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Word count extension for organisational restructure 

From: Athena Swan <Athena.Swan@advance-he.ac.uk>  
Sent: 24 October 2023 09:24 
To: Wheat, Katie <K.Wheat@tees.ac.uk> 
Cc: Davies, Courtney <C.Davies@tees.ac.uk> 
Subject: RE: Word count - request for organisational restructure allowance 

Dear Katie,  

Many thanks for getting in touch with us regarding this. I can confirm that the forthcoming institutional 
application from Teesside has been granted a 750-word extension in respect of the organisational 
restructure. The additional words are to reflect on the impact of the restructure to your gender equality 
work (e.g. arising from changes to the institution’s staff/student demographic profile, policies or 
context). 

Please include this email at the beginning of the application, and state clearly on the word 
count table where the additional words have been used.  

Kind Regards 

Liz 

Equality Charters Team  

  
 

 
 

 

 

 
 

 
 

 

  

  

  
 

 
 

 

 

  

  



4 
 

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

In Section 1, applicants should evidence how they meet Criterion A: 

• Structures and processes are in place to underpin and recognise gender 
equality work 

Recommended word count: 2500 words 

1. Letter of endorsement from the head of the university (600 words) 

Please insert (with appropriate letterhead) a signed letter of endorsement from the 
head of the university. 
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2. Description of the university and its context (981 words) 

Please provide an introduction to the university.  

A. Overview and context 

Our vision is to be a “leading university with an international reputation for academic 
excellence that provides an outstanding student and learning experience 
underpinned by research, enterprise and the professions”. The university campus is 
based in Middlesbrough, with some business-facing units in Darlington. Teesside 
University (TU) London began enrolling students in Stratford in September 2023. TU 
London has not been included in this application, but board and committee 
structures are being evolved to incorporate the new campus (Fig. 1). 

The Teesside area is a centre for the chemical and process industries. There is a 
developing focus on energy generation, biosciences and digital innovation, which 
builds on the area’s heritage as a pioneering industrial centre with a highly skilled 
workforce. Structural changes in the economy have, however, led to significant local 
deprivation. Based on the UK government’s index of multiple deprivation in England 
(2019), Middlesbrough is in the most deprived 1 per cent of areas, alongside 
Hartlepool, and Redcar and Cleveland. The university plays a leading role in 
supporting the local economy and our research underpins initiatives delivered in 
partnership with the Tees Valley Combined Authority (TVCA) and others.  

As a University Alliance member, we work with other HEIs to transform major 
regions, cities and communities across the UK by: educating the professional 
workforce of the future; providing flexible and responsive R&D to businesses; and 
working to solve the problems facing society. We are recognised for our teaching 
excellence (Teaching Excellence Framework gold since 2023) and are growing in 
research intensity.  

B. Organisational structure 

Teaching is delivered through five academic schools (Fig. 2): School of Arts and 
Creative Industries (SACI); School of Computing, Engineering and Digital 
Technologies (SCEDT); School of Health and Life Sciences (SHLS); School of 
Social Sciences, Humanities and Law (SSSHL); and Teesside University 
International Business School (TUIBS). 

Research is organised under eight research centres aligned to the schools: Centre 
for Applied Psychological Science; Centre for Culture and Creativity; Centre for 
Digital Innovation; Centre for Public Health; Centre for Rehabilitation; Centre for 
Social Innovation; Centre for Sustainable Engineering; and the Centre for 
Biodiscovery (at the National Horizons Centre).  

Figure 3 shows the University Executive Team (UET) and broader University Senior 

Management Team (USMT) comprising all academic and professional senior leads.  



 

8 
 

Figure 1. Academic Board Committee Structure, September 2023 

 

*TU London sub-committees operate as a combined group in alignment with the terms of reference of school sub-
committees. 

Figure 2. Academic Schools and Departments in 2022-23 
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Figure 3. University Senior Management Team (USMT) and Organisational Structure with Leads by Gender 
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C. Key changes since 2018 

The late Professor Jane Turner OBE DL, who was our Executive Equality and 
Diversity Gender Champion and was instrumental in our successful 2018 application, 
passed away in 2021. She had been a significant driver of progress in the early 
Athena Swan (AS) implementation period. Leadership continued at PVC level and a 
new AS Coordinator was appointed in late 2022. The impact of this change is 
discussed in Section 2.  

