROPE (SMART-E)” and other funded 
projects.  

Professor Haifa Takruri MBE is leading an EU/Middle East partnership project which is funded 
by Tempus (Erasmus +).  

Dr Olga Umnova, specialises in acoustics and material research, is a PI for a number of 
research funded projects.  

Dr Sabine Von Hunerbein specialises in wind turbines research and has been awarded a 
number of grants leading national and EU research teams.  

 

(v) Workload model  

Describe any workload allocation model in place and what it includes. Comment on ways in 

which the model is monitored for gender bias and whether it is taken into account at 

appraisal/development review and in promotion criteria. Comment on the rotation of 

responsibilities and if staff consider the model to be transparent and fair.   

The School follows the University’s Workload Balancing Model system for academic staff. The 
latest model (WLB16) is designed to ensure an area’s activities are supported, whilst 
accounting for factors such as individual development and personal time requirements. At a 
school level, the annual duties are planned following consultation with staff and the 
workload is circulated to ensure transparency. The model takes into account all types of 
responsibilities; teaching, research, administration, outreach etc. HR have access to the site 
and can check if data are not being released.  

The model has a standard formula for teaching related activity, which allows schools some 
flexibility to account for differences in disciplinary teaching. There is also a formula for 
research allocation based on research outputs, grants, number of PhD students being 
supervised, publications and the need for investment time to prepare publications and 
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funding proposals. Newly appointed academics are given the chance to develop research by 

giving them 40 units out of the allocation (100 units) in the first year which is reviewed in 
consecutive years based on staff delivery against agreed outcomes. After maternity leave (as 
noted in section 5.5 (ii)) teaching and administrative workloads are reduced to reduce 
pressure on staff returning to work and enable research activities to be resumed. 

 

When allocating the workload for individual staff, Directors take into account requests for 
flexible work and timetable constraints where academics may request not to teach early or 
late in the day utilising their teaching around their care responsibilities.  

The staff focus group discussion highlighted that colleagues are able to work flexibly and felt 

supported by the School management.  

 

(vi) Timing of departmental meetings and social gatherings  

Describe the consideration given to those with caring responsibilities and part-time staff 

around the timing of departmental meetings and social gatherings. 

Efforts are made whenever possible to hold School meetings within reasonable time taking 
into account caring responsibilities for colleagues. As an example the School’s Executive 
Committee meeting won’t start before 9:30am; School Congress meetings take place around 
lunch time. In general, meetings, seminars and social events are scheduled to suit colleagues’ 
caring and other responsibilities. There is, however, no explicit policy relating to this. We will 

therefore initiate a School policy for all meetings and events to take place between 9:30 am 
and 4 pm (Action 5.14). 

 

(vii) Visibility of role models 

Describe how the institution builds gender equality into organisation of events. Comment on 

the gender balance of speakers and chairpersons in seminars, workshops and other relevant 

activities. Comment on publicity materials, including the department’s website and images 

used. 

As with respect to iv) female academics in the School are significantly involved in external 
events.  For example, Professor Haifa Takruri MBE is an active researcher in gender in STEM. 

She receives invitations to contribute to events and seminars from academia and industry. 
She managed a number of funded projects and initiatives researching the under-
representation of women in STEM academia and industry. In 2007, she commissioned an 
exhibition to promote the contribution of women in STEM. The exhibition was displayed at 
prominent places such as the Manchester Museum of Science and Industry, and the British 
Council Science festival in Croatia. Prof Takruri was awarded an MBE in 2009 for services to 
women and minorities in SET Education. In 2010, she was awarded the Ministry of Defence 
sponsored Muslim News Award for Excellence in SET. 
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Professor Jamie Angus was awarded a Fellowship of the Audio Engineering Society (AES) in 
2004. In the same year she was also awarded the Peter Barnett Memorial Award by the 
Institute of Acoustics in the UK.  

