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Section 1: An overview of the department and its approach to gender equality 

1. Letter of endorsement from the head of the department 

            
    

  
The Royal (Dick) School of Veterinary Studies  

The University of Edinburgh   
Easter Bush   

Midlothian  
EH25 9RG  

Athena Swan Committee  
  

21st October 2024  

Dear Athena Swan Panel,  

As the newly appointed Head of the Royal (Dick) School of Veterinary Studies and the only female Head 
of an accredited veterinary school in the UK, it is my great pleasure to offer my strongest support for this 
Athena SWAN Silver renewal application. This application marks my first year in this role and I am 
deeply committed to advancing equality, diversity, and inclusion within our School, ensuring these 
principles are integral to our strategic objectives and daily operations.  

Our dedication to the Athena SWAN Charter is unwavering. The initiatives we have implemented since 
our 2018 Silver award have significantly enhanced the experiences of our staff and students, fostering 
an inclusive and supportive environment. Notably, our close partnership with the Roslin Institute, a Gold 
Award holder, has allowed us to share best practices and further embed these values across campus-
wide clinical, research and educational activities.   

Key achievements since our last submission include:  

• The completion and operational success of the campus nursery, which supports our staff and 

students with young children.  

• A substantial increase in female academic promotions, with the number of successful applications 

increasing to 87-100% between 2018/19-2023/24, compared to 60-77% for the previous period 

(2014/15-2017/19). This includes the promotion of 35 female applicants from lecturer to senior 

lecturer, and 8 female applicants from senior lecturer to professor.  

• Top ranking among UK veterinary schools for student satisfaction in the 2024 National Student 

Survey, with 91.9% of students responding positively, representing a 4.27% year-on-year 

difference.   

• Highly positive campus culture, with 77% and 76% of respondents agreeing that they belong and 

that their contributions are valued.   

• Extension of the Family Support Award to include all Professional Services and Support Staff.  

• Continued investment in leadership programs such as Dare to Lead and Aurora, ensuring senior 

female academics receive leadership training.  

These accomplishments reflect our collective commitment to creating a diverse and inclusive community 
where everyone can thrive. Our data-driven approach and continuous feedback from staff and students 
guide our efforts and validate our progress.  
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The pandemic has underscored the importance of adaptability and support for our community. We have 
ramped up our support activities and adapted our working practices to meet the needs of those 
disproportionately affected by Covid-19, ensuring that our efforts in promoting equality and diversity are 
resilient and responsive to changing circumstances.  

Looking ahead, we are committed to advancing our efforts in equality, diversity, and inclusion within the 
Royal (Dick) School of Veterinary Studies. As we continue our journey towards excellence, we 
recognise the importance of setting ambitious goals and implementing innovative strategies to further 
promote gender equity and diversity. Our collaboration with the Roslin Institute has strengthened our 
resolve and provided valuable insights into effective practices. Moving forward, we are excited to 
explore new opportunities for extension of our already highly successful cross-campus efforts and 
knowledge-sharing, with the aim of submitting a joint Gold Athena SWAN application at the next renewal 
date. By harnessing the collective expertise and dedication of our staff and students, we are confident 
that we will achieve our shared vision of fostering a supportive and inclusive environment where 
everyone can thrive.   

Information presented in the application (including qualitative and quantitative data) is an honest, 
accurate, and true representation of the Royal (Dick) School of Veterinary Studies. I am privileged to 
lead the Royal (Dick) School of Veterinary Studies at this exciting time and fully endorse this Silver 
renewal application. Our ongoing dedication to the Athena SWAN Charter is a testament to our School's 
values and our commitment to fostering a supportive, inclusive, and equitable environment for all.  
 

Yours sincerely,  

Professor    
Head of Royal (Dick) School of Veterinary Studies and Dean of Veterinary Medicine 
Royal (Dick) School of Veterinary Studies  
The University of Edinburgh  

 

 

 

 

 

 

 

 

 

 

 

 

1.2. Description of the department and its context 

1.2.1 Overview 

The Royal (Dick) School of Veterinary Studies (R(D)SVS) at the University of Edinburgh was founded in 
1823, and enjoys an international reputation for excellence in teaching, research and clinical service. The 
School is situated on the Easter Bush (EB) Campus, and is structured to include eight Academic Divisions, 
in addition to the Veterinary Teaching Organisation (VTO, the administrative teaching structure) and the 
Roslin Institute (the School’s research arm).  
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The R(D)SVS eight core academic divisions are:  

• Veterinary Biomedical Sciences  

• Veterinary Pathology  

• Production Animal, Food Security, Public Health and Epidemiology  

• Equine Sciences  

• Companion Animal Sciences (including Anaesthesiology and Diagnostic Imaging)  

• Veterinary Medical Education  

• Animal Welfare and Conservation Medicine  

• Global Academy of Agriculture and Food Systems (GAAFS) 

 

The vast majority of the School’s research is based within the Roslin Institute and GAAFS. All research active 
clinicians have ‘Clinical Associate’ membership of the Roslin Institute and have access to core facilities, 
space and support. 

This Athena Swan submission encompasses the eight Academic Divisions and the VTO. For the purpose of 
this submission, the Roslin Institute is excluded. The Roslin Institute currently holds an Athena Swan Gold 
Accreditation, renewed in 2024.  We plan to submit a joint application for an Athena Swan Gold Accreditation 
at the time of the next renewal, reflecting the seamless collaboration between the R(D)SVS and the Roslin 
Institute on Easter Bush campus. 

The School is part of the College of Medicine and Veterinary Medicine within the University of Edinburgh as 
shown in Figure A. The School consistently ranks in the top 10 Veterinary Schools internationally in both QS 
and Shanghai subject rankings, and 1st in the UK by the Guardian and The Times and Sunday Times 
Good University Guide metrics. In the most recent Research Excellence Framework (REF2021) 
assessment, the School was ranked first in the UK for Veterinary Sciences based on research power. 

The R(D)SVS’ major objective is to benefit society and the environment by educating veterinary surgeons to 
become members of global public and professional health care teams; and to advance veterinary and 
comparative medicine through research into disease and disease processes with the goal of improving the 
health and welfare of both animals and humans.  As such, we have three pillars: Education, Research, and 
Clinical Service. The pillars are closely linked and all have equality, diversity and inclusion (EDI) values at 
their core, as championed by our Head of School. 
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Figure A: Position of the Royal (Dick) School of Veterinary Studies [R(D)SVS] within the University of Edinburgh and 
College structure. 
 

1.2.2. Organisational Framework and Culture 

The governance structure of the R(D)SVS is headed by the School Executive Team (SET) on which the head 
of each division sits. This is the decision-making body of the school (Figure B).  

All members of staff at the R(D)SVS in leadership roles attend leadership training which includes University 
of Edinburgh Leadership training, Aurora programme, and the Dare to Lead programme (Dare to Lead Hub 
- Brené Brown (brenebrown.com), introduced in 2022.  

In recognition of our commitment to EDI and research culture, in 2023 we appointed a campus Culture and 
Engagement Manager. The major purpose of this role is to develop an employee experience programme 
for R(D)SVS and the Roslin Institute that fosters a positive and rewarding work environment. This is the first 
post of this nature at a School within the University of Edinburgh and reflects our strong commitment to 
leadership in this area. 

The Culture and Engagement Manager works with staff from the R(D)SVS and Roslin Institute, and with our 
EDI and Career Development Committees (CDC, Figure C) to deliver aspects of the Action Plan (AP) and 
to analyse data from surveys to inform our activities. The committees, with SET, are responsible for delivery 
of the AP.  

In 2019, an additional committee was set up to lead a series of focus groups with a remit to understand the 
outcomes of the 2018 University Staff Survey, and to address areas of ongoing concern relating to culture 
on the EB Campus. This Campus Experience and Culture Committee (CECC) collaborated with the SET. 
After extensive discussion around the composition of the focus groups, it was determined that an independent 
external review of Campus culture would be preferential to an internal process, which could be subject to 
bias. This review was carried out in late 2020/early 2021 by The Culture Builders. Their report contained a 
series of recommendations (Appendix 1.1) which are embedded in the FAP.  