Figure 4. Schools and Departments in 20181 

 

The configuration of TU’s academic schools and departments has changed since 
2018. The departments of the former School of Science and Engineering (Fig. 4) 
have been reconfigured and those disciplines are now split across three schools 
(Fig. 2). Since our data dashboard is collated at school rather than department level, 
it has been difficult to identify trends in staff and student population during 2018-
2020. Some analyses are therefore restricted to 2020 onwards (e.g. Fig. 9, Appendix 
2) and presentation of figures is not ideal as some staff remained assigned to the 
historic School of Science and Engineering in 2020. [Review and update dashboard 
to capture department-level information, AP2023 E2.1] Actions to update to 
dashboard will also allow us to analyse recruitment data by grade, which has not 
been possible for this application. Figures in Appendix 2 and therefore presented by 
school. 

In August 2023, the Rt. Hon. Baroness Chapman of Darlington, former Labour MP 
for Darlington, was appointed as Chancellor of Teesside University, following the 
appointment of Ada Burns as the university’s first woman Chair of the Board of 
Governors earlier in 2023. These appointments emphasise our commitment to 
equality and diversity, empowering success and supporting strong role models in 
leadership positions. 

  

 
1 STEM (orange) and AHSS (blue) departments indicated, as per previous AS guidelines. 
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D. Gender equality activity 

Gender equality activity forms part of an overall commitment to EDI, as reflected in 
our Teesside 20272 strategy and the expectations of our Values and Behaviours 
Framework3. We have promised to: 

• embrace diversity and actively oppose and eradicate prejudice 

• empower all individuals and teams to enhance their contribution to the future 
aims and strategic direction of the university 

• communicate openly honestly and respectfully at all times 

• take responsibility and demonstrate leadership in EDI. 

 

Figure 5. EDI Governance & Leadership 

 

The work of our Equality and Inclusion Group (EIG) is led by our executive E&D 
champions (Fig. 5). These members of the University Executive Team (UET, Fig. 3) 
act as figureheads for protected characteristics, support the Focus Groups (Table 1), 
and participate in internal and external events. The EIG comprises focus group 
chairs alongside other stakeholders and supports the implementation of the 
university’s equality objectives. Focus groups are formed primarily of staff and 
include student representatives from the elected officers of the students’ union. The 
groups meet regularly and act as a conduit between their members and the wider 
university community.  

  

 
2 https://www.tees.ac.uk/docs/docrepo/about/teesside 2027.pdf  
3 https://www.tees.ac.uk/docs/DocRepo/About/Values%20and%20Behaviours%20Framework.pdf  
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13  Head of Department, 
Humanities and Social 
Sciences, SSSHL 

Issues & key priorities 
Link to SSSHL SAT issues 
& priorities 

14  
 

Lecturer in Business, 
TUIBS 

Issues & key priorities 
Link to TUIBS SAT issues & 
priorities 

15  
 

Lecturer in Tourism & 
Events, TUIBS 

Issues & key priorities 
Feedback on drafts  
Insights from ECR Forum 

16  Postgraduate Research 
Student 

Issues & key priorities 
Feedback on drafts  
Insights from PGR Forum 

 

At the institutional level, the TU Self-Assessment Team (TUSAT) was refreshed in 
early 2023 (Table 3) following the appointment of a new AS Coordinator (see 1.2.C). 
Membership includes individuals who are: men (19%); women (81%); academics 
(38%); Professional, Technical and Operational (PTO) (56%); parents (including with 
experience of parental leave at TU); part-time and flexible workers; visible LGBTQ+ 
allies (from TU Proud4), and those from ethnic majority and minority backgrounds.  

Members are not required to disclose protected characteristics, though some 
information was volunteered by members during the self-assessment. Instead, 
inclusion of different protected characteristics is ensured through consultation with 
E&D Focus Groups, which include members of protected groups and allies (Section 
1.2.D). This minimises the burden on staff/students from underrepresented groups 
and protects the privacy of TUSAT members without restricting the self-
assessments. 

Appointments to TUSAT are made through self-nomination or nomination by 
directors, deans and representative groups. Gender, representation of 
schools/departments and having a range of seniority are considerations in the 
composition of the group, though fewer men are involved than ideal based on the 
population. [Annual review of group memberships and roles, AP2023 E1.2] 

Time for Athena Swan is given through the academic workload framework. For all 
staff, contributions to EDI work are recognised through the Professional 
Development Planning and Review (PDPR) process and annual objectives. 
Contributions can also be recognised through TU’s annual Star Awards, including 
the ‘living our values’ award5. 