Helen Keegan who is a Senior Lecturer in Interactive Media was awarded a HEA National 
Teaching Fellow in 2012. She is regularly interviewed on BBC Radio as an academic/media 
expert discussing topical topics such as social media campaigns, Internet Search, hashtag 
activism and memes. 

Professor Samia Nefti- Meziani is regularly interviewed on television and radio as an 
academic expert in topics such as Cognitive robotics and Cognitive multi-agents systems.  

In addition, there is considerable visibility in the School and University of these staff and their 
profiles.   
However, there is no systematic monitoring of the respective contribution of male and 
female staff in events and we therefore propose to begin to monitor this, including reviewing 
gender representation in the School and on its web pages. 

We also realise there is a need to encourage and support female academics to promote their 
research work and achievements to act as role models for our students to inspire them to 
pursue a career in academia. (Action 5.15)  

 

In the News 

  

Pages of Postgraduate prospectus 2013   Promoting Samia Nefti Meziani’s work  
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Promoting one of our female graduate’s achievement      Promoting Heather Yates’ work 

 

 

(viii) Outreach activities  

Provide data on the staff and students from the department involved in outreach and 

engagement activities by gender and grade. How is staff and student contribution to outreach 

and engagement activities formally recognised? Comment on the participant uptake of these 

activities by gender.   

The school engages in many outreach actives, a number of which are dedicated for girls or 

target 50:50 gender split. Those include: 

Headstart Insight Programme  
Professor Haifa Takruri MBE organises the annual Headstart Insight programme which 
currently supports 55 year-12 girls from across the UK and International schools to encourage 
them to study engineering and science for a future career in the field. The programme is a 4-
day residential taster course that engages over 40 CSE and Health Science School academics 
and other supporting engineers/scientists from relevant industries. The Insight programme 
has been in operation at Salford for over 25 years. At Salford, we are aware of the under-
representation of women in STEM and the existence of STEM skills shortage. Our continued 
commitment to run the Insight programme is part of our social and corporate responsibility 
to achieve better gender diversity and bridge the UK skills gap. 
 
Excitement of Science seminar and Technology Tournaments for the last three years, in 
partnership with local Rotary clubs. Haifa Takruri MBE organised the two events engaging 
over 450 year-9 pupils (50:50 gender split). 
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7. FURTHER INFORMATION 

 

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

Please comment here on any other elements that are relevant to the application. 

Engaging in the SAT has been an interesting and rewarding experience for those involved. On 
one hand, our data highlighted successes that make us proud such as the accomplishment of 
our female academics and Postgraduate students including: 

 Percentage of female academics submitted to REF 2014 is higher than percentage of 
male academics, 

 High rate of research income generation by female academics, 

 High rates of completion of our female postgraduate taught and research students.  

On the other hand, analysing our data has been a real eye opener on a number of issues that 
we need to address including:  

 The lack of female academic appointments over several years,  

 Low percentages of female students taking up industry placements.  

 Low percentages of female students progressing from undergraduate degrees to 
postgraduate degrees. 

Actions were taken as a result of analysing the School’s data, following forming the SAT in 
May 2015, which showed that no female lecturers had been appointed over the previous 

three years. We took steps to widen the applications pool by advertising vacancies using the 
Women Engineering Society publicity media. The issue was presented at the School Executive 
and Congress which made colleagues aware of the problem and stressed that positive action 
was required. By the end of 2014/15 one full-time female lecturer was appointed and in 
2015/16 one FTE appointment was made comprised of two female lecturers at 0.5 FTE. 

Additionally in 2015/16 the School also appointed the first female technician for many years. 

Points raised by the students who attended the PGR focus group: 

 There is a clear under-representation of women in CSE, both as students and staff.   

 Having a women in STEM society would be useful as  a support and mentoring network. 

 In general, the PGR students are focused on the PhD. All who attended the focus group 

were sponsored and had a job to return to which made them secure in progressing into a 
career. 

 The Acoustics research group has an informal mentoring systems where the more 
experienced PhD students help the less experienced which works well for male and 
female students. 

