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30th November 2016 
 

Dear Athena SWAN Assessment Panellists 
 

School of Computing, Edinburgh Napier University Bronze Athena SWAN Award Submission 
 

I am pleased to fully support this application for the Athena SWAN Departmental Award for the 
School of Computing at Edinburgh Napier University. Our School Leadership Team is committed to 
the principles of Athena SWAN, and inclusivity is a key focus of the University’s 2020 Strategy as we 
consider maximising the potential of all staff in our approach to the Research Excellence Framework 
and the Teaching Excellence Framework. Furthermore, addressing the Scottish Funding Council’s 
Gender Action Plan has renewed our commitment to achieving a balanced student intake. 
 
The work of computer scientists underpins modern life and diversity is essential to ensure our 
computer systems work well for all who interact with them. In the Western world, we continue to 
be challenged by the under-representation of women on computer science courses: at present 
HESA reports 13% female students compared with 32% for all STEM subjects, and subsequently we 
work hard to attract and retain female students and academics. In spite of the UK gender imbalance 
we have a diverse staff profile in the School of Computing including three female professors (42% 
based on FTE), three senior academics (20%) and nine lecturers (23%). To retain our staff, we work 
together on equality of access to opportunities for staff development, we strive for equity of 
workloads through our professional development process and we facilitate flexibility in hours 
worked. Indeed, in the past, I have personally benefited from Edinburgh Napier’s approach to part-
time working and the ability which this has given helped me to continue in a rewarding career 
alongside varying personal commitments. 
 
To appeal to a broad cross section of undergraduate and postgraduate applicants, we have 
developed a wide range of courses, we run hands-on sessions at Open Days and an extensive 
outreach programme. To retain our students and help them reach their full potential we work 
closely with Equate Scotland, hosted by Napier, on networking, mentoring and events. 
 
We are interested in gender from a research perspective. We have conducted a number of studies 
to explore students’ transitions to the workplace with consequent lessons for professional bodies 
and industry. The aim of the work is to better explore, explain, and challenge the intransigent 
gender gap in computer science. 
 
We feel this is a strong base to start from, but acknowledge we can do more especially in the area of 
ensuring diversity of opportunity for staff and students through our communication channels and 
messaging. We have captured ongoing activity in our Action Plan. 
 
Through this application process we are fully supported by the University Leadership Team, the 
University Athena SWAN Self-Assessment Team and our School’s committed and capable Self-
Assessment Team to ensure that we continue to both question, and act on, diversity for the benefit 
of all higher education stakeholders. 
 
Yours sincerely 

 
Dr Sally Smith,  
Dean of the School of Computing 
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Preface 
This document presents Edinburgh Napier University School of Computing’s case 
for the bronze Athena SWAN award. The data analysed to support the case is 
drawn from a number of sources as noted in Table 1.1. 
 
Table 1.1: Data used in the application 
 

Data 
source  

Data used in the submission  Application of data analysed  

HR 
connect 

Statistical data generated 
from the university’s human 
resources (HR) system 
 
Data set: staff numbers and 
grades, staff promotion 

Section 2 Description of the 
Department, p.13 and Figure 2.1 
Section 4.2 Academic and 
research staff data p.40 and 
Figures 4.24 – 4.28, and Tables 
4.6 – 4.10. 
Section 5.1 Key career transition 
points: academic staff p.45, 
Figure 5.1 and Tables 5.2 – 5.3 
Section 5.3 Flexible working and 
managing career breaks p.57 and 
table 5.4. 
 
Annual data presented according 
to HESA year. 
Unless specified otherwise the 
audit date of snapshot data is 31st  
March 2016 

Cognos Statistical data generated 
from the university planning 
and business intelligence 
system. 
 
Data set: student data: 
admissions, enrolment and 
progression  

Section 4.1 Student data p.23   
Figures 4.1 – 4.23, and Tables 4.1 
– 4.5 
 
Annual data presented according 
to HESA year. 
 
Unless specified otherwise the 
audit date of snapshot data is 31st 
March 2016 

SITS/BI 
query 

Statistical data generated 
from the student records 
system and its data 
interrogation function 
Business Information query 
(BI query)  
 
Data set: student data checks 
and postgraduate research 
student data.  

Audit and verification of student 
data. Section 4.1 Student Data 
p.23   Figures 4.1 – 4.23, and 
Tables 4.1 – 4.5 
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Director of 
Research 
records 

School’s Director of 
Research records detailing 
submission to Higher 
Education Sector research 
reviews. 
 
Data set: submission to the 
Research Excellence 
Framework 2014 (REF) and 
the Research Excellence 
Exercise 2008 (RAE) 

Section 5.1 Key career transition 
points: academic staff p.45, 
Figures 5.4 – 5.7 
 

Employee 
engagement 
survey  

Results of the employee 
engagement survey 
conducted in 2015. 
 
Data Set: indications of 
culture within the School 

Section 5.4 Organisation and 
culture p.60 

School office 
records 

Data generated from the 
School’s administrative 
support office. 
 
Data set: internal 
committee membership 
and outreach activity 

Section 5.4 Organisation and 
culture p.60, Figure 5.9 and 
Table 5.7 

Workload 
allocation 
system 

Data generated from the 
School’s internal 
spreadsheets detailing the 
application of the 
University’s workload 
allocation model (WAM). 
 
Data set: workload 
allocation by area of work 

Section 5.4 Organisation and 
culture p.60 and Figure 5.11 

Electronic 
Data 
collection 
exercise 

Data requested by e-mail of 
all staff and collated for the 
purposes of the Athena 
SWAN submission. 
 
Data set: external 
influential committees 

Section 5.4 Organisation and 
culture p.60 and Figure 5.10 

University 
policy 
documents 

Detail of University policies 
 
Data set: new academic 
framework, 
maternity and paternity 
leave, flexible working 
policies 

Section 5.1 Key career transition 
points: academic staff p.45, 
Section 5.3 Flexible working and 
managing career breaks p.57  
and Figure 5.8 
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Table 1.2: Data set adaptations 
 

Adaptation  Reason for adaptation  Instances  
 

Some student 
data sets are 
presented at 
subject group 
level or School 
level rather than 
programme level  

Figures are too low to 
generate meaningful 
analyses at programme 
level  

Full-time student data is 
provided by School and Subject 
Group (list of Subject Groups: 
Table 2.1, p13) 
 
PG and Part time student data is 
presented for the School as a 
whole.  
 
This organisation of the data 
provides critical mass for 
meaningful analysis of gender 
balance. 

Some incomplete 
staff data sets are 
presented 

Figures are too low 
generate meaningful 
analyses  
 
 
 
 

Staff data where there were two 
or fewer staff members at a 
particular grade (grade 4 and 
grade 8) the grade has been 
removed from the data 
although the total includes staff 
at those grades. 

Some data sets 
are omitted 

Data is not comparable  
 
 
 
 

In January 2015 the University 
introduced a new academic and 
promotion framework therefore 
data is only presented for 2015 
and 2016 as previous years used 
different criteria. 

Data is not available 
 

We do not have accurate figures 
for eligible staff in RAE 2008 

Some data is not 
benchmarked 

Data sets are not 
comparable to the 
HESA benchmark 

There is considerable difference 
between a student choosing to 
exit a Scottish university at the 

Qualitative 
and face to 
face data 
collection 

Triangulation of the findings 
from the main data set, 
exploring the lived 
experience of the polices in 
place.  
 
Data set: this insight was 
used throughout the 
submission 

Detail of these exercises can be 
found in tables 3.2 (SAT 
feedback) and 3.3 all school 
engagement 
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end of third year with a non-
honours degree (BA/BSc) which 
may be awarded with merit and 
a student leaving at the end of 
their three-year degree with an 
‘unclassified’ degree.  
Benchmarking these two groups 
against each other is not 
appropriate. 

 
Table 1.3: Glossary of terms and abbreviations used in the document 
 

Term  Refers to  Notes  

Associate 
Professor  
 
Award of title  
 
 
Senior Lecturer  
 

Grade 7 academic staff title 
under the new Academic 
Framework.  
Current Senior Lecturers are 
encouraged to apply for 
‘award of title’ to move on to 
the new academic 
framework as an Associate 
Professor. 