B. Summary of the self-assessment process 

Senior leadership for our SATs is provided by the Athena Swan Strategy Group 
(ASSG) chaired by Professor Stephen Cummings, PVC R&I. Members are senior 
representatives from across the university, including the Executive E&D Champion 
for Gender, the Gender Focus Group Chair, and leads of school SATs (Table 4). The 
governance structure of the ASSG is set out in Figure 6, showing direct reporting to 

 
4 https://www.tees.ac.uk/sections/about/inclusivity/  
5 https://www.tees.ac.uk/minisites/team teesside/awards.cfm  
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Gender Focus Group Staff and student 
representatives with an 
interest in gender equality, 
including trade unions and 
school Deans (both male 
and female) 

Receives updates and 
drafts.  
Is consulted on gender 
equality issues. 

Athena Swan 
Strategy Group 
(ASSG) 

See Table 4 Strategic leadership and 
oversight of self-assessment 
process.  
Receives progress updates.  
Provides input to issues and 
key priorities.  
Provides feedback on drafts. 
Reports to UET on behalf of 
TUSAT. 

TU Self-assessment 
Team (TUSAT) 

See Table 3 Meets regularly to review 
progress, discuss data and 
interpretation, identify issues 
and priorities, contribute to 
and review drafts. 

School SATs Staff and student 
representatives for school 
AS applications  

Provide progress updates to 
TUSAT and ASSG.  
Ensure complementarity of 
school and TU 
application/actions. 

Data Working Group Members of TUSAT and co-
opted members from HR 
and Research Enterprise 
Office (REO) 

Collates, analyses, and 
interprets data.  
Prepares data summaries.  

Action Plan Working 
Group 

Members of TUSAT Translates issues and key 
priorities into SMART action 
plan.  
Coordinates input from 
action owners. 

 

Meetings, actions, and file sharing for ASSG, TUSAT and school applications are 
coordinated online. A data working group identifies relevant data sources and 
performs analyses. Findings are uploaded to MS Teams and reported to TUSAT. In 
an iterative process, data are interrogated, and questions developed by TUSAT, 
leading to further data collection and exploration. Meetings of TUSAT are held in 
person and online, using collaborative tools (e.g. Padlet) to include members in 
identification of issues, priorities, and actions. Members can contribute in between 
meetings, supporting inclusivity of the self-assessment process, particularly in the 
summer. 

Where possible, we use data from existing sources, including related accreditation 
and award processes, published reports, and surveys (Table 6). Staff pulse surveys 
were reviewed for trends in organisational culture; however, TU pulse surveys do not 
usually ask sex or gender (minimising burden and enhancing anonymity). Therefore, 
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Section 2: An evaluation of the university’s progress and issues 

In Section 2, applicants should evidence how they meet Criterion B and D: 

• Progress against the applicant’s previously identified priorities has been 
demonstrated 

• Evidence-based recognition has been demonstrated of the key issues facing 
the applicant 

Recommended word count: 3000 words 

1. Evaluating progress against the previous action plan (1709 words) 

Please provide a critical evaluation of your most recent action plan and any other 
actions you have initiated since your award. 

 

A. RAG rated Athena Swan action plan (AP2018) 
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B. Methodology of action implementation, evaluation and iteration 

i. Implementation process 

Following TU’s AS award in 2018, the Athena Swan Implementation Team (ASIT) 
met monthly/bi-monthly until 2021. Until early 2019, meetings focused on 
practicalities of implementation and how ASIT would deliver actions over the 
anticipated four-year period. An awayday was held in March 2019, setting out the 
direction of travel towards whole-institution engagement in Athena Swan, successful 
school applications and a future silver application. A second awayday was held in 
March 2020, after which activity moved online. 

Throughout 2020 (despite Covid), momentum and progress were maintained by 
ASIT. An implementation site on MS Teams and a live action-plan tracker were set 
up to facilitate online interactions and progress monitoring. 

ii. Evaluation and iteration 

Each theme of AP2018 had an owner who provided strategic leadership and 
reported on their theme through the tracker. This provided the AS coordinator with 
an overview of progress against each theme, including where progress may have 
stalled. The tracker informed discussions at ASIT meetings. Theme meetings were 
held before ASIT meetings, and actions and decisions from ASIT were fed back to 
action owners. This process of iteration resulted in 25 new actions during the award 
period. 

Information available to ASIT included HR data reports from TU’s newly established 
Athena Swan dashboard. 

C. Summary of progress 

Figure 7. Progress Against all Actions, 2018-2023 

 

Of 130 actions, 85% were rated green or amber (Fig. 7). Most actions show some 
progress; with only 15% rated red. Red-rated actions include seven new actions and 
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14 original actions. At least half the actions within each theme were rated green (Fig. 
8), with the most successful themes (recruitment, CPD and career development, 
research) having 71-100% green-rated actions. 