Led by the Roslin Institute’s deputy director for Culture & Diversity and R(D)SVS Associate Dean for EDI, 
Professor  , and based on the recommendations from The Culture Builders, the CECC developed 
a Culture Action Plan. This plan closely aligns to the R(D)SVS Athena Swan Silver Action Plan and Roslin 
Institute Athena Swan Gold Action Plan. Thus, the CECC have had significant input into the delivery and 
assessment of the R(D)SVS Athena Swan Silver Action Plan. In recognition of this work, in 2023 the CECC 
was nominated and shortlisted for a College of Medicine and Veterinary Medicine Staff Recognition Award 
in the category: EDI. 
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Figure B: Governance Structure of the R(D)SVS 
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Figure C: Relevant committee structures at R(D)SVS
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1.2.3. Students at the R(D)SVS 
 
The School teaches 806 undergraduate (UG) students (86% female) and 741 postgraduate (PG) 
students (80% female) (Figure D). In the annual UG National Student Survey, 91.9% of those graduating 
2023-2024 were satisfied with the quality of the course. The School is held as an exemplar of student 
experience within the University. 

 

 

Figure D: Gendered summary of student numbers from 2018-2023 
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1.2.4 Staff at the R(D)SVS 

 

Staff within the R(D)SVS are broadly classified as filling ‘academic’ (which includes clinical staff) or 
‘professional services’ roles. The School employs 223 academic staff who fulfil clinical and non-clinical roles 
on a full- or part-time basis (Figure E). Academic staff are involved in clinical veterinary work and/or teaching 
and/or research. The proportion of female academics has remained higher than the national average, 
particularly for 2022-2024. Generally, a lower proportion of our clinical academics are female compared to 
non-clinical academics. 

 

Grade Title 

UE06 Research Assistant 

UE07 Teaching Fellow/Veterinary Clinician/Research Fellow  

UE08 Lecturer (Clinical and Non-Clinical) 

UE09 Senior Lecturer (Clinical and Non-Clinical), Reader 

UE10 Professor, Personal Chair or Equivalent (Clinical and Non-Clinical) 

 

Figure E: Gendered summary of academic staff employed at the R(D)SVS, presented as an overview (i), according to 
pay grade (ii), and by year (iii). Data pertaining to those employed as an academic professor are shown separately by 
year (iv).  

 

Of note is the underrepresentation of women at academic professorial level. Whilst women make up 
71% and 63% at academic UE08 and UE09 respectively, they represent only 36% at UE10. Addressing this 
gender disparity has been a longstanding priority at the R(D)SVS, and we have made concerted efforts to 
narrow this gap. Further discussion will be provided later in this report (See AP1.2 and 1.3). 

The school also employs 416 staff who fulfil professional service roles on a full- or part-time basis. There is 
a broad range of roles which encompass professional services, including (but not limited to) teaching, nursing, 
technical work, research, operations management, and student services/support (Figure F). Since 2018, the 
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proportion of female professional services staff members has steadily increased and in 2022/2023 and 
2023/2024 was higher than the national average.  

 

It is noteworthy that professional services staff are often in lower pay grades compared to academic staff 
members. Currently, the majority (71%) of academic staff are in grade UE08 or UE09, while most (83%) of 
professional services staff are in grade UE02-06. However, the University has recently improved this issue 
by approving a revised pay grade scale, effective from August 2024. This initiative will elevate all pay 
grades along the national pay spine and merge lower pay grades to match the November 2023 increase to 
the Real Living Wage. Additionally, in 2023 regrading was implemented for all veterinary nurses (UE05 to 
UE06), receptionists (UE03 to UE05) and animal care assistants (UE03 to UE04). 

 

Figure F: Gendered summary of professional services staff employed at the R(D)SVS, presented as an overview (i), 
according to pay grade (ii), and by year (iii).  

 
An important backdrop to the data and themes presented here is that the number of women entering the 
global veterinary profession has increased dramatically in the last three decades. Most international 
veterinary student cohorts comprise ~80% females. The latest demographics data published by the Royal 
College of Veterinary Surgeons (RCVS) in 2023 reports that 58% of veterinary surgeons in the UK are 
now female, with younger age groups dominated by females (Figure G). The R(D)SVS undergraduate 
population mirrors that seen in veterinary undergraduate populations in the UK (Figure I-L). The School 
statistics also reflect this trend at entry level positions, i.e. UE07/UE08 (clinician/lecturer) (Figure E).  

A similar pattern is seen with veterinary nurses, who comprise a large proportion of our professional services 
staff. Data from the RCVS register show that veterinary nursing is an overwhelmingly feminised career 
(Figure H).  
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1.3. Athena Swan self-assessment process 

Self-assessment and development of the FAP for this Athena Swan submission was carried out by a subset 
of the CDC (Table A) and CECC (Table B), with input from the SET.     
 
The R(D)SVS CDC implemented the Silver Action Plan. The CDC comprised 5 male and 13 female members 
with representation across grades and job descriptions. Relevant chairs and co-chairs of campus 
committees were members ensuring that all groups are represented. Members acted as ambassadors for 
their peer groups and balance across roles/gender and inclusivity was a major goal. Members had a range 
of experience with respect to committee roles and relevant working patterns. Some had experience of 
parental or other relevant special leave for caring responsibilities. The committee had a range of staff of 
diverse nationalities, varying ages and with different experiences of academic or professional service careers. 
Members also had experience of part-time/flexible working. 
 

Name (Gender) Position Role on Committee 

 (F) 

Personal Chair in Small Animal Soft 
Tissue Surgery 

Co-Chair (Clinical and Education), 
Teaching 

(M) 

Research Technician and Student 
Advisor Co-Chair (Professional Services) 

 (F) Nursing Manager Nursing 

 (F) Anaesthesia Assistant  ACAs/Grooms 

 (F) Finance supervisor Finance/Legal 

 (F) Senior HR Partner HR, Professional Services 

 (F) Core Scientist (Research Technician) Technicians 

 (F) Research Technician Technicians 

 (M) Molecular Biologist Research; Roslin Institute representative 

 (M) Student Experience Officer VTO/Administration/Student services 

 (F) 
Senior Lecturer in Student Learning; 
Deputy Director of Student Affairs VTO/Student services 

 (F) 

Deputy Facilities and Services 
Manager Facilities/IT/Stores 

 (F) Campus Health and Safety Manager H&S/Public Engagement 

 (F) 
Resident in emergency and critical 
care Interns/Residents 

 (F) 
Intern in large animal anaesthesia and 
intensive care Clinical academic 

 (M) Personal chair of equine medicine Senior Management Group 

Rotating student Undergraduate Undergraduates 

 (F) Reader Research; Roslin Institute representative 

 (M) Chancellor’s Fellow Research; Roslin Institute representative 
Table A: Membership of R(D)SVS CDC to end 2022.  

 

Data analysis of the required datasets for this Athena Swan submission was carried out by a further group, 

led by Professor , comprising three male and eight female members. Data (Appendix 2) was 

collated by HR and provided to the committee for analysis. Further data from internal surveys and external 

review (Appendix 1) was provided to the CDC and the CECC for discussion and development of actions. 

Gendered analysis of the 2023 University of Edinburgh Survey and 2024 interim staff survey, with specific 

focus on the R(D)SVS, was carried out by Professor  , Dr  , the Campus Culture 

and Engagement Manager, and the R(D)SVS Associate Dean for EDI. 
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Name (Gender) Role on Committee 

 (F)  Co-Chair, RI DD (Culture & Diversity); R(D)SVS Associate Dean for 

EDI 

 (F) Co-Chair, Campus Operating Officer   

 (F) Senior HR Partner  

 (M) EB Mental Health and Wellbeing Committee Chair; Union Health and 

Safety and Local UCU representative. 

 (M) Chair Research CDC, UoE Concordat Implementation Group & UoE 

Research Culture Working Group, UoE elected Senate member 

 (F) Chair Clinical and PS CDC & Teaching representative, UoE elected 

Senate member 

 (M) Chair EB Postdoc Committee  

 (F) Postdoc and neurodiversity representative  

 (F) PGR Student Experience representative 

 (F) PGR representative 

 (F) Equine staff representative 

(F)   Co-lead of ECR experience, CMVM Research Staff representative  

 (M) Co-lead of ECR experience, CMVM Research Staff representative  

 (F) Technician representative  

 (F) Marketing and Communications representative  

 (M) Professional Services representative 

 (F) Professional Services representative  

 (F) Technician representative  

 (F) Culture and Engagement Manager  

 (F) Academic Representative 

 (F) Head of Marketing & Communications  

Table B: Membership of CECC – as October 2024 

 
The CDC committee structure and membership changed in late 2022 to encompass the entire campus 
and promote synergy between the R(D)SVS and the Roslin Institute. The committees now reflect greater 
inclusion across staff and students in the major areas of Research, Professional Services and 
Teaching. The new structure comprises an overarching committee (Table C), chaired by the R(D)SVS 
Associate Dean for EDI, Professor  , and including members representing HR, finance, 
communication, and public engagement alongside our Head of Postgraduate Research (PGR) alongside the 
Chairs of the three CDC branches (Research, Clinical & PS, and Education & Teaching (Figure C).  
 