The University has recently 
moved from using the term 
‘Senior Lecturer’ to 
Associate Professor’.  All 
new Grade 7 staff are 
employed as Associate 
Professors.   

Associate 
student 
 
Associate 
student route 

A student on an articulating 
programme in an FE college. 

 

Connect  A network to support female 
students in the School of 
Computing and of 
Engineering and the Built 
Environment at Edinburgh 
Napier University  

See section 6 for details 

External access 
programmes  

Access courses to give entry 
to first year or second year. 

Access programmes 
include: 
LEAPS - a Scottish widening 
access programme of which 
Edinburgh Napier is a 
funding partner.  
Scottish Wider Access 
Programme (SWAP), aimed 
at widening access for 
mature students. 

FE Further Education FE colleges from which 
students could articulate to 
Higher Education (HE) 
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Interactive 
Media and 
Design (IMD) 

The subject group Interactive 
Media Design (IMD) is one of 
the four Subject Groups in 
the School.   

Programmes which could 
be considered under the 
umbrella term ‘creative 
computing’ generally fall 
into this Subject Group. 

Researcher  Staff who job titles include 
the terms “Research 
assistant” and “Research 
fellow”  

While many more staff are 
research active, the term 
researcher in this 
document is restricted to 
these staff 

SAT  The School’s Athena SWAN 
Self-Assessment Team  

See Table 3.1 on p.15  

Scottish 
degrees 

The Scottish honours degree 
is awarded after four years of 
study.  It is not unusual for 
students to leave with a 
degree (BA/BSc) at the end of 
three years, particularly in a 
vibrant employment market.  
These degrees are 
sometimes termed non-
honours degree. 

 

SFC Scottish Funding Council. 
Distributes government 
funding to HE and FE 
institutions in Scotland. 

 

Student level: 
PGR 
 
 
PGT 
 
 
UG 

 
Postgraduate Research 
students 
 
Postgraduate Taught 
students  
 
Undergraduate students 

Enrolment data is captured 
for students in all stages of 
programmes in the 
corresponding academic 
year to give a complete 
picture of the gender 
profile of the population of 
the School. 
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2. DESCRIPTION OF THE DEPARTMENT (305 WORDS)  
 
The overarching aim of the School of Computing at Edinburgh Napier University 
is the delivery of high quality, up-to-date and vocationally relevant education to 
a wide spectrum of students.  
 
The School offers programmes across the computing discipline, with 1100 
students overall. Teaching spans 17 undergraduate and 11 postgraduate 
programmes. The School continues to prove attractive as a route to degree 
qualification for students from Further Education (FE) colleges both at home and 
abroad. The School successfully applied for funding from the Scottish Funding 
Council (SFC) to develop an Associate Student route to direct entry. This work 
offers an enhanced student experience for direct entry students. 
 
The School is organised into four subject groups aligned with four research 
centres. A fifth research centre focuses on pedagogical research in computing. 
 

Table 2.1: Subject Groups and Research Centres 
 

Subject Group Research Centre 

Software Engineering (SE) Algorithms, Visualisation and Evolving 
Systems (CAVES) 

Computer Security and Networking 
(CSN) 

Distributed Computing, Networking 
and Security (CNDS) 

Interactive Media and Design (IMD) Centre for Interaction Design (CID) 

Information Systems (IS) Social Informatics (CSI) 

 Computing Education Research (CER) 

 
The School of Computing operates from Merchiston Campus where staff offices, 
lecture/tutorial rooms and labs are located.  
 
The REF2014 submission saw 12 staff submitted in two units of assessment. 
Through the University’s Professional Development Review (PDR) process, we 
prioritise staff time for research to meet the aims of the University’s research 
strategy. 
 
The School currently employs 57 full-time equivalent (FTE) academic staff, 19 
FTE researchers and two FTE technicians, with three administrative staff line 
managed through the School on a permanent basis and others employed on 
temporary contracts to support research projects as needed. A number of 
professional services staff support the students and academic staff and are 
managed through the University’s School Support Service. While some of these 
staff are allocated to a School Office there are others who support each of the 
Schools with particular functions therefore allocating an accurate FTE in regard 
to School Support Service staff is difficult. It is for this reason that the School 
Support Service staff are not included in the staff and student data in the School 
(Figure 2.1).  
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3 THE SELF-ASSESSMENT PROCESS (806 WORDS) 
 
(i) A description of the self-assessment team (SAT) 
 

The SAT was formed in February 2016 in response to Action 3A in the Edinburgh 
Napier University Institutional Athena SWAN Bronze Award (awarded November 
2014) action plan.  
 
The core SAT (described in Table 3.1) includes a mix of gender (eight Female, 
four male), grades (3-10), and ages (20 – 60+) and it represents four different 
nationalities. Three of the four male members of the SAT are senior colleagues 
and one represents an non-UK nationality. This does not adequately represent 
the profile of the School and our aim is to increase the number of male SAT 
members below Grade 7 and from other ethnic origins (ACTION A1). 
 
Table 3.1 summarises details of the SAT members including their School and SAT 
roles, how they were recruited to the SAT and how their profile represents the 
staff of the School. All staff involved are given dedicated time in the workload 
allocation model to be part of the SAT.  
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Table 3.1 The School of Computing SAT  
 

Name School 
Role 

SAT Role Reason for 
joining 

Gender 
and 
pay 
grade 

Representation and 
contribution 

Prof Ahmed 
Al-Dubai (AA) 

Professor Member Invited Male 
 
Grade 8 

Professor  
Recent successful 
engagement with 
promotion process 
and responsible for 
School research 
students 

Dr Dimitra 
Gkatzia (DG) 

Lecturer Member Nominated 
by Line 
Manager 

Female 
 
Grade 6 

Lecturer  
Early career staff 
member 

Rob Kemmer 
(RK) 

Subject 
Group 
Leader 

Member Volunteer Male 
 
Grade 7 

Senior Lecturer  
Key line 
management 
position, School 
disability 
coordinator 

Retired July 2016 

Professor Jon 
Kerridge (JK) 

Professor Member Volunteer Male 
 
Grade 9 

Professor  
Former Head of 
School 
Part-time senior 
staff 

Lynn Killick 
(LK) 

PhD 
Student 

Member Volunteer Female 
 
 

Director of Sherpa 
Way Ltd – a 
specialist 
consultancy 
providing services to 
support workplace 
inclusion. Previously 
Head of Equality & 
Diversity, NHS 
Scotland. Critical 
friend to the 
Scottish Police 
Authority  

Debbie 
Meharg (DM) 

Lecturer Member Volunteer Female 
 
Grade 6 

Lecturer  
Connect Academic 
Champion for the 
School of Computing 

Dr Laura Muir 
(LM) 

Associate 
Professor 

Champion Nominated 
by Dean of 
School 

Female 
 
Grade 7 

Associate Professor  
New staff member 
to Edinburgh Napier 
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Prof Ben 
Paecher (BP) 

Research 
Director 

Member Invited in 
July 2016 

Male 
 
Grade 
10 

Professor 
Director of 
Research, line 
manager of senior 
staff, REF lead  

 Replacement for Rob Kemmer 

Dr Naghmeh 
Moradpoor 
Sheykhkanloo 
(NM) 

Lecturer Member Volunteer Female  
 
Grade 6 

Lecturer  
Member of staff in 
the School with 
interest in equality 
and the Athena 
SWAN process 

Dr Sally Smith 
(SS) 

Dean of 
School 

Chair Leadership Female 
 
Grade 9 

Senior academic 
staff  
Manages 
recruitment, staff 
development and 
workloads 

Michelle 
Terrell (MT) 

School 
Support 
Service 
Staff 

Professional 

Support 
Nominated 
by Line 
Manager 

Female 
 
Grade 3 

Administrative staff  
School Office 
administrative 
member of staff 

Kath Twaddell 
(KT) 

School 
Support 
Manager 

Member Nominated 
by Dean 

Female 
 
Grade 7 

Administrative 
Manager 
Link to professional 
support staff, 
support for 
coordination of the 
application 

Dr Simon 
Wells (SW) 

Lecturer Member Volunteer Male 
 
Grade 6 

Lecturer  
Volunteer member 
of staff in the School 
with interest in the 
equality and the 
Athena SWAN 
process 

 
The SAT is formed from volunteers who responded to an email invitation to all 
School staff from the Dean of School and others who were nominated or invited 
to increase diversity and provide different perspectives. These core members 
play an active role in the application process and associated engagement 
activities.  
 