Figure 8. Progress by Theme, 2018-2023 

 

D. Barriers and challenges 

i. Covid: Remote working 

In March 2020, all implementation activity moved online. Although this presented 
challenges, such as the discontinuation of awaydays, ASIT successfully navigated 
this by establishing an online site for collaboration and an online live tracker for 
progress monitoring. Without these, the impact would have been more severe. 

Since unprecedented numbers of staff and students worked from home and more 
flexibly due to lockdowns and home-schooling, actions on flexible and part-time 
working were superseded by the context. Instead, a hybrid-working policy was 
published in 2022. 

[Amber-rated actions AP2018: 1f.1, 1f.2, 1g.1, 6g.1] 

[Red-rated actions AP2018: 6g.2, 6g.3, 6g.4, 6g.5, 6h.1, 6h.2] 

ii. Transitions in leadership and staff turnover 

The loss of AS senior lead Professor Turner (Section 1.2.C) in 2021 had a significant 
impact on implementation. Professor Turner’s leadership was central to the early 
momentum of ASIT and its successful transition online. Leadership passed to 
Professor Simon Hodgson, PVC R&I, and then to his successor Professor Stephen 
Cummings, who remains senior lead. However, these changes in leadership resulted 
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in less frequent monitoring of actions (reduced to six-monthly), which had an effect 
on the combined impact of actions on gender equality objectives. 

We acknowledge that staff turnover on ASIT/TUSAT, including the appointment of a 
new AS coordinator, resulted in a loss of tacit knowledge over the implementation 
period. Progress continued to be recorded on the tracker, but the evidence gathered 
or recorded was not always sufficient to assess retrospectively whether measures of 
success had been met.  

In combination, these factors have influenced the decision to apply for renewal at 
bronze level. The university still aspires to silver and our substantially complete 
action plan shows we have made progress. However, we recognise that we are 
missing the depth of evidence needed for a silver application. 

[Amber-rated actions AP2018: 1f.1, 1f.2, 1g.1, 4k.3, 6a.1] 

[Red-rated actions AP2018: 1j.1, 1j.2, 1k.1, 1k.2, 4o.1] 

iii. Lack of baseline data 

Although improvements were made to AP2018 following panel feedback, on 
reflection, more could have been done to define baselines for some actions. In some 
cases, baseline data wasn’t available when planning actions, so it is difficult to 
assess whether intended outcomes were achieved. 

The new AS dashboard will help mitigate this in future. Feedback from remote 
developmental review has also helped to make AP2023 as SMART as possible.  

[Amber-rated actions AP2018: 2d.1, 2d.2, 4a.6, 4b.2] 

[Red-rated actions AP2018: 1j.1, 1j.2, 1k.1, 1k.2, 2d.3, 4a.7, 4a.8] 

iv.  Covid: Capacity and resourcing 

Several actions were affected by reduced capacity following Covid lockdowns and 
necessary prioritising of, for example, creating safe and effective remote 
learning/working environments. For example, a new hub/system for CPD monitoring 
and engagement was central to actions under the Communication and CPD and 
Career Development themes but could not be implemented due to staffing and 
budget constraints. Related actions were taken forward, but not to the extent that 
would have been possible with a new system.  

All schools intended to submit departmental AS applications, however, Covid-related 
disruption meant plans were paused. Once school activity was able to resume, staff 
turnover and organisational restructure compounded difficulties in making progress 
at school level. This is now resolved, and all schools have support in place to make 
progress (Section 1.3.C). 

[Amber-rated actions AP2018: 1h.1, 2c.1, 4i.2, 4j.1, 4j.2, 4j.3, 6b.3, 6b.4, 6b.5, 6e.6] 

[Red-rated actions AP2018: 1h.2, 1h.3, 1h.4, 1h.5, 2c.3] 
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E. Facilitators and successes 

i. Alignment and embedding 

A fundamental strength of AS planning at TU is that many actions are aligned to the 
overall strategic direction of the university, and subsequently embedded in the 
delivery plans of departments, in particular HR and REO (formerly Research and 
Innovation Services). This meant much activity was aligned to core service delivery 
and able to continue, despite Covid and staff turnover (see barriers). 

For example, through our inclusive recruitment actions we have improved our use of 
gender-neutral language in job adverts, use of social media, and data available to 
recruiting managers. We have more than doubled the number of applications from 
women from 1,573 in 2018 to 3,225 in 2022. We have also increased the number of 
applications from candidates disclosing a disability, ethnic minority background or 
LGBTQ+ identity. 