Name (Gender) Position Role on committee 

 (F) RI DD (Culture & Diversity); 
R(D)SVS Associate Dean for EDI 

Chair 

 (F) Senior HR \Partner  HR representative 

 (F) Head of Communications Comms representative 

 (M) Head of Finance Finance representative 

(M) Core Scientist Chair of Research CDC 

 (F) Personal Chair, Veterinary Clinical 
Services 

Chair of Clinical/Professional 
services (PS) CDC 

 (F) Lecturer in Academic Development, 
Veterinary Teaching Fellow 

Chair of Education & Teaching 
CDC 

 (F) Head of PGR PGR representative 

 (F) Culture and Engagement Manager Campus culture and engagement 
representative 
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 (F) Public Engagement with Research 
(PER) Manager 

PER representative 

Table C: Current Membership of the Overarching CDC 

 

The three CDC branches comprise members representing academic, professional services and PG students. 
They consist of 6 male and 6 female (Research), 10 female and 3 male (Clinical and PS), and 2 male and 6 
female (Education and Teaching) members. Where possible, we have members to represent Black and 
Minority Ethnic (BAME), LGBTQAI+ and neurodivergent communities, but we recognise that this is an aspect 
that requires further improvement. 
 
The Terms of Reference (ToR) for the CDCs (the overarching committee and its branches) and the 
CECC, along with other those of all other committees underwent recent review and updates. The new 
ToR (Appendix 4) for the CDCs and CECC includes provision for rotation of membership with terms of three 
years. Membership is by selection from volunteers who apply through open calls to all staff and postgraduate 
students on campus. The rotation of membership allows for a greater number of people to be involved over 
time and brings new ideas and perspectives to the committees. An important aspect is the identification of 
Co-Chairs and succession planning. Currently, the overarching CDC meets twice a year, with the 3 branches 
of the CDC meeting quarterly. The CECC meets bi-monthly: the timelines for these meetings are under 
constant review to maximise effective management and delivery of activities.  
 
Members of the CDC branches with input from the CECC will review the Athena Swan Action Plan and 
evaluate progress towards delivery. The FAP will be subject to the traffic light system: where items remain in 
red or amber as their delivery dates approach, these shall be prioritised for action. The committee Chairs will 
interact with the senior leadership teams or other committees to drive actions forward in a timely manner. 
With the Culture and Engagement Manager, the CDC branch members and the CECC will analyse data from 
surveys and alter current (or implement new) plans. The data analysis subgroup will also monitor the staff 
and student datasets as they are made available (annually) and highlight where gender inequity is evident, 
or where additional granularity is required to understand imbalances.   
  
Reflection on the panel feedback from the previous application 

 
One of the major areas we have reflected on is the underrepresentation of Professional Services (PS) 
and the weaker PS-specific sections 5.2 and 5.4 of the previous Action Plan (AP). Between 2018-2022, we 
improved representation of PS on the CDC, including assigning the role of co-chair to both clinical and 
professional services staff members. After 2022, the CDC restructure has ensured that PS has a stronger 
voice and is optimally supported. This has been reflected in a series of initiatives, including the highly 
successful annual Technician’s Day (Technician Events | Support for Technicians (ed.ac.uk)), which is led 
by members of PS and attended by members of the SET. Professional services staff including technicians 
are also represented on the CECC. 
 
We also reflected on the focus of our previous Silver application being on female representation, rather than 
on gender equity: we have signalled this in our FAP and identified areas where there is imbalance across 
genders. Areas where male students are under-represented or underperforming, or where the data 
requires further analysis to identify imbalance for other groups were further investigated. There remains a 
lack of granularity in our data, reflected by collection and analysis methods. As a result, we are not able to 
understand intersectionality as well as we would like. The development of more effective and detailed 
methods for gathering metrics and their analysis is a key priority in our FAP, as is the definition of key outputs 
and milestones for each planned action.  
 
We share the panel’s concerns about recruitment and retention, and have worked to improve gender equity 
across pay grades. Career progression and promotion success are areas where we have improved 
monitoring, with an emphasis on achieving a better gender balance in both applications and successful 
appointments. However, we recognise that this remains an ongoing focus in our FAP.  
 
We recognise that promotion from UE09 to UE10 is a particular barrier for women and have worked to 
address this by implementing a series of workshops and signposting. This is reflected by our greater 
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proportion of female academic professors compared to the national average, but we recognise that this could 
be improved further. Whilst out with the scope of the data we have analysed and submitted for this renewal, 
we did see 6/8 female promotions to UE10, effective from 1st Aug 2024, and we will be focusing on how we 
can utilise this cohort to showcase progression opportunities for women in future years. We now also have 
an active research mentoring scheme, with PS staff and CRAs involved, and plan to roll this out more widely. 
Other areas of improvement include increasing proportional representation of women on key 
committees, expanding leadership opportunities, enhancing promotion support, and strengthening 
recruitment training. These initiatives have been integral to our completed Action Plan and remain central 
to the FAP. 
 
Finally, we have increased engagement for all staff and students through regular town hall meetings led by 
the Head of School, alongside the successful introduction of an annual BVM&S symposium. We also 
improved collaboration between the Vet School and Roslin Institute, further supporting our EDI goals. 
 

Word Count Section 1: 2552 
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Section 2: An evaluation of the department’s progress and issues  

2.1 Evaluating progress against the previous action plan 
 
We have summarised the progress against our previous Athena Swan Silver Action Plan below. Completed 
actions are highlighted as green G and those where significant progress has been made but not fully 
completed as amber A. 
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academics who 
were promoted in 
the last three 
years, share these 
with all staff via our 
intranet and ensure 
they are promoted 
during the 
promotion launch.  
We will also seek 
feedback from new 
promotion 
applicants as to 
whether the case 
studies helped 
them to decide 
whether or not to 
apply for 
promotion. 

  

Continual review 
and renewal of our 
induction pack to 
ensure provision of 
optimal information 
and guidance on 
career 
development for all.   

 

 

 

 

 

 

 

 

Annually 

 

 

 

 

 

 

HR 

with induction 
in line with 
overall average 
(90%). 

years of their appointment. The objectives (to build community, 
research and teaching collaborations; to give agency in the direction 
of progress, and to understand obstacles to progress; and to foster 
investment in the process) have been well received and feedback 
from this dynamic group is positive.  

 

Ongoing 1.3a: Attendance at Aurora events 

While we remain committed to Aurora as a key sector-led 
development programme for women, our broader commitment has 
been to enhance access to management development programmes 
for our female population. 

Our attendance at Aurora programmes has been increased to four 
participants per year, excluding the initial COVID-19 period. In 
addition to Aurora, we have fully engaged with the University’s 
Aspiring Manager, Manager, and Leaders’ development 
programmes. UoE Leadership and Management Programmes | The 
University of Edinburgh. Since 2019, 70 females from our campus 
have attended these three main University programmes. In addition, 
we have offered programmes from additional external providers (e.g. 
Dare to Lead), which have been attended by over 40 members of 
leadership teams.   

 

Ongoing 1.3b: Engagement with IAD  

The Easter Bush Campus CDC is actively engaged with the 
University’s Institute of Academic Development (IAD). We regularly 
share information about available training programmes and highlight 
those specifically beneficial for women seeking career advancement. 
Despite not achieving the desired increase in Annual Reviews, this 
engagement has contributed to positive feedback in the interim 
survey 2024: 79% of staff feel supported by their line manager in 
career development, and 65% find the feedback on their career 
development through performance reviews useful. When analysing 
answers based on gender, there was no statistically significant 
difference between men and women respondents (Appendix 1.3).  

 

Ongoing 1.3c: Encouragement to take up career development 
opportunities   

The 2023 staff survey reflected a disappointing decrease in 
responses to the question “I am encouraged to take up training and 
development opportunities,” with only 60% positive responses. This 
may be attributed to the impact of COVID-19, which significantly 
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for Advanced Studies in the Humanities at the University of 
Edinburgh recently culminated in an international event titled, 
‘Change the system, not the women: women’s academic leadership 
in STEMM’ In addition, members of the CECC, CDC and EDI 
committees sit on University and College-level committees, as well 
as the University Senate, to promote cross-collaboration and to link 
our Campus activities with the wider community. 