In addition to the core team of 12 members, the meetings are attended by 
advisory staff to provide support and expertise. These include valuable 
contributions from Professor Hazel Hall (HH), the Institutional Athena SWAN 
Champion, and a representative from the institutional Human Resources 
Department (Mohammed Hameed (MH)/Janette Stone (JS)/Tara Goodall (TG)). 
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Professor Hall organises regular meetings of all the School SAT Champions in the 
University to share knowledge and good practice and this has resulted in joint 
engagement activities and coordinated action to address common issues. 
 
Additional support provided by the Connect Network, an Edinburgh Napier 
initiative based in Computing and the School for Engineering and the Built 
Environment (SEBE) for facilitating student engagement on gender issues.  For 
further detail, please see section 6. 
 
(ii) The self-assessment process 
 

The SAT held its first meeting on the 18th March 2016. The team communicates 
through monthly meetings, face-to-face discussions between colleagues in the 
School, a secure shared drive on the University network and by email. Electronic 
communications are particularly important during the summer months for staff 
working remotely and for those with flexible working arrangements.  
 
Finding a time slot for 2-hour meetings to suit all academic staff presents a 
challenge. Meetings are held at lunch-time (with lunch provided) to avoid early 
morning or late afternoon clashes with members’ care arrangements and the 
timing has been adjusted to allow a member of the SAT to attend Friday 
afternoon prayers. One-to-one catch-up meetings with the School Champion are 
arranged for staff who miss a meeting. The rationale for this approach is that 
staff should not feel excluded if they are not able to attend.  
 
All meetings follow the same agenda format: welcome and introductions, review 
of previous meeting and actions, data collection, engagement, gender research 
and actions. A summary of the monthly meetings (including their focus) is 
provided in Table 3.2 
 

Table 3.2 Summary of School of Computing SAT meetings  
 

Date SAT Members 
(See table 3.1 
for full names) 

Advisors Focus Key Actions 

18-03-16 SS (Chair); 
LM (School 
Academic 
Champion);  
MT 
(Administrative 
Support);  
AA; JK; SW, NM, 
DM, KT, RK, DG, 
LK  
 

HH;  
MH; 
A Fatima 
(MSc. 
Student) 

SAT member 
profiles and 
data 
collection 

Create data collection 
spreadsheet for returns from 
HR, Planning Team and School 
Office. 
Maintain lists of relevant 
external engagement activity, 
school research projects. 
Provide feedback on Abeer 
Fatima’s poster presentation for 
BCS Ada Lovelace Colloquium 
event in Sheffield. 
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15-04-16 LM (Chair, 
School 
Academic 
Champion);  
MT 
(Administrative 
Support);  
JK; SW; DG; NM 

HH;  
MH; 
Li Wang 
(Planning 
Office) 

Data 
collection, 
engagement 
activity. 

Consultation with Programme 
Leaders on Programmes and 
student data collection 
Check staff lists for inclusion in 
HR data for the collection 
period. 

20-05-16 SS (Chair); 
LM (School 
Academic 
Champion);  
MT 
(Administrative 
Support);  
DG; MN; DM; 
JK; AA; LK 
 

HH; Flexible 
working 
policy, 
Student data 
charts and 
analysis, 
Engagement 
with new 
students 

Check with HR flexible working 
policies. 
Consult the Software 
Engineering group on the 
increase in female student 
numbers. 
Present student data charts in 
PowerPoint for engagement 
activity. 
Contact Connect about 
leafleting/online info for 
applicants 
Consult School Office about 
students transferring courses in 
the first year. 

17-06-16 SS (Chair); 
LM (School 
Academic 
Champion);  
S Dallas 
(Administrative 
Support); 
DM; KT 

HH;  
JS  
 

Work 
allocation 
scheduling 
and gender, 
PDR data, 
TPG student 
data, 
Engaging 
with 
Programme 
Leaders, Ada 
Lovelace day 
planning, 
First class 
Honours 
success for 
female 
graduates  
R. Kemmer’s 
retirement. 

Investigate missing student 
data. 
Obtain school PDR data. 
Gender comparisons of 
workload. 
Analysis of TPG data. 
Schools workshop for Ada 
Lovelace Day. 
Female attainment success 
press release. 

22-07-16 SS (Chair); 
LM (School 
Academic 
Champion);  

JS Welcome 
new 
member, 

Investigate how many females 
had participated in the Aurora 
Leadership programme. 
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MT 
(Administrative 
Support);  
NM; BP (new 
member) 

Actions 
carried 
forward, 
Aurora 
Leadership 
for women, 
Use of zero-
hours 
contracts, 
Unconscious 
bias, 
Data 
verification. 

Investigate the involvement of 
PhD students in zero hours 
teaching and/or voluntary work. 
Investigate the provision of 
recruitment and selection 
training to look at unconscious 
bias. 
 

19-08-16 SS (Chair); 
LM (School 
Academic 
Champion);  
MT 
(Administrative 
Support);  
KT 
 

HH Application 
submission. 
Delegation of 
draft 
application 
section 
writing 

To complete a first draft of 
application sections: 
SS – 1 (to be reviewed by Alison 
Johnstone of Equate), 2, 5.3 (i), 
(ii), (iv), (v). 5.6(vi) 
LM – 3, 4.1 (with JK), review of 
drafts,  
JK – 4.1 (with LM), 5.6 (viii) 
KT – 4.2, 5.6 (v), collation of 
drafts 
BP – 5.1 (i), (iii), (iv) 
DG – 5.1 (ii) 
AA – 5.3 (iii), input to 5.5 (v) 
DM – 5.5 (supported by LK) 
LK– 5.5 (working with DM) 
HH – 5.6 (i) 
TG (HR) – 5.6 (ii) 
SW – 5.6 (iii) 
NM– 5.6 (vii) 

16-09-16 SS (Chair); 
LM (School 
Academic 
Champion);  
MT 
(Administrative 
Support);  
SW; DG; DM; BP 

HH; TG 
 

HR policy, 
NSS data, 
completion 
of application 
drafts, 
consultation 
on AS 
Principles 

Obtain policy data and text from 
HR.  
Review the free text responses 
to the NSS to assist in drafting 
this section. 
University support for the AS 
principles. 
Members submit section drafts 
by Monday 4th October. 

07-10-16 SS (Chair);  
F Chevalier  
(Administrative 
Support) 
SW; DG, DM; 
BP; JK; KT; NM  

HH;  
TG (HR). 
 
 

Review draft 
application,  
Ada Lovelace 
day events, 
Cyber events 
for women, 

Coordinate application drafting 
and reviewing. 
Final arrangements for Ada 
Lovelace Day schools’ 
workshops. 
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School Board 
engagement 
activity 

School Board engagement on AS 
Principles (12-10-16, all staff) 
 

18-11-16 SS (Chair); 
LM (School 
Academic 
Champion);  
MT 
(Administrative 
Support);  
AA, JK, NM; DM; 
BP, KT 

TG (HR) Review of 
action plan 
and 
arrangement 
for 
management 
of actions. 
Review of 
final draft of 
application 

Final Revisions 
Schedule next set of meetings to 
roll out action plan. 

The SAT consults with staff and students in the School to raise awareness, 
gather feedback and identify actions for enhancing and improving gender 
equality. These consultations are summarised in Table 3.3 for the application 
preparation period.  
 

Table 3.3: Summary of internal engagement and consultation with staff and 
students  
 

Period/Date SAT 
Members  

Group/Event Theme of consultation 

Ongoing 
monthly 

LM University Athena 
SWAN Champions 
Lunch-time 
meetings 

Organised by the University Athena 
SWAN Champion for sharing 
knowledge, experience and data. 