 
In general, we need to establish better support mechanism for our female students at all 
levels. To this end we will relaunch the Horlock Scholarship scheme (Action 4.10), form a 
women in CSE society for our students to provide networking, support and mentoring 
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opportunities (Action 4.11). We will hold seminars and workshops facilitated by successful 
female alumni who progressed into relevant careers We will form a women in CSE Alumni 
Network to support varied initiatives, share experiences and offer mentoring opportunities 
(Action 4.12).   
 

University schemes to encourage our graduates to pursue postgraduate studies at Salford. 

 UK/EU and International graduates of the University returning for postgraduate study 
receive 25% discount off the tuition fee.  

 CSE graduates qualify for the Science and Technology Bursary. This award is for 
international students who have a 2:2 honours degree or equivalent and join a Masters 
course. Students will automatically be awarded a bursary of £1,000.    

 If a graduate has a 2:1 honours degree or equivalent, they will automatically be awarded 
the Vice Chancellor’s Excellence scholarship when they begin a Masters course.  

 

 

 

 

Section 7 Word Count  
Not including titles 496/ 500 
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List of Acronyms and Abbreviations 
ADMAET Acoustics, Digital Media, Audio Engineering and Telecommunication 

CEO Chief Operation Officer 

CSE Computing, Science and Engineering 

CS&SE Computer Science and Software Engineering 

ECU Equalities Challenge Unit 

Exec Executive Committee 

F Female 

FTE Full Time Equivalent 

FTC Fixed Term Contract 

HERA Higher Education Role Analysis 

HR Human Resources 

HRBP HR Business Partner 

KiT Keep in Touch 

KTP Knowledge Transfer Partnership 

M Male 

NWED National Women in Engineering Day 

PDR Performance Development Review 

PG Postgraduate 

PGCAP Postgraduate Certificate of Academic Practice 

PGR Postgraduate Research 

PGT Postgraduate Taught 

SAT Self- Assessment Team 

SET Science, Engineering and Technology 

STEM Science, Technology, Engineering and Maths 

T Total 

UG Undergraduate 
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8. ACTION PLAN  
Reference 
 

Objective Specific Action and Implementation Responsibility Timescale/Priority Success criteria and 
outcome 
 

 Section 3 – The SELF-ASSESSMENT PROCESS 

3.1 Review SAT  
membership 

Review membership of CSE Athena SWAN SAT to 
ensure gender balance and a range of 
representatives from CSE’s staff and students  and 
university central services. 
SAT will monitor progress of the implementation of 
our action plan and review updated datasets as new 
information becomes available. 

CSE SAT Chair 
 

First review May 
2017 

Review held and new 
SAT formed with a 
gender balance 
maintained. 

3.2 Agree regular 
SAT meetings 

SAT meetings will be incorporated in the School 
almanac to meet at least once every two months.  

School 
Operation 
Manager 

Commence  Sept 
2017 

Meeting dates 
incorporated into CSE’ 
almanac. 

3.3 Regular reports 
to School Exec 
and University 
Athena SWAN 
Sub-committee  

Report to the School Executive committee and 
Congress to engage in consultations with colleagues 
across the School.  
Report to the recently established University 
Athena SWAN Sub-committee for further 
consultations and updates on implementation of 
the School action plan and ways to contribute to 
the University action plan 

CSE SAT Chair 
 

Commence updates 
May 2017 

Regular updates and 
consultation with School 
Exec, Congress and 
University Athena SWAN 
Sub Committee. 

3.4 CSE Athena 
SWAN Webpages 

Develop CSE Athena SWAN webpages to share and 
promote work done.  

SAT web 
developer 

Commence activity 
May 2017 

Webpages are populated 
with information, 
activities and good 
practice initiatives. 