 

Progress 7.1e: Increased engagement with press and publicity 

Our Beacon days have been well received locally and nationally. 
Several press articles have been published, including:  

 

MRCVSonline | Edinburgh University group inspires future women 
scientists 
 

The Underrepresentation of the Majority: Women in Veterinary 
Medicine | GENDER.ED | GENDER.ED is a cross-University hub for 
gender and sexualities studies from an interdisciplinary perspective 
 

International Day of Women and Girls in Science - Bulletin 
(ed.ac.uk) 
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Course  Date  

Working effectively with Industry  17/09/2024  

Conferencing and Networking  28/08/2024  

Negotiation Skills for Researchers  28/05/2024  

Wrangling your Workload  01/05/2024  

Productivity at home  23/11/2023  

Change and Cultural Change  01/11/2023  

Research management  12/10/2023  

Research Strategy and Vision  13/09/2023  

Narrative CV  05/09/2023  

Neurodiversity & Co-occurring Conditions  05/06/2023  

Neurodiversity & Autism In the Workplace   12/04/2023  

Stress and Resilience  15/02/2023  

Make the Most out of your Postdoc  07/02/2023  

Impostor syndrome workshop   25/01/2023  

Autism awareness session    05/12/2022  

Ideas2Impact event: Academia vs Industry    23/11/2022  

Grant writing course   01/11/2022  

Annie Fenwick visit to exchange ideas on gender equality  08/08/2022  

Challenges, innovation and careers in the poultry sector  11/07/2022  

Postdoctoral society trip to Firbush   01/05/2022  

Science and ethics through film  23/03/2022  

International Women’s Day Seminar ( )   02/03/2022  

International Day of Women and Girls in Science   11/02/2022  

Managing teams and collaborations  20/07/2021  

Being a self-advocate  06/07/2021  

Strategy and vision for Early Career Researchers  30/06/2021  

Careers beyond Academia  22/06/2021  

Career paths of women in science  10/06/2021  

Giving effective feedback  07/06/2021  

MultiMind Challenge  27/04/2021  

Introduction to public engagement  25/03/2021  

Coaching through Covid  04/12/2020  

Consultancy: how can I benefit from it?  16/11/2020  

Eureka! I have an invention…  now what?                              05/10/2020  

Unconscious bias awareness  01/09/2020  

Mental health and home working  27/08/2020  

Translational research  03/08/2020  

The secret lives of working dads  26/05/2020  

Team dynamics  15/05/2020  

BBSRC translational funding  05/05/2020  

Marketing: Strategy & tactics for success  28/02/2020  

Marketing: Why is it important to me?  07/02/2020  

Emotional Intelligence  17/01/2020  

Ease the load  19/11/2019  

Getting what you want from your career  11/11/2019  

Making the most of your postdoc  11/11/2019  

Converge Challenge  01/11/2019  

What is REF and what does it mean for me?  28/10/2019  

Support for translational research  25/10/2019  

ERAMUS+ for staff  10/10/2019  

Seven principles of relationship management  27/09/2019  

Queering science: the importance of LGBTQ+ diversity   04/09/2019  

Collaboration & careers with Industry  27/06/2019  

Understanding paternal mental health  23/06/2019  

Careers beyond academic research  21/06/2019  

Focus, plan, attack!  30/04/2019  
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Coaching for Success  25/03/2019  

Digital Footprint training  13/03/2019  

Enterprise drop-in and info sessions  11/03/2019  

International Women's Day seminar  07/03/2019  

Work/Life balance coffee & cake  06/03/2019  

Grant writing course  22/02/2019  

Mini-symposium on BBSRC Discovery Fellowships  06/02/2019  

Visit by the Digital Skills Team   24/01/2019  

Principal's medal at graduation ceremony  30/12/2018  

 
Table D: Courses organised by the CDCs/CECC relevant to delivery of Silver Action Plan 
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Methodology of Implementation, Action and Evaluation 

The CECC holds the primary responsibility for executing the Action Plan and updates the SET on its 
progress. The CECC includes members from all pertinent staff committees, such as the CDC and EDI 
committees. Their mandate is to foster active staff engagement to improve the overall staff experience, 
routinely review staff feedback and opinions, and utilise these insights to develop impactful campus-wide 
initiatives. Additionally, the CECC ensures that any significant concerns are communicated to the SET, along 
with recommendations or suggestions for remedial actions.  

Going forward, two Athena Swan sub-groups will work to realise the actions in the FAP and report to the 
CECC. One subgroup will focus on quarterly data analysis of the compulsory datasets (Appendix 2) and 
survey data (Appendix 1). A second subgroup will work with the CDC, EDI committees and College 
committees to monitor progress against the FAP and review timescales as required. This sub-group will 
work closely with the CECC to carry out additional actions that may arise and revise the FAP accordingly. 
We will assess progress and the effectiveness of these actions through quantitative analysis of survey and 
engagement data, as well as qualitative analysis from focus groups and free-text survey comments. 

 
Reflection on Amber Progress  

Over 80% of the action points in our Silver Action Plan were completed as evidenced by green status.  

We recognise that significant barriers have hindered the full implementation of some action points. A critical 
area for improvement over the next five years is the thorough analysis of local and University-wide surveys, 
alongside data on staff and student numbers, grades, applications, and promotions, with a specific focus on 
gender and other characteristics to evaluate intersectionality. Timely feedback is essential for enabling 
effective interventions, action implementation, and ongoing monitoring of the Action Plan. To ensure this, 
regular CECC meetings (every two months), overarching CDC meetings (quarterly), and updates to/from the 
SET through the R(D)SVS Associate Dean for EDI (quarterly) will be key moving forward. This collaboration 
will be seamless between the Vet School and the Roslin Institute, in recognition of our shared values and 
Easter Bush community, and in anticipation of a joint Gold Athena SWAN submission in 2027.  

Additionally, increasing the frequency of data and metrics analysis, as well as conducting quarterly meetings 
with two joint Easter Bush Athena SWAN subgroups, will strengthen the effectiveness of delivering the FAP. 
These subgroups, alongside the CECC, will serve as our core Self-Assessment Team (SAT). 

Another priority is understanding why survey responses differ between genders, age, grade and job type. To 
address this, we will collaborate with teams and consultancy groups to develop focus groups, gather 
qualitative data and guide targeted initiatives. 

 

Barriers to Implementation 

The most significant barrier to implementing our Action Plan was the COVID-19 pandemic. Teaching across 
the University transitioned entirely online. While the shift to virtual learning allowed for the continuity of 
education and originality in content development, practical hands-on training, especially for clinical year 
students, was significantly affected. To mitigate this, clinical educators operated in small, isolated bubbles to 
ensure that essential clinical teaching was minimally disrupted. The nature of this arrangement limited 
flexibility, particularly for staff with caregiving responsibilities, which may have disproportionately affected 
women. This likely contributed to the lower levels of career satisfaction and progression for some. 

Overall, analysis of survey responses between 2018 and 2023 revealed a reduction in positivity across 
themes: this likely reflects the Covid-19 pandemic, cost of living crises etc. While we managed to adapt and 
innovate in some areas, the pandemic inevitably diverted focus from certain strategic goals, including aspects 
of our Silver Action Plan. It also had a major impact on staff and student mental health and wellbeing. The 
long-term effects of the pandemic on our success, as measured by publication rates, grant applications, and 
other professional measures, are not yet apparent. We will address potential impacts on applications for and 
success in promotions in the FAP, especially where gender-based and caregiving responsibilities, or other 
inequalities, intersect.  



   

 

50 

 

Main Learnings and Outcomes 

 

1) Data Collection, Analysis and Self-Assessment can be improved 

Our current ability to identify potential areas of bias in detail remains limited, a challenge compounded by the 
implementation of the new data collection system. This situation underscores the necessity for continuous 
refinement of our data collection processes to enhance our capacity for thorough analysis and self-
assessment. While we can quantify gender inequality, assessing the nuances of intersectionality presents 
challenges that we aim to address.  

The COVID-19 pandemic significantly impacted our self-assessment of progress toward the Action Plan; 
however, recent structural changes, including the establishment of the Campus Experience and Culture 
Committee (CECC), and the appointments of the R(D)SVS Associate Dean for EDI and School Culture and 
Engagement Manager, have strengthened our framework for implementation and evaluation. We are re-
establishing our self-assessment teams to meet regularly, providing feedback to the CECC, which will 
oversee action implementation in collaboration with the SET.  

 

2) Gender inequality persists 

While gender representation among our academic staff has improved, inequality remains, especially at the 
professorial level. This is striking given the global increase in female representation in the veterinary 
profession over the past 30 years. The trend extends to our professional services, particularly veterinary 
nursing, which is largely female-dominated. Further research is needed to attract more male nurses and 
veterinary students, potentially in collaboration with the RCVS. 

Although academic promotion success rates for men (100%) from 2019/20 to 2023/24 are high, women’s 
success rates are lower (87-94%). This disparity raises questions about the small number of male applicants 
and the potential existence of gender discrimination. The impact of the COVID-19 pandemic has also 
hindered our focus groups aimed at addressing promotion and career advancement strategies; however, we 
have implemented new initiatives through our Career Development Committees (CDCs) and our commitment 
to the annual Academic Promotions Workshop. 