08-03-16 LM International 
Women’s Day 
Equality Breakfast 

On-campus breakfast event to raise 
awareness of Athena SWAN and 
“pledge to do your part for gender 
equality to make Edinburgh Napier 
an equal workplace for everyone” 

April 2016 SS Programme 
Leaders 

Gender issues in student data – 
trends and initiatives 

May 2016 JK Software 
Engineering Group 

Increasing female student numbers 

15-06-16 LM University 
Research 
Conference 

Athena SWAN stand for Champions 
to raise awareness at the University 
Research Conference showcase 
event 

August 2016 HH All academic staff Culture of the School – gathering 
examples of initiatives on gender 
equality and inclusivity. 

14-09-16 DM and 
LM 

Connect 
networking event 
for new students 

Presentation on Athena SWAN 
findings and benchmarks followed 
by discussion and flipchart activity 
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(joint with School 
of Engineering & 
Built Environment) 

on women in computing and 
engineering 

12-10-16 SS, LM, 
DG, SW, 
AA, KT, 
BP, JK 

School Board 
Meeting (all staff 
invited) 

Athena SWAN Principles and actions 
for the School 

20-10-16 LM 
 
 

University 
Inclusivity Week 

Awareness raising stall run by the 
Athena SWAN Champions for the 
Schools of Computing and Business 
#ednapinclusivity (see Figure 3.1)  
 
KT and SW attended other 
‘Inclusivity Week’ events 

 
Figure 3.1 Athena SWAN stall at the University Inclusivity Week event (Athena 
SWAN School Champions for the Business and Computing Schools) 
 

 
The team also consult externally to benefit from the knowledge and experience 
of experts in the field and fellow departmental champions in other universities 
(Table 3.4) 
 
 
 
 
 

https://twitter.com/hashtag/ednapinclusivity?src=hash
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(iii) Plans for the future of the self-assessment team 
 

The team will continue to meet monthly to lead and monitor the 
implementation of the action plan (ACTIONS A6 and A7) and to continue internal 
and external engagement and consultation. The University-wide network of 
Athena SWAN Champions will continue to meet and provide support for Schools 
planning and submitting applications for first and subsequent awards. The 
membership of the SAT will change periodically to permit wider involvement in 
this agenda and to balance workload.  
 
The SAT reports directly to the School Leadership Team and thereby the SAT, 
and the recognition of equality and diversity as a School priority, has been 

Table 3.4: Summary of external networking and consultation  
 

Date SAT 
Members  

Group/Eve
nt 

Theme of activity/consultation 

Ongoing SS, LM BCS 
CygnetS 

Athena SWAN networking group in 
Computer Science organised by Carron 
Shankland, Chair of BCS women in 
Computing Research group, University of 
Stirling. 3 events. 

19-02-16 LM SICSA 
Women in 
Computing 

Meeting at the University of Dundee 

23-02-16 LM BCS 
Women & 
Spring 
Technology 

Seminar - “Women in Technology – 
Bridging the Gender Gap” at The 
Glasshouse, Edinburgh 

20-04-16 LM BCS 
Women in 
Scotland 

Confidence magic ingredient or misleading 
illusion? JP Morgan, Glasgow 

25-04-16 SS CPHC 
Workshop 

Council of Professors and Heads of 
Computing in UK universities workshop, 
“CygnetS: what do you want from an 
Athena SWAN for Computer Science 
community?” 

11-10-16 DM 
SS and LM 
in 
attendance 

Ada 
Lovelace 
Day 
workshop 
and lecture 

Workshop organised for local school pupils 
before the public lecture by forensic 
anthropologist Professor Caroline 
Wilkinson. 

21-10-16 All Draft 
application 
review 

Alison Johnstone (Equate Scotland) & 
Professor Hazel Hall (University Athena 
SWAN Champion) 
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embedded in the formal committee structure of the School. In addition, 
diversity and equality was added to the agenda as a standing item of those 
School Committees, highlighted in blue in Figure 3.2, in September 2016. 
Progress on issues raised under this item will be monitored (ACTION A2). 
 
The main School committees report through the committee structure of the 
University and ultimately to the Academic Board. As a result of the range of staff 
who are involved in the SAT the majority of committees in the school include 
members of the School SAT.  
 

 
 
 
4 A PICTURE OF THE DEPARTMENT (2086 WORDS) 
 
4.1 Student data  
 
(i) Numbers of men and women on access or foundation courses 
 

The School of Computing does not offer foundation courses. However, we 
accept students from external access programmes (Table 4.1). The proportion 
women from these programmes is slightly higher than for the School overall 
(Figure 4.1) and higher than the HESA benchmark for Computing Science.  
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Table 4.1: Student entry from external access courses 
 

 2013/14 2013/14 2014/15 2014/15 2015/16 

HESA  
F/T 
enrol 
Female Male Female 

HESA  
F/T 
enrol 
Female Male Female Male Female 

Number  23 5  28 7 26 7 
Percent 12% 82% 18% 15%  80% 20% 79% 21% 

 
(ii) Numbers of undergraduate students by gender 

Undergraduate Enrolments 
 
Figure 4.1: Undergraduate female enrolments in the UK and in the School. 
 
 

 
 
 
Figure 4.1 is a slide from a presentation given by the SAT to a Connect event for 
new students in September 2016 to stimulate discussion about gender in 
STEMM. Although female students enrolled on all courses in UK Higher 
Education are in the majority (56%), numbers fall for females entering STEMM 
subjects (39% full-time, 50% part-time) and fall significantly for females on 
Computing programmes (15% full-time, 22% part-time).  
 
Our data for the School is similar to the UK picture (Figure 4.2). While these 
figures are higher than for other STEMM disciplines such as Engineering and 
Technology (15% full-time, 11% part-time), these are not the figures to which we 
aspire. We are working to attract and retain female students through a number 
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of initiatives including work with schools and projects such as Girl Geeks and 
Connect. 
 
 

 
Examining the data for different programmes reveals that the highly technical 
programmes have lower than average female representation. It is evident (Figure 
4.3 and 4.4) that females are more attracted to the creative and applied areas of 
computing (Information Systems and Interactive Media and Design).  
 

 
 
 
 



 

 
26 

 
 

 
 
Further research is required to understand these choices and to investigate how 
subjects such as Software Engineering (7%) and Computer Systems and 
Networks (11%) might be more appealing to females (ACTION B3).  
 
Admissions 
 
Figure 4.5: Undergraduate applications, offers and acceptance in the School 
(from a presentation to Connect) 
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Figures for full-time applications are comparable with the UK enrolment 
benchmarks for the subject discipline (Figure 4.6) but are not where the School 
aims to be. 
 
Figure 4.7 illustrates that Information Systems and Interactive Media and Design 
programmes are more attractive to female applicants than Computer Systems 
and Networks and Software Engineering programmes. Further research is 
required to understand the factors that influence these choices (ACTION C1) 
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Numbers of part-time students are low but have increased significantly from 5 
(22% of applicants) in 13/14 to 24 (37% of applicants) in 15/16 (Figure 4.8). 
There were no female applicants in 2014/15, which coincided with a drop in 
numbers overall, followed by growth and an increased proportion of female 
applicants in 2015/16.   
 

 
 
Initiatives to improve the application rate include ongoing outreach activities in 
schools and bringing school groups into the University to work on practical 
projects such as creative computing workshops (e.g. using wearable 
technologies) and recent Ada Lovelace Day lecture which was attended by 120 
girls from local secondary schools.  
 
The School will seek to attract more female applicants by improving the 
language and images used for programme marketing (ACTION C3) and provide 
training for our School recruitment team in supporting women through the 
decision making process (ACTION C4).  
 
Offer and Acceptance 
Female applicants are proportionally more likely to receive an offer from the 
School across all of the Subject Groups with the exception of Interactive Media 
and Design, which is broadly even.  However, they are proportionally less likely 
to accept that offer (Figure 4.9). 
 



 

 
29 

 
 
Data showing the offer and acceptance rates over time (Figure 4.10) shows that 
acceptance rates are improving.   
 

 
 
This improvement is attributed to an initiative for following-up offers by 
telephone survey. Questions will be added to the survey to identify gender or 
other equality issues affecting decisions not to accept (ACTION C2). 
 
For part time students offer rates (Offr/App) (Figure 4.10) and acceptance rates 
(Acpt/Offr) (Figure 4.11) increased in line with the overall increase in 
applications over the same time period. As previously noted, there were no 
female applicants in 2014/15. 
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Action to improve application and acceptance rates includes increasing female 
student ambassador and academic staff presence on Open Days and Visit Days 
(ACTION C6) and collecting gender data at these events for analysis (ACTION C5). 
 