3.5 Silver award 
application 

Develop and submit Athena SWAN Silver Award 
application 
Conduct Staff survey  
Prepare case studies  

CSE SAT Chair 
 

Start preparation 
Nov 2017 
Submit Nov 2019 

Silver Award application 
completed and 
submitted by Nov 2019. 
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3.6 Juno Practitioner 
status 

Prepare Juno Practitioner Status application to be 
submitted to the Institute of Physics 

Director of 
Physics and 
Mathematics 
Directorate 

Start preparation 
May 2017 

CSE obtains Juno 
Practitioner status in 
2018 

 Section 4: A PICTURE OF THE SCHOOL  
4.1 – Student Data 

      

4.1 Review 
Admissions 
process 

Review recruitment and admissions process of 
undergraduate students to ensure we are inclusive 
to all applicants. 
 
Given all actions focused on students data, improve 
our students female proportion  

Director of 
Admissions with 
Central 
Admissions 

June 2017 
 
 
 
October 2020 

First review held and 
outcome shared with 
programme leaders, 
actions implemented for 
2017-18 
 
5% increase in female 
students proportion by 
October 2020 

4.2 Focused 
outreach 
initiatives  

Intensify engagement initiatives with local schools 
to encourage girls to consider a degree in STEM. 

Associate Dean 
Engagement 

Commence March 
2017 

Organise 2 outreach 
events in 2017/18 for 
girls from local schools. 

4.3 Review 
undergraduate  
open day 
practices  

Review open day practices to ensure that there are 
female role models (both staff and students) 
involved in open days. 

Directorate 
Directors 

May 2017 Staff and students 
female role models are 
involved in open days 
starting July 2017 open 
days. 

4.4 Review 
programmes 
literature 

Review programmes literature, both web and 
printed, to ensure it has images of both women and 
men.  
 

Director of 
Admissions and 
Programme 
Leaders 

Commence 
preparation May 
2017 for 18/19 
prospectus  

Achieve gender balance 
in programme literature 
publicity material. 

4.5 Survey and focus 
group with 
undergraduate  
students 

Initiate a survey and hold focus groups for 
undergraduate students to capture their reasons for 
joining the School and share the outcome in our 
recruitment literature.  
 

SAT 
undergraduate 
student 
representative 

Focus group Nov 
2017 
 
Survey Jan 2018 

Focus group and survey 
conducted and outcome 
analysed and included in 
2018/19 recruitment 
literature. 
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We will also survey the female applicants who 
decline our offers. 

4.6 Postgraduate 
admissions 
process 

Review marketing and admissions process for 
postgraduate (taught and research) degrees to raise 
awareness of progression opportunities and 
support available to ensure they encourage more 
applications from women to achieve higher 
numbers. 
 

Director of 
Admissions, 
ADR&I and 
University 
Marketing and 
Admissions  

Summer 2017 
 

University review 
complete and outcome 
disseminated to Schools 
and incorporated in 
recruitment process. 

4.7 Focus groups 
with final year 
students 

We will hold focus groups with our final year 
students (male and female) to encourage them to 
study PGT programmes highlighting the fee 
discount and awards opportunities 

SAT 
undergraduate 
student 
representative 

complete by 
February  2018 

Two focus groups held in 
2018. Outcome 
discussed with PGT 
programme leaders. 
Achieve 5% increase in 
our graduates’ 
progression to PGT/PGR 
degrees.  

4.8 completion rates 
and  attainment 
level 

Review PGT students completion rates for 
individual cohorts as well as level of attainment 
level (Distinction, Merit, Pass) to assess if there are 
any gender differences 

SAT Chair Commence 
December 2017 

Data is provided by 
Student data Analysis 
Manager, reviewed by 
SAT, shared with PGT 
programme leaders and 
actions updated as 
appropriate. 
Process completed by 
April 2018. 

4.9 PGR completion 
rates 

Review PGR students completion rates per cohort 
for a clearer picture of any gender difference  

SAT Chair Commence 
December 2017 
 

Data is provided by 
Student data Analysis 
Manager, reviewed by 
SAT, shared with PGR 
students Director and 
Associate Dean Research. 
Actions updated as 
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appropriate. Process 
completed by 2018. 