Recent survey results show a decline in training and development satisfaction. This decline is likely 
attributable to the restrictions imposed by COVID-19 on access to training events. While perceptions of career 
progression are similar across genders, women report more support (54%) compared to men (44%), who 
also feel they receive less useful feedback. This indicates a need for equitable mentorship and development 
opportunities. Addressing these disparities and improving support for transgender staff will be essential 
moving forward. 

 

3) The importance of career development through training, mentoring and promotion 

Previous surveys and external reports highlighted gaps in understanding promotion policies and flexible 
working options. To address this, we have ensured that information about the promotion process and flexible 
working is widely disseminated. The 2024 interim survey showed that 80% of respondents feel their role 
allows flexible working, but only 53% believe promotion decisions are fair, indicating that further efforts are 
needed to enhance transparency in this area. 

We have made significant strides in providing a wide range of training opportunities for our staff and 
postgraduate students (Table E), and we remain committed to continuing these initiatives.  
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4) Wellbeing, and widening our support for this, is crucial 

There is growing evidence of the significant impacts of neurodiversity among our staff and students, 
highlighting the need for appropriate adjustments. This includes addressing gender and culture-related 
inequalities in the diagnosis and disclosure of neurodiversity. We also recognise the growing impact of 
socioeconomic inequity, particularly among students and staff at lower pay grades. To enhance our mental 
health initiatives, a campus-wide Mental Health and Wellbeing committee coordinates communications and 
training programmes. 

 

5) Culture is improving but barriers continue to impact our staff and students 

The 2019 Culture Builders research highlighted the need for a deeper understanding of how our institutional 
culture impacts both staff and students. While subsequent group and one-to-one discussions led by Culture 
Builders did not initially identify major concerns, analysis of the 2024 Interim Staff Survey (Appendix 1.3) 
revealed persistent gender-based differences in experiences of bullying and harassment. These findings 
have remained consistent with results from the 2018 and 2023 surveys, indicating limited progress in 
addressing these issues despite previous initiatives. This underscores the need for broader institutional 
change.  

To address these challenges, we plan to increase engagement with the University Behaviours Charter 
(included below), ensuring all staff and students are aware of this resource and the support it offers. Additional 
training will continue to be provided for all staff, including essential programs like "Don’t Cross the Line" and 
"Dare to Lead," which have already been introduced for managers. The current co-creation activities to 
develop the School’s new Strategic Plan 2025–30 has undertaken workshops with staff to identify core values 
and behaviours for the campus and the future communication and delivery of the plan will offer an additional 
approach to allow us to reinforce expectations on our values and behaviours.  

 

behaviours_charter.p

df
 

PowerPoint Presentation (Behaviours Charter link) 
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2.2  Key priorities for future action 

We have thoroughly reviewed our data to assess progress on our current Silver Action Plan and to identify 
areas for further development. We have used this analysis and our main findings over the previous award 
period, in addition to 2023 and 2024 survey data, to identify five key priority areas.  
 
Key Priority Area 1: Data Collection, Analysis, and Self-Assessment 
 
We will conduct biennial surveys in 2026 and 2028, incorporating Athena SWAN-specific questions during 
the years when University-wide staff surveys are not held. Vet School-specific data from the University staff 
surveys in 2025, 2027, and 2029 will also be analysed to track progress. All survey outcomes will be 
evaluated with a gendered lens, enabling the CECC and CDC to refine and adjust the Future Action Plan 
(FAP) as needed. 
 
The SAT will collaborate with HR partners to enhance the analysis of intersectionality and other protected 
characteristics alongside gender, ensuring a more comprehensive understanding of equity challenges. 
Additionally, we will improve the tracking of onward destinations and career progression for staff 
through exit interviews and student success rates. 
 
We will conduct regular assessments of all available data—spanning surveys, gender balance, promotions, 
and postgraduate student metrics—across pay grades and job types. To further our commitment to diversity, 
we will maintain gender balance on the SAT while increasing representation from BAME and LGBTQ+ 
communities. 
 
Data will be presented annually at the new CECC Symposium to foster engagement, promote 
transparency, and encourage wider dissemination across the organisation. 
 
 
Key Priority Area 2: Addressing Gender Inequalities 
 
Our findings highlight persistent gender inequalities, particularly regarding the underrepresentation of 
females in senior academic roles and specific grades. Despite improvements in gender representation, 
inequities remain, notably at the UE10 level. Promotion application and success rates reveal gender 
imbalances, with women’s success rates ranging from 87-94%, compared to 100% for male applicants 
between 2019/20 and 2023/24. This disparity suggests a need for focused action to understand and address 
the barriers women face in advancing their careers. 
To tackle these inequalities, we will establish a series of initiatives including workshops and training 
courses designed to explore the reasons behind the gender gaps in promotion and senior representation. 
These initiatives will also include a Library of successful promotion applications, and tailored mentoring and 
career development programs to support staff in navigating the promotion process. We will also examine the 
effectiveness of our recruitment practices and make adjustments to ensure they promote diversity and 
inclusivity. 
 
A working group will be formed, comprising female members of the Vet School Executive Team Team 
(SET), the Culture & Engagement Manager, and staff from UE08 and UE09 grades. This group will focus on 
identifying barriers to career progression and perceptions of the promotion process. Through internal 
workshops, we will investigate whether the gender disparity in success rates reflects broader issues such as 
the disproportionate impact of the COVID-19 pandemic on female staff. Where necessary, additional 
coaching, leadership training, and mentoring opportunities will be made available (see Key Priority Area 3). 
 
In terms of flexible working, we will conduct a review of policies related to parental and adoption leave, with 
a focus on supporting those returning to work after career breaks. We will improve communication to 
increase awareness of these policies, particularly amongst younger members of staff and those at lower 
grades.  
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Furthermore, several future actions will address key challenges at various stages of the career pipeline for 
women, with an emphasis on nurturing female talent into senior roles. We will also improve recruitment 
strategies to attract more women externally. In addition, a series of interactive sessions will be held for 
staff interested in transitioning between Professional Services (PS) and academic careers. These sessions 
will feature insights from staff who have successfully made these transitions, providing guidance and support 
for others considering similar paths. 
 
A local survey, planned for late 2025, will gather insights into training requirements.  Early discussions 
suggest a preference for secondment opportunities in areas such as research operations and scientific 
services. This feedback suggests that case studies or interactive sessions between Professional Services 
(PS) and academic staff would likely be well-received. Future surveys will analyse responses related to 
training needs by gender to identify any disparities (see also Key Priority Area 3). 
 
 
Key Priority Area 3: Career Development and Training 
 
Our focus on career development and training will enhance mentoring opportunities and promote a more 
equitable environment. We will expand our mentoring program by training additional mentors, with a 
specific aim to increase the representation of male mentees to achieve a balanced cohort. The Career 
Development Committees (CDCs) will identify additional training needs for staff across academic, technical, 
and professional services roles, ensuring diverse representation within each committee. Prioritising 
mentoring and training for both mentors and mentees will be essential for the growth of academic and 
professional services staff. 
 
To support promotion applications, we will organise workshops and targeted support sessions for all staff, 
ensuring that resources are accessible and equitable. Additionally, we will facilitate recruitment and 
promotions workshops tailored to the needs of academic and professional services staff.  
 
Key Priority Area 4: Promoting Wellbeing and Inclusivity 
 
The impact of gender on discussions surrounding mental health issues and the diagnosis and support for 
neurodiversity needs further assessment. We recognise that stigma and barriers to disclosure can 
significantly affect staff and students, and we are committed to implementing robust support mechanisms. 
 
To strengthen improving mental health initiatives, we will increase the number of trained mental health 
first aiders on campus and provide comprehensive training for all line managers to ensure they are equipped 
to support their teams effectively. Additionally, we will host workshops specifically addressing men’s mental 
health issues, recognising the unique challenges faced by this demographic. Our peer-support network will 
continue to thrive, providing safe spaces for open conversations across campus. 
 
We will identify neurodiversity champions who will advise the Culture and Engagement Committee on 
Culture (CECC) and the broader community, and we will create dedicated quiet spaces and provide 
specialised equipment as necessary. Training will be offered for all staff and students, as well as those 
involved in recruitment processes, to foster a more inclusive environment. 
 
Survey responses indicate that while female staff generally report positive experiences in managing work-life 
balance, there remains room for improvement, particularly in understanding the gender disparities in these 
perceptions. To support this, we will develop tailored resources for individuals returning to work from 
parental or career breaks and ensure that we meet the needs of LGBTQAI+ and BAME communities. 
 