Attainment 
 
Comparisons of our 2013/14 undergraduate attainment data with HESA 
benchmarks (Table 4.2) show that female attainment equals or betters UK 
averages for Honours degree awards in Computer Science.  
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Table 4.2: Comparison of undergraduate attainment with 2013/14 
benchmarks 
 

Award Classification Edinburgh Napier (%) HESA benchmark (%) 

First 16 16 

Upper Second 24 18 

Lower Second 21 16 

Third 7 14 

Non-honours degree 38  

Unclassified or N/A  29 

 
It is evident from the data (Figure 4.13) that although female student numbers 
are low, they out-perform males at degree award stage. For example, 51% of 
female graduates achieved a First Class or 2.1 degree in 2014/15 (compared 
with 29% males).  
 

 
 
 
In July 2016 all First Class Honours awarded in the Interactive Media and Design 
programmes were achieved by female students (Figure 4.14). While this is 
excellent news for our minority female group, it raises concerns about male 
student achievement which staff in the Centre for Computing Education 
Research are exploring (ACTION B4).  
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Figure 4.14: First class honours students in Interactive Media and Design 
programmes, July 2016 
 

 
However, the 2015/16 data from across the School shows a different picture. 
Female attainment of 1st and 2.1 degrees (38%) was lower than for males (49%). 
More female students left the university with an ordinary degree in this 
academic year. This may be a result of a positive choice to take up an offer of 
work following a successful industry placement in year 3 but it highlights a need 
for more exit data from students leaving the University before the Honours 
stage (ACTION D1). 
 
(iii) Numbers of men and women on postgraduate taught degrees  
 
Postgraduate student enrolment data  
Enrolment data for postgraduate students compared with HESA benchmarks 
(Figure 4.15) reveals that the proportion of women on our programmes is lower 
than UK averages.  
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Applications 
 
Male and female applications for entry to taught postgraduate Masters 
programmes are presented for the School (Figure 4.16), for full-time students by 
programme (Table 4.3) and for part-time students by programme (Table 4.4) 
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benchmarked to HESA enrolment data for Computing Science (%)
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At programme level (Table 4.3), female applicants are more attracted to full-
time programmes and to creative and applied areas of computing such as 
Business Information and Technology and Information Systems Development. 
Female applications have increased on the full-time Computing programme 
(from 15% to 29%) but fallen on the equivalent part-time programme (from 35% 
to 13%). This suggests that there may be fewer women in IT/Computing related-
job roles combining work and study. However, it should be noted that numbers 
are generally low on part-time PGT programmes (Table 4.4) and so statistical 
comparisons are not useful.  
 
One exception to the male-domination of our programmes is the part-time 
Masters programme in Project and Programme Management. Although 

Total Total Total

Computing 70 85% 12 15% 82 61 72% 24 28% 85 41 71% 17 29% 58

Web 

Development/Software 

Technology for the Web 21 84% 4 16% 25 16 73% 6 27% 22 20 77% 6 23% 26

Advanced Networking 51 96% 2 4% 53 38 97% 1 3% 39 28 90% 3 10% 31

Advanced Securi ty and 

Digi ta l  Forens ics 55 86% 9 14% 64 71 90% 8 10% 79 82 92% 7 8% 89

Advanced Software 

Engineering 27 87% 4 13% 31 24 83% 5 17% 29 13 87% 2 13% 15

Bus iness  Information 

Technology 49 72% 19 28% 68 29 64% 16 36% 45 49 77% 15 23% 64

Information Systems 

Development 35 81% 8 19% 43 29 76% 9 24% 38 18 72% 7 28% 25

TOTAL 366 337 308

2015-16

Male Female

308 58 268 69 251 57

Male Female

Table 4.3: Male and female application for entry to full-time taught postgraduate masters 

programmes

Male Female

2013-14 2014-15

Total Total Total

Computing 11 65% 6 35% 17 15 71% 6 29% 21 7 88% 1 13% 8Web 

Development/Software 

Technology for the Web 1 50% 1 50% 2 3 75% 1 25% 4 7 88% 1 13% 8

Advanced Networking 2 67% 1 33% 3 4 100% 0 0% 4 2 67% 1 33% 3

Advanced Securi ty and 

Digi ta l  Forens ics 50 93% 4 7% 54 91 91% 9 9% 100 127 87% 19 13% 146Advanced Software 

Engineering 3 75% 1 25% 4 1 50% 1 50% 2 0 0% 0 0% 0Bus iness  Information 

Technology 2 100% 0 0% 2 4 100% 0 0% 4 7 70% 3 30% 10

Information Systems 

Development 8 100% 0 0% 8 6 55% 5 45% 11 4 80% 1 20% 5

Strategic ICT Leadership 12 92% 1 8% 13 4 100% 0 0% 4 6 75% 2 25% 8Advanced Securi ty and 

Cybercrime 8 67% 4 33% 12 17 85% 3 15% 20 19 83% 4 17% 23

Project and Programme 

Management 10 77% 3 23% 13 3 50% 3 50% 6 3 25% 9 75% 12

Sound Des ign 5 100% 0 0% 5 8 80% 2 20% 10 13 87% 2 13% 15

TOTAL 133 186 238

2013-14

Male Female

112 21

Table 4.4: Male and Female applications for entry to part-time and distance learning taught 

postgraduate masters programmes 

156 30 195 43

Male Female Male Female

2014-15 2015-16



 

 
35 

numbers are relatively small, the proportion of female applicants has risen from 
23% to 75% in last 3 years. This reflects the willingness of industry to develop its 
female leaders (as many of these students are supported by their employers) 
and the efforts of the Programme Leader to make the course accessible in its 
mode of delivery which is distance-learning practice-based.  
 
Postgraduate offer (Offr/App) and acceptance (Acpt/Offr) rates for the School 
are similar for male and female applicants (Figure 4.17). At postgraduate level, 
female students have typically already embarked on a STEMM career path, 
which informs their choice of course for their future progression. 
 

 
 
These trends are also evident at programme level except where numbers of 
applicants are very small. 
 
Attainment 
 
Figure 4.18 shows male and female taught postgraduate award attainment in 
the School and in comparison to the HESA benchmark. Our numbers of female 
students are relatively low and this is reflected in the low rate of attainment 
compared with males. 
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Further analysis of the level of awards (Figure 4.19) indicates that a higher 
percentage of female students than male students achieved Distinction at 
Masters level in 2013/14. However, this was reversed in 2014/15 and the data 
for 2015/16 shows equal attainment of Distinction (16%) for male and female 
students. Further work is required to improve data gathering and intelligence on 
the factors affecting PGT attainment including work-life balance, learning needs 
and other issues related to diversity (ACTION B1) 
 

 
 
 
We anticipate that our actions to increase participation rates (ACTION C1-C6) 
and make our programmes more accessible through flexible study modes 
(ACTION D2) will contribute to improving female attainment in taught 
postgraduate programmes. 
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Figure 4.18: Taught postgraduate awards (number, %)
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Figure 4.19: Male and female attainment of awards in taught 
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(iv) Numbers of men and women on postgraduate research degrees 
 

The gender profile of students enrolled on postgraduate research programmes 
(Figure 4.20) shows enrolments on both full-time and part-time PGR degrees are 
slightly higher than the HESA benchmarks in Computer Science. These figures 
fluctuated in the subsequent years but reflects low actual numbers. 
 
Examining doctoral topics reveals a trend for significantly more males engaged 
in the highly technical specialisms of computing research and female students 
typically engaged in computing research in the creative or social domains; five of 
the eight doctoral candidates in the Centre for Social Informatics are female.   
 

 
 
 
Full-time offer rates are generally higher for female applicants than for males to 
full-time and part-time PhD programmes (Figure 4.21). 
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The proportion of men and women applying, being offered and accepting PhD 
places in the School looks similar to students at other levels but proportionally 
more women accept their places than men (Figure 4.22). This is an area that the 
School will investigate and roll out any evidence of good practice (ACTION B2).  
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PhD completion by gender  
 
Table 4.5 shows the completion data for research degrees in the School. 
Although the proportion of female completions is higher for our full-time and 
part-time students, the numbers of completions are small and so statistical 
comparison may not be valid. 
 