Aligned to our research strategy, we provided additional support through a new 
sabbatical scheme and implemented a robust EIA process for REF2021. We 
increased the proportion of women returned in REF2021 (39%) compared with 
REF2014 (29%). 

[Green-rated actions AP2018: 2a.3, 2a.4, 3a-c, 4k1-2, 4l, 4m, 5c, 5d, 6d, 6e] 

ii. Governance and ownership 

The governance and opportunities for collaboration around gender equality have 
been significantly improved (Section 1.3.B). The new structure enables issues to be 
fed from staff and students directly to senior leadership, with opportunities to explore 
intersectionality. All relevant charters/accreditations are fed through this structure 
and linked to TU’s five-year Equality Objectives. 

This governance has been particularly successful where a named individual has 
responsibility for actions. Where ownership was ambiguous, it was more difficult to 
make progress and to recognise how/whether progress had been made. This 
learning is embedded in AP2023 through RACI (responsible, accountable, consulted, 
informed) roles. 

[Green-rated actions AP2018: 2a.4, 2b.1] 

iii. Data dashboard 

Our senior HR data analyst, supported by a data sub-group of ASIT, developed and 
implemented a data dashboard. This dashboard uses existing HR data, accessed 
through SQL databases, structured specifically for mandatory data requirements of 
the Transformed Charter. Having easy and immediate access to HR data has been 
invaluable during preparation of AP2023 and is also enabling school SATs to 
interrogate their data more effectively. 

[Green-rated actions AP2018: 1d-1e] 
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iv. Supporting family life 

A notable success of AP2023 is our new Supporting Family Life policy and guidance 
that brings together all related policies in one accessible document. This is a result of 
an audit of local practices and interviews with maternity-leave returners. Two new 
breastfeeding/family facilities have also opened to staff and students since 2018, 
paving the way for further embedding of good practice in this area. 

[Green-rated actions AP2018: 6d.1-2, 6e.1-5. 6f1-2] 

v. Staff engagement: Period dignity campaign 

The period dignity campaign was not part of AP2018, but a response by engaged 
staff members to rising cost of living and increased awareness of the impact that lack 
of access to period products can have on study and work. Free period products, 
funded by Student and Library Services, were trialled in one school. The campaign 
has since gathered momentum, supported by the Gender Focus Group, so that free, 
easily accessible products are now available in many toilets (including male, female, 
and gender neutral) across campus. The campaign also provides free reusable 
menstrual cups during student finance week to help reduce the ongoing cost of 
products. 

F. Lessons learned and how these will be applied 

i. Embedding at local level 

Actions were progressed most successfully when they were embedded, for example 
by being aligned to the university’s strategy and to other over-arching or local 
departmental strategies. Cascading from the strategic direction, gender equality 
actions were written into local delivery plans, or locally planned actions informed 
AP2018. Attention will be paid to how actions within AP2023 are cascaded through 
local plans to sustain momentum. Where possible, gender equality actions will be 
aligned with other equality-related initiatives [Technician Commitment, B2.6, Fertility 
Workplace Pledge, C1.3, Smallest Things, C1.4, Research culture, D1.1-2, REF 
2028, D2.1] to ensure progress on intersecting issues. The AS Coordinator will 
continue to report to the EIG to facilitate this. University-level actions that depend on 
school activity (and vice versa) will be communicated through TUSAT. 

ii. Responsibility and accountability 

Some actions were not progressed due to staff turnover or unclear ownership. This 
will be mitigated by assigning RACI roles within AP2023. For each action, a 
‘responsible’ individual is assigned, and for each priority, an ‘accountable’ lead will 
ensure that all actions are complete and reported on. Groups/individuals who need 
to provide input or be kept informed are noted against actions. An annual review of 
roles and group memberships will mitigate inevitable turnover and changes in 
capacity [AP2023 E1.2]. These actions collectively will ensure no actions fall 
between gaps in responsibility. Internal peer review of school action plans will ensure 
their actions are also SMART with clear ownership [AP2023 E1.5]. 

iii. Record keeping and evidence 

Although we have records of progress against AP2018, we have less detail recorded 
about the specific activity undertaken to complete the action, or what the impact was. 
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2. Key priorities for future action (2085 words) 

Please describe the university’s key issues relating to gender equality, and explain 
the key priorities for action. 