Furthermore, we will host menopause workshops for all staff and actively contribute to the continued 
promotion and evolution of a comprehensive menopause policy in collaboration with the University. 
 
In addition to these initiatives, we will enhance communications to increase awareness of our trans equality 
policy.  We will review reasonable adjustments for staff and students and conduct disability building 
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reviews (especially changing facilities for surgery within our hospitals) to ensure our environments are 
supportive and inclusive for all. 
 
Key Priority Area 5: Fostering a Positive Workplace Culture 
 
Our findings underscore the persistent challenges around bullying and harassment, and a general lack 
of satisfaction with how such issues are addressed. Despite previous efforts, survey results indicate that 
gender-based differences in experiences of bullying remain, and many staff still express low confidence in 
the current mechanisms for handling these concerns. We will introduce tools for anonymous reporting, 
including an online suggestion box, to ensure staff have a safe and confidential way to voice their concerns.  
 
In line with the University of Edinburgh’s dignity and respect policy, we will actively promote the University 
Behaviours Charter as a guiding framework for setting cultural expectations. This includes increasing 
staff and student engagement with the Charter, ensuring all members of the Vet School community are aware 
of the values it upholds.  
 
A key element of our strategy will also involve strengthening communication around the reporting 
mechanisms and increasing the visibility of existing resources, such as the safe space on campus, where 
individuals can raise concerns.  
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1.2 

 

Streamline data collection and 
conduct more granular analysis of 
data on job grades (academic, PS), 
promotions, application success 
rates 

In order to effectively carry out a 
continuous process of self- assessment 
and improvement, we need to improve 
the granularity of the data being made 
available. This will reduce the burden on 
our data analysis team and allow us to 
identify areas for targeted intervention 
and changes to the FAP as required. 
This will also allow us to assess 
intersectionality. 

• Adjust recruitment and interview data collection 
processes to enable easier reporting (by 
2025). 

• Report data for each grade rather than 
including two grades together in some reports 
(e.g., UE06/07 and UE08/09). 

• Add role type for PTO staff for overall 
distribution across grades as well as genders, 
and for application and success rates for 
recruitment and promotions. 

• Devise and implement core EDI data questions 
for grant applications, recruitment and 
promotions (by 2025).  

• Review the exit interview and leaver’s survey 
to allow recording of onward destinations 
(2025). 

Culture and Engagement 
Manager 

HR Manager 

RI DD (Culture & 
Diversity); R(D)SVS 
Associate Dean for EDI  

Data analysis can provide 
detailed assessment across 
grades, job types and account for 
gender as well as enable analysis 
of intersectionality (2025). 

Accurate reporting of leaver’s 
information for staff and students 
(2025). 

Share good practice for EDI 
monitoring questions for grant 
success, recruitment and 
promotions (by 2025). 

1.3 

 

Improve training data collection and 
monitoring 

For compulsory training courses e.g., 
unconscious bias, it has been difficult to 
accurately record whether staff and 
PGR students have completed the 
training. This has traditionally relied on 
individual training records. 

• All staff to undertake compulsory training 
courses via the UoE LEARN system (each 
year starting from August 2024) and devise 
mechanisms to send annual training reminders 
and ensure compliance (by 2026). 

• Review training data annually and monitor 
effectiveness of new system. 

RI DD (Culture & 
Diversity); R(D)SVS 
Associate Dean for EDI 

Culture & Engagement 
Manager 

HR Manager 

In each reporting year >90% 
completion rates for unconscious 
bias training. 

In each reporting year >90% 
completion rates for other EDI-
related mandatory training 
courses. 

1.4 Run regular self-assessment of the 
data 

Regular analysis of the data by the data 
analysis team/SAT will allow us to 
identify trends that require actions to be 
implemented through the FAP, or where 
the FAP requires modification. 

• Data to be made available via a Sharepoint 
site that can be accessed by the self-
assessment team (twice annually). 

• Data analysis team/SAT to meet to review the 
data for gender-based trends (or other trends 
related to protected characteristics where the 
data is available). Report to CECC and use the 
analysis to inform and adjust the action plan 
where needed. 

HR Team 

SAT 

Self-assessment conducted and 
highlights/areas for 
implementation reported to CECC 
and to SET bi-annually. 
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1.5 

 

Monitor progression and attainment 
of students 

There is overrepresentation of women, 
particularly in the undergraduate 
veterinary and nursing populations. This 
is reflective of the profession as a 
whole.  

• Monitor student attainment rates, implementing 
actions to further support for male students if 
deemed necessary (annually). 

• Investigate barriers to female DVetMed student 
enrolment (end 2026).  

• Engage with RCVS, Vet Schools Council and 
other UK Vet Schools to lead work into 
understanding why men are less likely to 
become veterinary surgeons and nurses 
compared with women (end 2026).  

Head of PGR and PGT 

RI DD (Culture & 
Diversity); R(D)SVS 
Associate Dean for EDI 

Where PGT courses are run 
equal numbers of male and 
female passes, merits and 
distinctions. 

Perform body of research on 
barriers to women applying for 
residencies in collaboration with 
other leading institutions (‘ECVS 
surgical training and parental 
leave: what is the current 
landscape and what can we learn 
to ease the transition?’ planned in 
collaboration with ECVS and 
RCSed for (2025-2026) 

Raise awareness of the Staff 
Scholarship scheme (end 2025). 

Gather data for numbers 
undertaking Staff Scholarship 
awards (by 2026) and add data 
for analysis by the SAT.  

1.6 Maintain balance on the SAT and 
CECC 

The SAT and CECC will review the FAP 
taking into account findings from the 
survey(s) and data provided by the data 
analysis team. The CECC is a large 
committee and represented currently by 
LGBTQAI+, BAME and neurodiverse 
individuals. Currently the balance of 
genders is ~50%.  

 

• Maintain gender balance and representation of 
LGBTQAI+, BAME and neurodiverse 
individuals on committees. 

• Succession planning and recruitment of new 
members according to the ToR should take 
into account overlap of roles so that there are 
not gaps in analysis due to members leaving or 
changing roles (review ToR for all committees 
in 2026 and 2028). 

CECC 

SAT 

Review of CECC and SAT 
membership and recruitment of 
members as required. 

Maintain representation of 
LGBTQAI+, BAME and 
neurodiversity on CECC, and 
equal gender balance across 
committees. 

Succession planning for 
members, particularly for Chairs 
(by 2026). 
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underlying this including potential 
disparity in the impacts of the Covid-19 
pandemic and put in place support 
strategies. 

 

• Devise a series of interventions based on the 
findings of the focus groups and individual 
discussions including further training, mentoring 
or additional support e.g., coaching or carers 
support (2025, 2026). 

• Run a series of short talks and publish case 
studies of individuals who have successfully 
been promoted or employed into senior roles. 
Particular focus will be placed on aspects of 
work-life balance (2024-2026). 

• Utilise role models and offer mentoring from 
SET or other females from across our network 
(ongoing). 

• Improve and embed AS ethos and our inclusive 
and family friendly culture on our 
website/recruitment pages (to increase 
applications), (2025). Monitor and update 
website annually.  

• Dissect data relating to time in post and/or time 
following promotion  

students from role models in 
senior positions. 

Increase the number of external 
applications to SL/reader and 
Professorial positions from 
females by 20%. Increase 
internal applications for 
promotion to UE10 by at least 2 
per year. 

 

Create a Sharepoint resource of 
successful promotion 
applications and CVs from 
recent years, with the 
opportunity for interested parties 
to connect with recently 
promoted individuals and 
develop mentor/mentee 
relationships. 

 

  2.2 Address gender inequality in staff 
members under the age of 26  

 

Improve gender balance and understand 
career progression for younger staff at 
the Easter Bush Campus 

Further assessment of the very strong 
female bias is required, and to further 
dissect the data to understand 
progression of our young staff within 
UoE and their onward destination as 
leavers. 

• Survey staff under the age of 26 to assess 
support, engagement, and progression (2025).  

• Engage with Ruth Kelling, an Investors in Young 
People Practitioner who will run the survey and 
provide us with a report (2025).  

• Ruth Kelling (IiYP) will run a session for all staff 
responsible for recruitment on attracting young 
people to the workplace (2026) 

• Monitor EDI characteristics and onward 
transitions of young staff members by survey 
and at exit interviews (as required). 

COO 

RI DD (Culture & 
Diversity); R(D)SVS 
Associate Dean for EDI 

 

Enhanced recruitment of male 
staff under 26 (targeting 10% by 
2028), improved career 
progression tracking, and 
increased retention of young 
staff. 
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to women.  Additionally, men are less 
likely to be shortlisted and appointed 
compared to the number of male 
applicants. This highlights the need to 
ensure fair recruitment processes, equal 
access to feedback, and support across 
genders.  