Table 4.5: Male and Female attainment on Postgraduate Research Degree 
Programmes 
 

 2013/14  2014/15 2015/16 

Male Female Male Female Male Female 

Full 
time 

2 1 0 1 2 2 

Part 
time 

3 2 2 3 4 3 

TOTAL 5 3 2 4 6 5 

 
(v) Progression pipeline between undergraduate and postgraduate student 

levels 
 

Undergraduate to postgraduate progression data is based on the number of 
postgraduate students who obtained an Edinburgh Napier undergraduate 
degree in the last five years. The low numbers of female graduates from 
undergraduate programmes is reflected in this data but it is evident (Figure 
4.23) that the progression rate for females is significantly lower than for males 
and has declined significantly.  
 
The vast majority of graduates from computing go directly into employment. 
Low progression rates between UG and PG programmes is not necessarily an 
indicator of anything other than a high employment rate. 
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4.2  Academic and research staff data 
 
(i) Academic staff by grade, contract function and gender: research-only, 

teaching and research or teaching-only 
 

 
Table 4.6 shows staff in the School by contract type and grade.  
 

Table 4.6: Number of academic and research staff by gender and grade over time 
 

Grade and contract type 2013/14 2014/15 2015/16 
M F Total M F Total M F Total 

GRADE 4 
Research-only - 1  1 -  - -  

Teaching and 
research 

- -  - -  - -  

GRADE 5 
Research-only 4 4  3 5  4 3  

Teaching and 
research 

2 -  3 1  - 1  

GRADE 6 
Research-only 4 -  3 -  2 -  

Teaching and 
research 

22 6  21 6  30 9  

GRADE 7 
Research-only - -  1 -  1 -  

Teaching and 
research 

14 2  13 2  11 2  

GRADE 8  

Research-only - -  - -  - -  

Teaching and 
research 

1 -  - -  - -  



 

 
41 

The gender balance of staff in the School is better than the HESA benchmark 
data (Figure 4.25) but has remained a quarter female over the last three years. 
The School has instigated a number of actions to ensure that women are 
encouraged to apply to roles in the School (see section 5.1i) and to enhance the 
profiles of women in computing (see section 5.6vii).  
 

 
 
In general, the School meets or improves on the HESA benchmark for different 
staff contract types (Figure 4.25) 
 

GRADE 9 
Research-only - -  - -  - -  

Teaching and 
research 

4 3  3 3  3 3  

GRADE 
10 

Research-only - -  - -  - -  

Teaching and 
research 

1 1  2 -  3 -  

Total (all 
grades) 

Research-only 8 5 13 8 5 13 7 3 10 

Teaching and 
research 

44 12 56 42 12 54 47 15 62 

 Total 52 17 69 50 17 67 54 18 72 
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Women are reasonably well represented at Grade 6, less so at Grade 7 then very 
well represented at Grade 9 (Figure 4.26). Promotion from Grade 6 to Grade 7 is 
a topic for discussion at Professional Development Reviews and, since 
2014/2015, all staff have been invited to apply for promotion against published 
criteria. This will be monitored by the School Leadership team (ACTION A5).  
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(ii) Academic and research staff by grade on fixed-term, open-
ended/permanent and zero-hour contracts by gender 

 

The number of academic staff on ‘research only’ and fixed term contracts is 
small (Tables 4.7 and 4.8). The School endeavours to retain staff at the end of 
fixed term contracts, regardless of gender.  
 

Table 4.7: Academic staff by contract type and grade over time.  
 

 2013/14 2014/15 2015/16 

Grade and Contract Type Male Female Male Female Male Female 

GRADE 5: 
Fixed-term 1 - 1 1 - 1 

Permanent 1 - 2 - - - 

GRADE 6: 
Fixed-term 1 3 - 3 3 2 

Permanent 20 3 21 3 27 7 

GRADE 7: 
Fixed-term - - - - - - 

Permanent 14 2 13 2 11 2 

GRADE 8: 
Fixed-term - - - - - - 

Permanent 1 - - - - - 

GRADE 9: 
Fixed-term 1 - 1 - 1 - 

Permanent 3 3 2 3 2 3 

GRADE 
10: 

Fixed-term - - - - - - 

Permanent 1 1 2 - 3 - 

 
 

Table 4.8: Research staff by contract type and grade over time. 
 

 

2013/14  2014/15 2015/16 

Male Female Male Female Male Female 

GRADE 4: 
Fixed-term - 1 1 - - - 

Permanent - - - - - - 

GRADE 5: 
Fixed-term 3 3 2 4 3 2 

Permanent 1 1 1 1 1 1 

GRADE 6: 
Fixed-term 1 - 1 - 2 - 

Permanent 4 - 2 - 1 - 

GRADE 7: 
Fixed-term - - - - - - 

Permanent - - 1 - 1 - 

 
In addition, the school employs a number of staff on casual contracts, such as: 
specialist teachers and PhD student demonstrators. They receive induction, PDR 
and access to appropriate training.  
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(iii) Academic leavers by grade and gender and full/part-time status 
  

As with staff on fixed term contracts the numbers of leavers is low but the 
School appears to perform well against the HESA benchmark (Figure 4.27).  
 

 
 
Table 4.9 shows that the majority of staff who have retired in the last three 
years have done so from a part-time contract. This option supports staff in their 
move to retirement and facilitates succession planning where the School uses 
the transition period to develop internal talent to take over from experienced 
staff.  
 

Table 4.9: Academic leavers by grade, gender and contract type over the last 
three years. 
 

 2013/14 2014/15 2015/16 

 
Male  Female

  
Male  Femal

e  
Male  Female  

GRADE 4 

Full-
time 

- - - - - - 

Part-
time 

- - 
1 - 
EoFTC 

- - - 

GRADE 5 
Full-
time 

1 - 
EoFTC 
2 - 
resign 

- - 

1 - 
resign 
1 - 
EoFTC 

- - 

Part-
time 

- - - - - 
1 - 
retired 

GRADE 6 Full-
time 

1 - 
retired 

- - - 
3 - VS  
1 - 
resign 

- 
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Part-
time 

- - 
1 - 
retired 

- 2 - VS 1 - VS 

GRADE 7 

Full-
time 

- - - - 
1 - VS  
2 - 
resign 

1 - VS 

Part-
time 

- - 
1 - 
retired 

- 1 - VS - 

OTHER: 
OLD 
CONTRA
CT 

Full-
time 

- - 
1 - 
EoFTC 

- - - 

Part-
time 

- - 
1 - 
retired 

- - - 

 

Reasons for leaving key 

EoFTC End of Fixed Term Contract 

resign 
Voluntarily submitted 
resignation 

retired Retired from the University 

VS Took voluntary severance 

 
In the preparation of this submission it became clear that the School does not 
formally collect detailed data on reasons for leaving (particularly where the staff 
member resigns). Staff may request an exit interview but, where one is 
conducted, the information remains with HR. The School will work with HR to 
improve data in this area (ACTION E1).  
 
 
5 SUPPORTING AND ADVANCING WOMEN’S CAREERS (5459 WORDS) 
 
5.1 Key career transition points: academic staff 
 
(i) Recruitment 
 

Over the past three years, due to expansion and Voluntary Severance, we have 
recruited 26 members of staff. 
 
All our recruitment and selection processes are compliant with the University’s 
equal opportunities policy and legal requirements. We have an online University 
wide recruitment process. The HR Services Team advises and supports managers 
on all new and existing role profiles, internal and external role adverts (which 
highlight the Athena SWAN institution bronze award) and appropriate 
advertising routes. The text of all School adverts was reviewed following the 
institutional Athena SWAN award and gender-neutral language use follows good 
practice.  
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However, Figure 5.1 illustrates that there is work to be done in attracting more 
female applicants. The School will investigate recruitment practices and 
approaches with a particular emphasis on encouraging women to apply (ACTION 
E2). 
 