A. Analysis of mandatory data 

The university employs 2,937 staff, of whom 1,341 are academic staff (51% female, 
Fig. 9) and 1,596 are PTO staff (66% female, Fig. 15). In 2022-23, our total student 
population was 24,672 (57% female), comprised of 14,304 undergraduate students 
(64% female), 10,082 postgraduate taught (55% female), and 286 postgraduate 
research (47% female). Our larger proportion of female students (57%) mirrors the 
sector average6 (Table 10). 

i. Academic staff population and recruitment 

Despite equal representation overall, we have specific areas of underrepresentation 
of both women and men (Fig. 9). For example, a smaller and decreasing proportion 
of female academics in two schools: SCEDT (22% of 244 staff in 2022); and, to a 
lesser extent, TUIBS (42% of 101 staff in 2022). Male academics are 
underrepresented in two schools: SHLS (40% of 431 staff in 2022); and SSSHL 
(40% of 225 staff in 2022) and in staff not aligned to a school (rest of university, 28% 
of 116 staff in 2022). 

Underrepresentation of women in specific schools is contributed to by lower numbers 
of applications from women on average for academic roles (34% of 2813 
applications in 2022). In schools with an underrepresentation of male academics, 
fewer men have been appointed in recent years (SACI: 33% male of 6 appointed, 
SHLS: 33% male of 79 appointed, and SSSHL 31% male of 29 appointed in 2022, 
Fig. 22). 

The proportion of female academics in senior roles has increased since AP2018, 
though at senior grades women are still in the minority (Professor: 36% of 32, Senior 
Academic: 46% of 28, and Senior Manager: 48% of 31 in 2022, Fig. 11). 

ii. PTO staff population and recruitment 

Women make up the larger proportion of administrative (79% of 785 in 2022) and 
manual (82% of 176 in 2022) staff (Fig.16). These two job families make up the 
larger proportion of PTO staff overall (66% of 1467 in 2022) and are some of the 
lowest paid staff in the university (Table 17). To some extent, this is because the 
university employs its own manual (e.g. cleaning and catering) staff. There is, 
traditionally, a higher concentration of women in these roles. In many HEIs these 
roles are contracted out and therefore do not appear in staff data. 

Overall, the number of men appointed to PTO roles is lower, though men have a 
slightly better success rate (18% cf. 16% for women, Table 12). Further exploration 
by central service department and grade was not possible due to the current 
configuration of the Athena Swan dashboard. [Review and update dashboard, 
AP2023 E2.1] 

 
6 Equality+ Higher Education Students Statistical Report 2020, Advance HE 
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iii. Academic promotions 

Fewer women apply for promotion overall (37% of total 198 applications from 2017-
2023). Women also make up a smaller proportion of applicants at every grade (40% 
of 20 applications for professor over five years). However, the five-year success rate 
for women applying for promotion was 62% (of 47 applications) compared to 57% (of 
76 applications) for men. Success rates were almost equal for female (63%) and 
male (67%) applications to Professor (Fig. 27). 

Intersection with ethnicity was explored, however, the combination of small numbers 
and changes to the promotions pathways make it difficult to establish trends. 
[Review and update dashboard to capture intersectionality, AP2023 E2.1] For 
example, a lecturer to senior lecturer pathway was established mid-award period. 
We also do not know the population eligible to apply for promotion at each level. 
[Analyse academic promotions pipeline, AP2023 B1.6] 

iv. PTO promotions 

We do not have a formal promotions pathway for PTO staff. We have recently 
published a revised Role Review Policy for regrading of PTO roles. Promotion is 
possible through applying for advertised vacancies. However, data on regrading and 
career progression are not collected systemically so we don’t yet know the impact of 
these measures. [Develop addition to dashboard to monitor PTO career progression, 
AP2023 E2.2] 

v. Student population 

Although there are issues of underrepresentation of female and male students in 
different schools, TUSAT agreed that student recruitment and experience would be 
better addressed within school Athena Swan applications; supported and monitored 
at university-level. [Support schools to achieve AS bronze award, AP2023 E1.5] 

B. Analysis of culture and environment 

i. Staff pulse surveys 

Core AS departmental culture questions were included in an all-staff pulse survey. 
On average female respondents scored all questions more positively, for example 
“my contributions are valued in my department” (female, 88%; male, 83%; prefer not 
to say, 47%). Male respondents scored more negatively throughout (average 7 
percentage points lower), and the least positive responses were given by those who 
preferred not to state their sex (28 percentage points lower, Table 8). 

