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To foster an inclusive culture where 
everyone can thrive and diversity is 

celebrated

EDI Strategy



Our EDI priorities

1. A diverse, representative workforce at all levels 

2. Managers at all levels take ownership of EDI and demonstrate effective inclusive 
leadership and due regard to EDI 

3. An inclusive working environment where staff and students respect and value each 
other’s diversity 

4. Facilities and services delivered in a way that promote equality, and respect diversity 
and inclusion 

 



Key achievements



• We identified a significant gender pay gap at the 
PSG level. This is being addressed by making the 
pay grade more transparent. 

• We work with an external consultant to look at 
our gender pay gap

• Faculty model and extended leave

• Making promotion processes more transparent

Impact on Senior Women



Improved career and leadership 
opportunities for women

• Unconscious bias workshops on R&S /talks for senior 
managers and for all staff. 

• Unconscious bias observer in senior recruitment recruitment

• Support for returners - four Janet Thornton Fellows in place

• The ‘Talented Women’s Impact Programme’ is recruiting its 
10th cohort.

• Maternity and re-entry to work coaching

• Returners’ grant to mitigate any disadvantage when taking 
extended leave



Enhanced policies, support and positive 
cultural changes
• Improved maternity/paternity and SPL leave policies to make them more 

favourable to staff. support for parents of premature babies; parental 
bereavement policy and paid leave for partners to attend antenatal 
appointments

• ‘Paid leave for carers’, which allows staff to take up to 10 days paid leave a year 
to deal with extraordinary caring responsibilities

• Implemented positive changes to our recruitment processes, such as ensuring 
inclusive language within job adverts 

• EiS events: 40+ events since 2015

• Campus-wide networks, e.g. Parents/Carers; LGBT+

• Workshops on flexible working and put together videos highlighting the 
benefits to staff and managers

• Online Equality and Diversity training module



Some of our activities



Family-friendly environment



Tell us about yourself campaign



Evidence of impact

- 71% of our hires into the most senior pay grades were women over 2017-
2018, compared to an average of 45% across 2012-2016. This has 
significantly altered the demographic profile of the highest pay band as 
we see a steady positive increase: 23% (2014), 32% (2016), 44% (2019). 

- The numbers of women in scientific leadership roles, defined as our 
“Faculty” has increased from three (2013) to seven (2019). Proportions of 
applications by women to Faculty positions have increased from 26% to 
40%. 

- Our median gender pay gap has decreased from 10.2% (2017) to 9.50% 
(2018) and is below the national average of 17.9%. The GPG at the highest 
pay grades has reduced from 27% (2016) to 13% (2018) to 10% (2019).

- Holding job family and grade constant across all staff and conducting 
regression analyses shows that the gender gap has decreased from 5.5% 
to 1.1%



Evidence of impact

Training and Development – In 2014, 96% of female and 86% of male PhD 
students and PDFs agreed that the range of training opportunities provided 
meets their needs (an increase from 75% in 2012). 
Coaching and Mentoring – there are 50 mentors and coaches who are 
provided with full training. Female mentors make up approximately 60% of 
the network. 
Flexible working environment - the numbers of staff who have requested 
this has increased by 48% over 3 years - an increase of 42% for women and 
86% for men.  Managers initiate discussions on flexibility with new staff, and 
we have had positive feedback on this approach
Parental Leave – Over the past three years, 16 men have taken SPL. Our 
favourable maternity, paternity and SPL policies have had a positive impact 
on our retention rates. Between a three year period we had 88 members of 
staff go on maternity leave and 100% of these returned to work.



Thank you for listening