4.10 Scholarship 
scheme for 
female students 

Relaunch the Horlock Scholarship or equivalent. 
This awards a female undergraduate student a 
bursary of £1,500 a year for three years of study. 
 
Raise fund for further awards to allow continuation 
beyond 2018. Horlock fund is available for 2 
students, one in 2017 and one in 2018 over 3 years 
each 

Alumni and 
Advancement 
Team 

Commence  
Sep 2017 
 
 

Scholarship relaunched 
in September 2017 and 
awards given in 2017 and 
2018. 

4.11 Women in CSE 
Society 

Establish a women in CSE society for students to 
provide networking, support and mentoring 
opportunities.  
 
Hold a series of seminars and workshops to be 
delivered by successful female alumni who 
progressed into relevant careers in industry or 
academia  

SAT student 
representatives 

Commence 
September 2017  
 

Women in CSE society is 
established. 
At least three events 
held during 2017/18 
academic year. 
Mentoring network 
commenced April 2018. 

4.12 Women in CSE 
Alumni Network 

Establish a women in CSE Alumni Network to 
support varied initiatives, share experiences and 
offer mentoring opportunities 

Alumni and 
Advancement 
Team  

Commence January 
2018 
 

Alumni Network 
established with 
contribution and 
commitment from 
successful alumni.  
Members deliver 
seminars and take part in 
mentoring activities. 

      

 
Section 4: A PICTURE OF THE SCHOOL4.2 -  Staff Data 

4.13 Applications 

from and 

appointments of  

female 

Use positive action and good practice for making 

positions attractive for female applicants when 

advertising future academic roles. Advert wording 

selected carefully. Adverts are posted on Women 

Dean of School Commence January 
2017  
 
 

Applications from female 
academics improved by 
10%  
More female academics 
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academics  Engineering Society, WISE or Women in British 

Computer Society websites and publicity material. 

 

Improve the recruitment of female academics in the 

school in general in CS&SE Directorate in particular. 

 
 
 
 
 
2020 

apply, shortlisted and 
appointed. 
 
 
 
Female academics in the 
school increased by 5% 
by 2020 

4.14 FTC staff 

progression to 

permanent 

positions 

Hold discussions and focus groups specific to early 
career researchers on Fixer term contracts to make 
them aware opportunities to applying for available 
posts.   

Improve FTC staff progression rates to permanent 

posts 

SAT Chair 
 
 
 
 
Directorate 
Directors 

Commence April 
2018 
 
 
 
 
2021 

Two focus groups held 
with FTC staff and 
outcome discussed with 
Directors to find ways to 
progress FTC staff to 
permanent positions.  
Evidence of 5% 
progression by 2021. 

 
SECTION 5: SUPPORTING AND ADVANCING WOMEN’S CAREERS 

5.1 Academic 

Applications  

Review vacancies advertisements, and highlight in 

the application pack flexible work practices and 

family friendly policies 

HR Business 
Partner 

Commence 2017 Application Packs 
reviewed and updated 
with good practice 
material. 

5.2 Academic 

Recruitment 

process  

Train more female academics across directorates 

where possible to be part of interview panels.  

Ensure that recruitment panel members go through 

inclusion and diversity as well as unconscious bias 

training 

Ensure that there is always at least one female and 

one male academic members on the shortlisting 

and interview panel of academic staff.  

 

 
HR Business 
Partner 
 
 
 
 
 
Directorate 
Directors 
 

Commence May 
2017 
 
 
 
 
 
 
Commence 
September 2017 

50% of female academic 
staff are trained and 
participate in 
appointment panels. 
 
All recruitment panel 
members have I&D and 
unconscious bias training 
before recruitment 
process. 
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All academic shortlisting 
and interview panels 
have female academic 
representation. 

5.3 New staff 

induction 

training 

ensure that all new male and female staff 

(academic and professional) complete the induction 

training 

HR Business 
Partner 

July 2018 100% of new staff 
undertake induction 
training in 2018 

5.4 Academic staff 

progression 

Investigate the reasons for the lack of promotion 

applications from academics who are female.  