A gender difference in how individuals experience organisational culture was also 
seen in our Stonewall Workplace Equality Index survey in 2021. The survey 
indicated that men feel less able to be themselves at work, with LGBTQ+ men 
scoring lowest of all groups (67% LGBTQ+ men agree vs 77% non-LGBTQ+ men). 
Scores were higher for both women with (92% agree) and without (89% agree) 
LGBTQ+ identities (Table 13). 

ii. Boards and Committees 

Representation of women on the university’s boards and committees (Academic 
Board and its sub-committees, Fig.1) has improved since AP2018 (Table 14). 
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However, the decline in proportion of women on Academic Board and low numbers 
of women on the Board of Governors indicates a need to pay consistent attention to 
representation. We now have a female Chair of the Board of Governors, however, 
most other chairs of boards/committees are held by men as they are linked to 
specific roles; currently all four PVCs and the vice-chancellor are men (Fig 3). 

iii. Part-time working 

The proportion of men working part-time is low compared with the sector benchmark 
(7% of 740 men in 2021, cf. 24% sector). The proportion of women working part-time 
is also lower (35% of 1085 women in 2021, cf. 38% sector, Table 15). Supporting 
hybrid working (location) has been a focus in AP2018, due to Covid-19 lockdowns, 
superseding actions on flexible working (hours). We need further data and 
consultation in this area to understand any barriers to part time working (for all 
genders), and any successes of our hybrid/flexible working environments. [Identify 
barriers to flexible and part-time working and ways of removing them, AP2023 C4.1] 

iv. Parental leave and returning 

A survey of staff who had taken maternity leave revealed positive experiences before 
and during maternity leave, with less favourable views on support received when 
returning from leave. Qualitative responses revealed varied preferences around the 
level of communication and use of KIT days. Take up of flexible working on returning 
from leave was also mixed. This highlights a need to raise awareness of different 
options so that individualised support can be provided (Fig. 29 and 30) and further 
emphasised the need to understand barriers to flexible working, particularly for 
academic roles. [Provide greater support to staff returning from family leave, AP2023 
C3.3] 

v. Continuing professional development (CPD) 

In AP2018, we could not implement the planned centralised CPD system. Therefore, 
we reviewed relevant survey questions and attendance at HR’s CPD provision. 
These snapshots give some indications of engagement with CPD. For example, staff 
surveys show uptake of CPD is often limited to mandatory training, and attendance 
data suggest women may pursue CPD more frequently than men (Fig. 33). However, 
we may not have fully captured uptake of provision across other departments or 
beyond the university (except where costs have been authorised), and our survey 
data cannot be disaggregated by sex. [Develop and implement central LMS/staff 
development system, AP2023 E2.6] 

vi. Gender pay gap 

Reports show our mean pay gap is falling, but slowly. Women were paid 15% less in 
2022, compared with 17% less in 2018. The median pay gap has also fallen but is 
still high (down to 16% in 2022 from 28% in 2018, Fig. 34). Our largest mean pay 
gaps are for senior management contracts (27%), though, there are gender pay 
gaps for most contract types, including manual (10%), research (7%), administrative 
(5%) and senior academic (5%) (Table 17). By grade, the largest pay gap is at Vice 
Chancellor’s Executive (VCE) level, where the gap is effectively 100% due to only 
male staff at this grade (Table 18). 
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vii. Research Excellence Framework (REF) 2021 

EIAs for REF 2021 show we have an improving, but still lower, proportion of women 
submitted to REF. In 2021, 39% of all staff returned were women, compared to 29% 
in 2014. Staff with significant responsibility for research (SRfR) are defined as having 
a workload allocation for research of >=20% pro rata. Of eligible academic staff, 32% 
women had SRfR, compared with 45% men. The lower proportion of women in 
research is partly structural; we have many large, vocational programmes (e.g. 
nursing, education) that recruit from related professions, and these staff may not 
have a research background. Since those professions tend to be female-dominated, 
this influences the proportion of women who are not research active. [Increase 
proportion of women with SRfR, AP2023 D1.1] 

viii. Honorary degree awarding 

Following actions in AP2023, we reviewed our honorary degree awards. 
Unfortunately, we have still awarded a larger proportion of honorary degrees to men. 
During 2019-2023 fewer awards were made overall due to Covid, however of 10 
awards made, only one was made to a woman (10%) compared with seven out of 19 
awards (37%) in the preceding five years (Table 19). [Increase the number of 
honorary degrees being awarded to women, AP 2023 A1.4] 