In line with University policy, all recruitment panel members are required to 
complete mandatory recruitment and selection training which covers 
responsibilities under the Equality Act 2010. For all academic roles, applicants 
are assessed and shortlisted by staff in the School against a standard University 
matrix aligned to the published academic framework and a member of the 
University Leadership Team and the Dean of School are on each recruitment 
panel. 
 
Although female applicants represent only 30% of the total (Figure 5.2) and 38% 
of appointees (Figure 5.3), they are proportionally more likely to be shortlisted 
for interview and more likely to be appointed than men. 

 
 

 
 
 
All applicants complete the University’s Diversity and Equality (D&E) data at the 
application stage. Upon the offer of a role, an additional D&E questionnaire is 
completed alongside a Health Surveillance questionnaire to identify if any 
reasonable adjustments are needed for new employees ahead of 
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commencement.  The School will then work with the new staff member and the 
University Health and Safety team as needed to realise those adjustments.  
 
The University has recently converted from the ‘two ticks’ disability scheme to 
the new ‘Disability Confident Scheme’ at level 2 status and remains committed 
to supporting the scheme. 
 
(ii) Induction 
 

On their first day new staff receive a University induction email with a link to the 
online induction material to be completed, the learning and development 
intranet page to build their Induction learning plan and information on the 
School induction.  
 
All newly appointed staff, including research staff, receive school specific 
induction about working at the University and general working practices in the 
School.  As part of the local induction, all new staff will be allocated mentors, 
normally a senior member of staff, who support career development (ACTION 
E4). 
 
New staff are required to complete a University on-line induction which covers 
safety issues and training on equality matters. They are advised of the 
requirement to attend a University half day induction. 
 
Unfortunately, take up of induction sessions by staff in the School is generally 
low. Only 50% of the staff (55% full-time and 44% fixed-term) attended an 
induction session - 75% of whom are female. The School will encourage staff to 
attend induction sessions and monitor engagement for all new staff (ACTION 
A3). 
 
A new Head of Capability based within HR Team has recently been appointed 
(June 16) and is currently reviewing all recruitment, learning and leadership 
development resources and delivery methods, access, uptake and impact to 
identify areas of improvement particularly in induction and the potential of e-
learning. The School will work with our allocated HR Client Partner to roll out 
new initiatives. 
 
In addition to the formal induction, newly appointed staff have access to 
University wide workshops. These sessions, and how they relate to Athena 
SWAN principles, are outlined in Table 5.1. 
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Table 5.1: Induction sessions for new academic staff and how they advance 
the Athena SWAN principles 
 

Session title Content Meets Athena 
SWAN 
Principles 

Working at 
Edinburgh Napier 

An overview of the University 

 Working in HE 

 University strategy and corporate 
action plans 

 Our values and culture  

 Health & safety  

 Learning and development 
opportunities 

1, 5, 9 

Induction lunch 
with the 
University 
Principal 

Opportunity to meet the Principal 

 Share their feedback on first few 
months  

 Ensure new staff have the right 
support to fulfil their potential 

 Discuss the University’s strategic 
objectives  

1, 5, 8 

New Lecturers 
event, 
Department of 
Learning & 
Teaching 

Introduction to academic teaching  

 network with colleagues from across 
the University.  

 A link to central academic resources  

1, 5, 8, 9 

Research and 
Innovation 
inductions 

Introduction to research and innovation 

 Meet the RIO office staff working in 
partnership with the school. 

1, 2, 5, 8, 9, 10 

 
In the preparation of this submission it became clear to the SAT that there was a 
need for provision in the formal induction process to specifically address 
Transgender discrimination.  With best practice in relation to transgender 
awareness and workplace policy emerging throughout HE, the University also 
recognises this need.  As gender is a protected characteristic, reference to 
transgender specific issues will be made in all diversity and inclusion training 
delivered by centrally by the HR team. An online diversity training session will be 
in place as part of the induction process for all new employees by 31 July 
2017.  This training will also be made available to all existing staff.  Transgender 
employees also have the support and voice of the recently established LGBT 
network at Edinburgh Napier, as part of our Inclusion Strategy, and work is 
currently underway to revise our Transgender policy (ACTION A3). 
 
Recognising the high turnover rates, in 2015 a school induction, hosted by the 
Dean and Principal, was organised for all new starts. Furthermore, an event was 
organised for all staff to introduce their research areas. This school-wide event 
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(including PhD students) was effective in encouraging collaborative working and 
will become an annual event. 
 
School induction is available to all new PhD students during the first week of 
their studies. A wider welcome event takes place regularly, organised by the 
PGR Programme Leader attended by the Dean and the School Academic Lead for 
Research as well as supervisors. 
 
(iii) Promotion 
 

The School of Computing operates under the University’s annual promotions 
round which is the mechanism for academic staff to be promoted. This relies on 
staff members putting themselves forward and being supported by line 
managers. Staff members and their line manager review progress against the 
promotions criteria at one-to-one sessions and in bi-annual Personal 
Development Review (PDR) meetings.  
 
The numbers of promotions (Tables 5.2 and 5.3) are too small to be able to draw 
reliable conclusions about possible gender bias. However, it appears that 
women may be less likely to put themselves forward for promotion. 
 

 
 
 
 
 
 
 
 

Table 5.2: Staff promotion (application and success) by gender and grade in 
2015 
 

2015 promotion  Grade applied for  

Gender Grade 7 Award 
of Title 

Grade 8 Grade 9 Grade 
10 

TOTAL 

Male 2 7 2 - - 11 

Female - 1 - - 2 3 

Total no of 
applicants 

2 8 2 - 2 14 

Successful males - 2 - - - 2 

Successful females - - - - - - 

Total no of 
successful 
candidates 

- 2 - - - 2 
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Table 5.3: Staff promotion (application and success) by gender and grade in 
2016 
 

  

2016 promotion 
round 

Grade applied for    

Gender Grade 7 Award 
of Title 

Grade 8 Grade 9 Grade 
10 

TOTAL   

Male 1 - 1 - - 2   

Female - - - - 2 2   

Total no of 
applicants 

1 - 1 - 2 4   

Successful males - - 1 - - 1   

Successful females - - - - 1 1   

Total no of 
successful 
candidates 

- - 1 - 1 2   

 
Successful staff have their new grade or ‘award of title’ applied in the year 
following their application.  Therefore, the awards of promotion outlined in 
Table 5.3 will be applied in academic year 2016/17. 
 
The School will ensure equality training is rolled out to all line managers in the 
School with a focus on raising awareness of the different approaches to applying 
for promotion and, through PDR, staff will develop career plans aligned with 
aspirations to ensure staff consider putting themselves forward (ACTION E3). 
 
In January 2015 the University introduced a new academic and promotion 
framework with four pathways: Research, Learning and Teaching, Professional 
Practice and Enterprise with a new title of Associate Professor for Grade 7 staff. 
Existing Grade 7 staff (Senior Lecturers, Senior Teaching Fellows and Readers) 
were invited to apply for an ‘award of title’ of Associate Professor. To assist all 
staff with the launch of this new framework, staff guidance was published on 
‘how to build a case for promotion’.  
 
A number of campus workshops were run on different days to provide all staff 
with the opportunity to discuss the criteria, seek advice and speak to senior 
academics about their evidence and stage of career.  
 
All academic promotion and ‘award of title’ applications are assessed by a 
University panel against the published criteria and appointment is based on 
merit. In the guidance there is a process for considering mitigating factors, such 
as certain disabilities, extended periods of illness, maternity leave. The panel 
considers mitigating factors only if they have impacted on an individual’s ability 
to meet the volume of academic output. 
 
The promotions and ‘award of title’ panels are chaired and overseen by the 
Principal. The panel is made up of an equality and diversity trained Professors 
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from Edinburgh Napier and other UK Universities. Both successful and 
unsuccessful applicants are provided with face to face and written feedback on 
their application and career development plans are then developed from this. 
 
Following the introduction of new academic criteria, with consequent changes in 
priorities, the school will monitor workload balances to ensure all staff gain 
equal access to develop towards the new criteria and thereby work towards a 
successful application in 2017 (ACTION E4). 
 
(iv)  School submissions to the Research Excellence Framework (REF) 
 

Our submission to the Research Excellence Framework 2014 was governed by a 
University-wide Code of Practice for the selection of staff which included specific 
direction on equality training, analysis and monitoring.  
 