 

Hold an annual workshop on promotion process 

and criteria for all staff in the School four months 

prior to promotions round.  

Dean of School 
and HR 

 
 
 
First workshop held 
in January 2017 
 

15% of female academics 
apply for promotion 
before 2019.  

5.5 REF 2021 
submission 

Encourage and support more male academics to be 
in a position to submit to REF 2021 and  
Ensure that female academics submission rate to 
next REF does not decrease 
 

Associate Dean 
Research   

Dec 2020 10% improvement in 
male academics 
submitted to REF 2021 
 
At least 2014 REF Female 
proportion are 
maintained in REF 2021 
submission  

5.6 Continual 
training and 
development  

Encourage staff to identify training needs and 
submit a request to their Director and PDR reviewer 
if different 

 

Dean of School  Dec 2016 
 

20% increase of staff 
undertaking training to 
update their  knowledge  

5.7 PDR process ensure all staff complete the annual PDR process 
and records are kept up to date  

School 
Operation 
Manager   

Commence Feb 2017 
Continuing  

All staff complete the 
PDR process 

5.8 Improve 
Proportion of 
female students 
on placement 

Support and encourage female students to take up 
industry placement year 
Hold focus groups for second year students to 
highlight the importance of placement year 

Careers and 
Employability 
Business Partner  

Commence Feb 2017 Female percentages on 
placements improved by 
5%   
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year experience 

 

5.9 Review DLHE 
data 

Analyse DLHE data further to find whether female 
and male graduates are in STEM-related roles and if 
female and male graduates equally likely to be in 
STEM-related roles six month after graduation  

SAT chair  Commence October 
2017 

Data results obtained 
and shared across the 
school to draw required 
actions  
 
 

5.10 Establish support 
process for 
females planning 
maternity leave 

Gather more specific feedback from the School 
female staff who have been or intend to take 
maternity leave to capture better ways to support 
them in all stages  

HR Business 
Partner 

Commence July 2017 Good practice guide 
produced and shared 
with the school  

5.11 Share flexible 
work policy with 
staff 

Publicise the University’s flexible working policy to 
make staff aware of its existence and ways to use it 
to achieve better work-life balance 

HR Business 
Partner 

Commence July 2017 Staff to have received an 
info pack individually and 
opportunity to discuss 
1:1 by July 2018 

5.12 Hold staff focus 
groups to 
investigate stress 
levels 

Analyse 2016 and 2017 Best Company Survey 
outcome  
 
Hold focus group discussions with our female and 
male staff further investigate stress level of female 
staff, investigate the causes and inform staff about 
the flexible work policy  

SAT Chair Commence Jun 2017 
 
 
Sep 2018 

Data analysed 
 
 
Factors addressed and 
stress levels decreased. 
Evidenced in the Best 
Company survey 2017 

5.13 Committees 
membership  

look at committees’ membership to ensure good 
gender balance and avoid committee membership 
overload for female academics 

Dean of School September 2019 achieve better gender 
diversity on School 
committees   

5.14 Meetings timing  Initiate a school policy for all School meetings, staff 
seminars, workshops and social events to take place 
between 9:30 am and 4 pm whenever possible.  

Dean of School Commence 
September 2017 

Policy shared with staff 
and school meetings are 
scheduled within the 
agreed time 

5.15 Promote female 
academics  work 

Encourage and support female academics to 
promote their research work and achievements to 
act as role models for our students to inspire them 

Press Office 
Business Partner 

Commence Jan 2017 Better visibility of female 
academics by 
contributing to:  Press 
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to pursue a career in academia. 
 
Provide media training for female staff. 
 
Collect data to monitor staff visibility. 
 

releases, web presence 
and media involvement. 
 
Monitoring system 
established in Jan 2017. 

5.16 Establish a 
women in CSE 
network 

Form women in CSE network for staff. In addition to 
networking and general support, a mentoring 
scheme will be established. 

SAT Chair  September 2018 
 

Network launched 
At least 2 networking 
events held per year. 
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