While our current data does not enable 
sufficient granularity to identify specific 
numbers of BAME or LQBTQAI+ 
applicants we know that these numbers 
are low.  We therefore aim to increase 
the number of applications regardless of 
protected characteristics. 

 

 

• Design and implement observer’s programme 
so that individuals from CECC or CDC 
branches to observe the recruitment process, 
from shortlisting to interview, to improve 
confidence in decision making processes, 
report to SET (by 2027) 

• Review the essential criteria for academic and 
clinical roles, focusing on transparency and 
fairness in shortlisting (by 2025). 

• Add EDI selection criteria into job descriptions 
and monitor using EDI core questions (2026) 

• Implement mentorship programmes to improve 
career support and ensure access to feedback, 
regardless of gender (by 2026). 

• Run focus groups to understand why the 
proportion of women in residencies does not 
mirror the proportion of women undergraduates 

 

 Increase in male staff feeling 
supported in their career 
development to match female 
staff responses (by 2026). 
Increase in women applying for 
UE10 roles by 20% (by 2028). 

Increase in women appointed as 
residents by 10% (by 2028). 

 
Improved gender balance and 
increased representation of 
under-represented groups in 
recruitment. 

Publication of work exploring the 
effect of parental leave on 
residents.  

 

 

 3.2 Improve communication, support and 
transparency of the promotion 
process for academic and PS staff 

Our surveys, including the external 
survey run by the Culture Builders 
(Appendix 1) highlight that not all staff 
are aware and understand the 
promotion processes. A lack of 
transparency in selection criteria was 
identified as an area of concern.  

 

 

 

• Continue to hold workshops for promotions 
across all academic grades, ensure these are 
communicated across campus by multiple 
methods, and that materials from these can be 
accessed online (annually, at least one month 
before promotion application deadlines) 

• Collate feedback on local annual promotions 
workshops and continually improve based on 
feedback to increase awareness/understanding 
(annually). 

• Ensure promotional materials and recruitment 
and selection follow best practice in terms of 
equality and diversity (2025). 

• Continue to run internal events such as the 
promotions workshop and “Pathways to 

Senior HR Advisor 

RI DD (Culture & 
Diversity); R(D)SVS 
Associate Dean for EDI 

 

Improvement at survey in 
respondents who are aware and 
understand the promotions 
process to >80%. 

Positive feedback from 
promotions workshops and 
alterations to the support 
provided as required through 
qualitative feedback assessment. 
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Professor” to support staff with promotion 
paperwork (annually). 

  3.3 Enhance the induction process and 
improve on-boarding for all staff and 
PG students 

The induction processes are viewed as 
beneficial for new starters and will also 
be important for those returning after 
extended leave or career breaks where 
re-induction is required. 

Our induction handbooks need 
refreshing and updating on a regular 
basis to reflect changes in committees 
and policies (etc.), particularly in clinical 
areas 

 

• Revise the induction process for staff and PG 
students (early 2025) and continue to hold 
induction events each month 

• Create and implement re-induction process for 
staff returning to work after extended leave 
(2025). Monitor effectiveness of re- induction 
through interviews following people’s return to 
work and review suggestions for improvement. 

• Instigate a ‘buddy’ system for those returning to 
work to help with re-integration into the 
workplace after a career break (2025). 

• Reinstate a carers fund to help returning staff to 
overcome barriers to returning to work (2025) 

• Update induction handbooks. Make these 
available online (by early 2025) and update 
annually. 

Culture and 
Engagement Manager 

Head of PGR 

Postgrad/postdoc 
committees with CDCs 

 

Staff survey and local feedback 
surveys following induction 
indicates that 100% of all staff 
agree that they have received an 
appropriate induction for their 
role. 

Returning staff feel supported 
through the re-induction process 
and buddy system (assessed by 
individual feedback; where 
appropriate embed into mentoring 
discussions).  

Regular updates have been made 
to the handbooks. 

  3.4 Continue to build and extend the 
mentoring system 

Mentoring (e.g. CLAN, HEA-based 
mentor/mentee programme etc), is 
highly valued by our staff. More females 
than males are signed up as mentees 
and the schemes are very focused on 
academics: we wish to extend the 
programmes across both academic and 
PS staff. Provision of training for 
mentors and assessment metrics need 
to be initiated. 

PGR and PGT students in some 
programmes (e.g., those funded by 
Wellcome Trust) have pastoral mentors 
assigned as part of their thesis 

• Further develop guidelines for the mentoring 
scheme for mentors and mentees (by early-
2025). 

• Carry out mentor and mentee training, we will 
engage with an external trainer for this who 
provides mentoring training for several 
professional societies (biennial in late 2024, 
2026, 2028). 

• Run a workshop in November 2025 to showcase 
the mentoring scheme and gather feedback from 
mentees and mentors to identify ways to 
improve and extend the schemes, and to 
broaden out the pairings e.g. to more CRAs and 
PS staff.  

 

• Promote the mentoring scheme internally 

CDCs 

 

All staff have been made aware of 
the mentoring scheme and >70% 
report awareness in surveys. 

Increase mentoring partnerships 
by a further 20%. Improve gender 
balance in mentees 50%. 

Deliver training to all existing 
mentors by mid-2025. 

Encourage more engagement with 
the mentoring scheme across PS 
and technical staff. Increase from 
one mentor/mentee pair to five 
within two years, and to ten by the 
end of the 5-year Silver award 
period.  
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committee, we will investigate whether 
this can be embedded across all our 
PGR and PGT programmes. 

through our committees and intranet to 
encourage mentors and mentees to sign up to 
the schemes 

• Monitor the balance of mentors and mentees 
using EDI core questions to ensure appropriate 
representation.  

• By survey and individual feedback monitor 
success of the scheme. Success measures to 
be agreed by the mentor-mentee pairs as part 
of the initial meeting as these will differ 
between academic and PS staff. Carry out 
surveys and gather feedback in November 
2025 and November 2027 (two and four years 
into the scheme). 

• Host a bi-annual event to celebrate and 
promote the success of the scheme (2025). 

• Carry out an internal, informal survey of PG 
students to gauge interest and perceived value 
of pastoral mentors in addition to the supervisor 
and thesis committee arrangements already in 
place (March 2025). 

Positive evaluation results from 
post-mentoring feedback survey 
with >70% staff reporting positive 
outcomes from the mentoring 
process (for both mentees and 
mentors). 

More than 85% of mentees and 
mentors report positive feedback 
on the scheme.  

Feedback gathered on the 
importance and impact of pastoral 
mentoring for PG students 
through informal discussion at 
Thesis Committee meetings. As 
required implement pastoral 
mentors for all PG students.  

  3.5 Continue to develop and deliver a 
series of career focused events, 
training and workshops for staff and 
PG students. 

Our CDCs have implemented a highly 
successful series of training events over 
the last 5 years (Table D) and some 
future events are already planned. We 
will continue to engage with staff and 
students through our committees to 
define an exciting campus-wide 
programme for the next 5 years, in 
collaboration with the RI.  

• Ensure that planning is a standing item on the 
agenda for each CDC branch (ongoing). 

• Ensure good communication through the 
overarching CDC to ensure that training and 
events are balanced for staff at all grades and 
job types, and for PG students (ongoing). 

• Ensure good communication continues 
between PG committees and the CDCs/CECC 
to prioritize courses and events (ongoing). 

• Secure a budget for externally provided training 
(by end 2025) 

• Work with the Communications Manager to 
advertise courses and events, and provide 

CDCs 

Postdoctoral and PGR 
committees 

 

At least 4 career- focused 
workshops per year will be 
offered to staff. 

Staff survey results show >80% of 
students and early career staff feel 
well supported and have access 
to useful career related events. 

The website is updated regularly 
with details of upcoming events, 
and short reports of successful 
events. 
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(by end 2025). 

4.2 Ensure we are supporting our 
LGBTQAI+, BAME and 
neurodivergent staff and students.  

We need to improve our EDI monitoring 
(see above) to gain a clear picture of 
our staff and students with protected 
characteristics other than gender, and 
to make adjustments for neurodivergent 
individuals.  

 

• Provide advice on including pronouns in email 
signatures (early 2025). 

• Encourage staff to become BAME and LGBT 
allies through increased communications and 
the EDI race equality subcommittee (2026). 

• Provide training for all staff and students on 
neurodiversity awareness, extend availability of 
current training courses offered by Auticon. 
Identify neurodiversity champions and establish 
network (by 2028). 

• Implement training for managers and recruiters 
to enable reasonable adjustments for 
neurodiversity to be included e.g., by providing 
interview questions ahead of time and enabling 
flexible interview formats (2025). 