C. Key priorities 

i. Priority A: Women in university decision-making  

Our goal is to increase the proportion of women in decision-making positions across 
the university. We will increase the representation of women as chairs, deputy 
chairs, and members of boards and committees by ensuring that diversity and 
inclusivity (including intersectionality) are considered in nominations and 
appointments. Board/committee chairs are often held by specific posts (e.g. PVC) so 
we also intend to analyse senior leadership recruitment. Through raising awareness 
of the roles of boards/committees and how to be involved, we will support diverse 
groups to attain roles in which they are currently underrepresented. Having more 
women in academic leadership positions will help reduce our gender pay gap. Links 
to an ongoing strategic project to increase ethnic diversity at senior levels will also 
help us explore intersectional barriers to inclusion [AP2023 A2.1]. 

ii. Priority B: Progression and promotion for all 

By increasing the number and proportion of women applying for and being awarded 
promotion, over time, we will increase the numbers of female senior lecturers and 
associate professors, thereby increasing the pipeline of women eligible to be 
promoted to professor. As a result (in combination with Priority A actions) a wider 
pool of women will be available to undertake academic leadership roles. 

For PTO staff, promotion/progression is possible through applying for 
internal/externally advertised vacancies (and there is a relatively high proportion of 
women in PTO leadership positions), but there are no formal promotion/progression 
pathways and data on career progression is not routinely collected. Therefore, 
actions will also consider access to professional development and gathering data on 
current progression opportunities, while exploring opportunities to enhance 
progression/promotion for PTO staff. 
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Section 3: Future action plan 

In Section 3, applicants should evidence how they meet Criterion C: 

• An action plan is in place to address identified key issues  

1. Action plan (AP2023) 

Please provide an action plan covering the five-year award period. 
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Teesside University Athena Swan Bronze 2023-2028 Action Plan (AP2023) 

 

Overview of Key Priorities and Actions 

 







































Redacted
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Appendix 2: Data tables 

Please present the mandatory data tables, and if desired, any additional datasets. 

1. Mandatory data

Redacted
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Appendix 3: Glossary 

Please provide a glossary of abbreviations and acronyms used in the application. 

AD Associate Dean 

ADs R&I Associate Deans Research & Innovation 

AP2018 Action plan 2018 (previous plan) 

AP2023 Action plan 2023 (future plan) 

ASIT Athena Swan Implementation Team 

ASSG Athena Swan Strategy Group 

ATAC Academic Titles and Awards Committee 

AWMF Academic workload management framework 

AWS Academic workload system 

BoG Board of Governors 

CAD Communications & Development 

CPD Continuing Professional Development 

DORA Declaration on Research Assessment 

E&D Equality and diversity 

ECR Early career researcher 

EDI Equality, diversity and inclusion 

EIA Equality Impact Assessment 

EIG / EIC Equality & Inclusion Group / Committee 

EKEC Enterprise and knowledge exchange committee 

FPE Full person equivalent 

FTE Full time equivalent 

GFG Gender focus group 

HEI Higher education institution 

HoDs Heads of Departments 

HR Human Resources 

HRBP HR Business Partners 

HRMI HR Management Information 

IWD International Women’s Day 

KIT Keeping in touch days 

L&D Learning & Development 

L/SL Lecturer to senior lecturer 

LGS Legal and Governance Services 

LMS Learning Management System 

LTE Learning & Teaching Exchange 

MIMA Middlesborough institute of modern art 

NE Northeast region 

ODL Organisational Development and Learning 
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OH Occupational health 

PDPR Professional Development Planning & Review 

PGR Postgraduate researcher 

PTL Part Time Lecturer 

PTO Professional, Technical and Operational 

PVC Pro Vice Chancellor 

R&D Research and development 

R&I Research and innovation 

RA Research assistant 

RACI Responsible, accountable, consulted, informed roles 

RCPSC Research culture and people sub-committee 

RDP Researcher Development Programme 

REF Research Excellence Framework 

REO Research Enterprise Office 

RIC Research and innovation committee 

RIS Research & Innovation Services 

RLP Research Leadership Programme 

SAT Self-assessment team 

SC Sub committee 

SLAR Student learning and academic registry 

SLEC Student learning and experience committee 

SLS Student and library services 

SOH School of Health 

SPT Senior professional and technical 

SQL Structured Query Language 

SRfR Significant responsibility for research 

SRM Student Recruitment & Marketing 

SSSHL School of Social Sciences, Humanities & Law 

TEF Teaching excellence framework 

TNE Transnational education 

TU Teesside University 

TU Proud Teesside University Proud https://www.tees.ac.uk/lgbt/ 

TUSAT Teesside University Self-Assessment Team 

TVCA Tees Valley Combined Authority 

UET University Executive Team 

UoA Unit of Assessment 

USMT University Senior Management Team 

VCE Vice Chancellor’s Executive 

WMGG Workload Management Governance Group 
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