• Where practical make physical changes to 
provide quiet or low-lit rooms and provide 
additional equipment. Signpost to the staff and 
student disability network for further support 
(ongoing). 

• Ensure representation on committees. 

• Liaise with the University’s Disability Office, the 
Learning and Teaching unit, and the R(D)SVS 
Digital Education Unit to ensure that all 
delivered material is as accessible as possible 
(ongoing).  

• Promotion ongoing work with the Learning and 
Teaching department to run annual workshops 
on decolonising and diversifying the curriculum 
(ongoing) 

CECC 

EDI committees 

 

Further BAME and LGBT allies 
identified and ensure 
representation on committees (by 
2026). 

Training and support for 
neurodivergent staff and 
students. 

Additional training for all 
managers and recruiters and EDI 
monitoring in place to allow for 
adjustments to be made. 

Quiet spaces identified and 
modified (if needed) and 
equipment provided. 

Ensure all teaching staff have 
attended training on decolonising 
and diversifying the curriculum  
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4.3 Improve work-life balance. 

The difficulties of balancing work 
commitments with other aspects of life 
is a theme observed throughout our 
surveys and discussions, particularly for 
clinical and academic staff. We aim to 
provide adjustments and devise 
policies to minimise negative impacts.  

We also recognise impacts on students 
of the economic crisis and will increase 
awareness of available support through 
the socio-economic subcommittee of 
our EDI Committee. 

• Run a series of focus groups to better 
understand why some demographics feel that 
their work life balance is less well supported, 
and identify action points to address this 
inequality (end 2025).  

• Ensure that all staff and students are aware of, 
and adhere wherever possible to, the core 
hours policy which incorporates inclusive 
meeting times (10am-4pm) (by end 2024 and 
annual reminders). 

• Encourage staff and students to send emails 
during the working day. Provide guidance 
including at induction on email signatures to 
indicate that individuals have different working 
patterns and replies are not expected other 
than within working hours (by 2025). 

• Consider a ‘right to disconnect’ policy which 
provides guidelines for reasonable 
expectations around working hours and email 
response times (by 2026). 

• Make all staff and students aware of the 
advance payments policy enabling bookings for 
work related travel, courses etc. 

CECC 

RI DD (Culture & 
Diversity); R(D)SVS 
Associate Dean for EDI 

 

At survey a sustained 
improvement in the frequency of 
staff reporting positively around 
work-life balance to >70% by 
2028. 

The majority of meetings (>70%) 
are held within core hours, 
including seminars and training 
courses. 

Further discussion of a right to 
disconnect policy and 
implementation as appropriate by 
CECC.  

Raised awareness of socio-
economic policies through 
communications from EDI 
Committee to all staff (including at 
the annual CECC symposium). 

4.4 Provide support for staff and 
students for the menopause. 

Increasingly, the impact of the 
menopause is being recognised as a 
significant barrier impacting mental 
health and wellbeing. We will run an 
annual workshop to raise awareness of 
the impact of the menopause and to 
provide training for staff and students 
across genders. We ran a menopause 
workshop in September 2024 which was 
very well attended, although the majority 
of participants were female. We will 
continue to offer workshops and ensure 

• Provide menopause training workshop for staff 
and students which will be made available to all 
genders in 2025, 2027. Ensure engagement of 
a wide range of individuals. 

• Promote a regular series of online and in-
demand/recorded sessions (run by College 
MVM HR) for managers titled "Navigating 
Menopause in the Workplace: A Manager’s 
Guide" 

• Work with the University of Edinburgh to revise 
and roll out a menopause policy to allow for 
reasonable adjustments and incorporating the 
requirement for managers to be trained (by 

RI DD (Culture & 
Diversity); R(D)SVS 
Associate Dean for EDI 

Culture & Engagement 
Manager 

Menopause training workshop 
programme implemented. 
Improve participation of males to 
>20% by 2027. 

All staff and students made 
awarecof the Menopause policy 
(by end 2026). Add survey 
questions in 2028 to provide 
metrics on knowledge and 
understanding of the policy. 
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that men feel welcome.  2026). 

4.5 Increase outreach activity to target 
students from under- represented 
groups and widen participation. 

The Easter Bush Science Outreach 
Centre and our PER Manager interact 
with very large numbers of individuals to 
promote our science and engage with a 
wide range of audiences. 

The Skills Lab project involved both PS 
and academic staff and students with a 
wider range of backgrounds including 
those with a non-traditional route into 
science. This project, along with our 
annual Women and Girls in Science 
events, enabled schools in areas of 
socio-economic deprivation and/or rural 
isolation to participate.  

 

• Deliver the Lab Skills activity to a wider range 
of schools selected following an open 
application process: priority will be given to 
schools in areas of socio-economic deprivation 
or rural isolation (by 2026). 

• Staff and students from a wide range of 
backgrounds will be encouraged to take part in 
this and other activities. Increase the proportion 
of staff from PS participating in PER activities 
such as Lab Skills (by 2028).   

• Ensure that the MMI process maintains fairness 
for all candidates, regardless of their gender, 
disability declaration, and contextual admission.  

 

Head of PER 

All staff and PGR 
students 

Percentage of PS/technical staff 
contributing to PER to increase to 
>25% by 2028. 

Continued high reporting of 
positive outcomes for contributing 
staff and students, and target 
audiences. Assessment of 
qualitative analysis including free 
text feedback.  

4.6 Enhance awareness and 
communications on trans equality 
policy 

 

We identified a generational gap in 
awareness of the University's 
transgender policies, especially among 
staff aged 55-65. This requires 
amending to ensure a more inclusive 
environment for trans staff and students. 

• Increase overall communications, regarding the 
University’s trans equality policy, particularly to 
those aged 55-65 (2025). 

• Implement tailored training sessions to raise 
awareness among staff (2026). 

• Review and reword future surveys to ensure 
clarity of transgender-related questions to avoid 
confusion (2025). 

CECC 
EDI committees 

Increased awareness and 
engagement with the transgender 
equality policy among all staff, 
measured via follow-up surveys 
(by 2026). 

Reduction in unclear survey 
responses related to transgender-
specific questions (2026). 

4.7 Review and implement reasonable 
adjustments for disabled staff and 
students 

Ensure that staff and students with 

• Conduct disability building reviews to assess 
and improve physical spaces, particularly in 
surgery-related environments (by 2025). 

• Ensure that reasonable adjustments for 

EDI committees 
Facilities management 
University Disability 
Office 

Comprehensive disability building 
review completed by 2025, with 
improvements implemented by 
2026. 
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5.2 Increase recognition of staff 
contributions and citizenship 

Encouragingly, 77% of 2024 survey 
respondents agreed that they feel a 
sense of belonging, and 71% agreed 
that "people really care about me." 
However, women were less likely to 
respond positively to statements such 
as "People really care about me," 
"Communications are clear and 
relevant," and "I have experienced 
bullying in the past 12 months."While 
the reasons behind these differences 
remain unclear, this pattern is 
concerning. Further exploration through 
focus groups is essential to understand 
the specific challenges faced by women 
and to identify potential actions to 
address these issues. A deeper look 
into departmental or managerial support 
systems and their impact on gender-
specific perceptions may provide 
insight.  

In 2022 and 2023, the Staff and Student 
Recognition Awards were expanded to 
include categories that allowed wider 
recognition of contributions, particularly 
for wellbeing, community, and citizenship. 
Over 15% of total nominations were in 
these categories. 

• Include citizenship as a key area of recognition 
in staff and student awards, promotions and 
appraisals, and student thesis committees (by 
end 2024). 

• Continue the Staff and Student Recognition 
Awards annually, ensuring a broad range of 
categories to celebrate citizenship, wellbeing, 
and collaboration (ongoing from 2024). 

• Focus groups will be conducted to explore 
these gender disparities and identify actionable 
steps to address the specific challenges 
women face (by end of 2025). 

CECC 

All staff and students 

 

Focus groups conducted by 2025, 
with actionable steps identified to 
address gender disparities in 
feelings of being valued. 

All staff and students report that 
EB Campus has a positive culture 
and that they feel valued for their 
contributions. 

Citizenship included as a key 
area of recognition in staff/student 
awards, promotions, appraisals, 
and thesis committees by the end 
of 2024. 

 
Survey respondents report feeling 
valued for citizenship, wellbeing, 
and traditional success measures. 

Increase the numbers of survey 
respondents who feel valued to 
80% by 2025 and 90% by 2029. 

Annual continuation of the Staff 
and Student Recognition Awards, 
with increasing participation and 
recognition (20% of nominations 
by 2026) for wellbeing and 
citizenship categories. 
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