Selection took place in two stages. The first stage was self-selection for 
consideration. At this stage Unit of Assessment Coordinators, who had 
undergone equality and diversity training, conducted a check of eligible staff to 
ensure that all those that might reasonably be considered had been included. As 
part of this process staff were made aware of the rules about reduction of 
quantity of output for reasons such as periods of maternity leave, being at an 
early career stage, and individual circumstances such as being a carer. This was 
in order to avoid the possibility that gender or other characteristics might bias 
against self-selection.  
 
The second stage involved selection from those who had self-selected on the 
basis of the following university-wide criteria: 

 eligibility for submission as defined in the REF2014 guidance;  

 the quality of an individual’s research outputs as compared with the Unit 
of Assessment threshold within the context of any specific UOA;  

 the quantity of their research, taking into account any individual staff 
circumstances that may have affected the volume of a person’s research, 
or their ability to work productively during the assessment period.  

 
In assessing the quality of outputs external review and assessment of those 
outputs was obtained. 
 
The ratio of female: male academics at the time was 17:53 (Figure 5.4).  
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The number of females identified by stage one (Figure 5.5) was four with the 
number of males being 16, a ratio of four males to each female.  
 

 
  

After selection at stage two (Figure 5.6) the number of female submitted for REF 
was four (all who self-selected) while the number of males was nine (56% of 
those who self-selected). 
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The data suggests that males were more likely than females to put themselves 
forward for consideration when in fact they did not meet the criteria. The data 
also shows that proportionally more females than males were selected for 
submission compared to the numbers of eligible staff and also the numbers self-
selecting.  
 

 
 
Figure 5.7 gives us confidence the measures put in place to ensure equality of 
gender in selection were successful. 
 
The number of females submitted in 2008 RAE was seven compared with 21 
males. This indicates an improvement in gender equality of submission when 
comparing the 2008 submission with the 2014 submission. 
 
 
5.2 Career development: academic staff  
 
(i) Training  
 

The School takes its commitment to staff development and training seriously. As 
a result of the Employee Engagement Survey (2013) which saw the statement “I 
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receive the training and development I need” decline from 63% to 51%, the 
School budget for staff development was increased from £8K to £12K in 14/15 
and increased again in 15/16 to £22K.  
 
In addition, there was an increased focus on learning and development in the 
Personal Development Review (PDR) rounds, driven by the School Leadership 
Team. Training in PDR Reviewing is compulsory for all staff new to line 
management and all Subject Group Leaders in the school have completed this 
training. 
 
HR collate developmental learning requirements recorded in PDRs centrally and 
source and deliver training solutions based on demand and requirement. All 
University training events are advertised by email and through the online HR 
systems, HR Connect. 
 
Although the PDR is an important vehicle for identifying training needs, staff are 
encouraged to identify learning and development opportunities, both internal 
and external, at any time of the year.  
 
Staff are advised that all training events booked and attended via the online 
system are recorded on their personal learning account and that they can 
update this record manually with any event booked out-with the online system. 
In practice, with the exception of the automatic recording of University training 
events booked on line, the recording of additional training is not consistent and 
therefore this data cannot be reliably used to prove that there is no gender bias 
in the allocation of resources for staff to attend training. This has been referred 
to the School Leadership Team for action. 
 
Unconscious Bias training  
Unconscious Bias training has recently been revised and relaunched in response 
to an Athena SWAN Institution bronze award action. The HR Capability Team 
propose to launch this training as an enhancement to the induction programme. 
They have scheduled 2-hour face to face workshops running every 2 months 
with a view to eventually offering this as an e-learning package by December 
2017. School staff have been invited to book via the HR learning & Development 
system.  Reporting will be available on attendance which will be initially 
provided six monthly to the University Leadership Team and included in the 
Equality and Diversity court updates.   
 
Academic Leadership & Management Development 
In recent years, the Institute of Leadership and Management (ILM) has been the 
main route for Leadership and Management training. However, the University 
has invested considerable resource in the Leadership Foundation Aurora 
programme which provides an opportunity for female staff to develop core 
leadership knowledge and skills. 13 female senior staff have attended the 
Aurora programme from across the University over the period 2013 – 2015. In 
2016, the University increased its support for women attending the Leadership 
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Foundation Aurora Programme by an improved and targeted mentor matching 
process. The uptake in the School has been low with no staff joining the 
programme this session. However, one member of staff completed the 
programme at her previous institution and is now a mentor for a female 
colleague in another department.  It is expected that the roll out will be 
explicitly supported through the new PDR process. 
 
Staff Mentoring Programmes 
The Department of Teaching & Learning offers mentoring and coaching 
development opportunities for those engaged in teaching and supporting 
learning. There are also opportunities for colleagues engaged in academic 
practice to be mentored or coached by ENMCA participants or completers.  
 
The School understands the importance of mentoring which is why all new staff 
are assigned a mentor (see section 5.1(ii)) and this has been rolled out to 
support academic promotion (See section 5.2iii). 
 
(ii) Appraisal/development review  
 

The University provides a framework for Professional Development Reviews 
(PDRs) which is delivered in the School. All staff are invited to attend an annual 
PDR meeting with their line manager followed by an interim meeting six months 
later. In our school we improved recorded completion rates from 62% (2014) to 
68% (2015). The target for completion in 2016 is 90%. In practice, all permanent 
staff (including zero hours staff) receive a PDR, however not all sessions are 
accurately recorded centrally. Additional support from administrative staff 
assigned to the School will address this in 2016. 
 
The school recognises the work involved in, and the value of, conducting PDRs. 
Objectives set are SMART and align to the academic framework/professional 
service standards, our university values and support the achievement of the 
School’s strategic objectives.  Staff development identified through the PDRs 
includes training as outlined above in Section 5.2(i) as well as attending and 
presenting at conferences.  
 
Matters arising from the meetings can be flagged with the School Leadership 
Team/ Dean. These include, for example, requests to take on school-wide roles.  
 
The School has recently introduced three-way PDRs whereby staff have an 
opportunity to meet both their Subject Group Leader and their Research Centre 
Director. This was introduced to mitigate against excessive workloads and to 
ensure a holistic approach to development; encompassing both research career 
aspirations and delivery of teaching. 
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(iii) Support given to academic staff for career progression  
 

The PDRs outlined above in section 5.2(ii) are an opportunity to express career 
aspirations, identify personal development and work together to achieve 
balanced workloads. Subject Group Leaders and Research Centre Directors work 
with staff to enhance their profiles through identifying opportunities for module 
and programme leadership, attending external events and participating in 
university-wide groups and committees. 
 
All internal roles are advertised (for example vacancies for School leadership 
roles) and staff are encouraged to apply.  
 
Each year we advertise opportunities for members of staff to work towards a 
PhD. In 2016 two members of staff graduated (one male, one female). At 
present six staff are working towards a PhD (50% female) and have an allowance 
in their workloads for this work (0.2FTE). 
 
The school has mentoring for all new staff, and more recently some informal 
mentoring for staff who are applying for a promotion. The school will expand on 
its current practice to formalise its mentoring programme to ensure equality of 
access and, through PDR, discuss career ambitions with staff thereby inviting 
mentoring requests (ACTION E5). 
 
(iv) Support given to students (at any level) for academic career progression 
 

Ideas for Honours projects and Master dissertations are advertised through a 
projects wiki page with associated staff so that topics can be selected by 
students based on their academic interests. Undergraduate and postgraduate 
students have an opportunity to apply for research internships. All PhD 
studentships are advertised and students go through a robust recruitment and 
selection process with a panel trained in recruitment and selection and the 
support of the relevant supervisor.  In practice the majority of PGR students are 
funded by internal studentships so the data and reflections are in line with those 
outlined in section 4.1(iv). 
 
PGR students wanting to pursue an academic career are encouraged through 
six-monthly panel meetings, to discuss their career aspirations. Requests to 
undertake teaching as part of personal development are accommodated in 
discussion with Subject Group Leader and Supervisor. This work is always paid.  
 
(v) Support offered to those applying for research grant applications 
 

The School of Computing offers an induction to research funding for all early-
career staff which aims to inform staff about funding opportunities and 
schemes, introduction to research and innovation support officers and the 
processes of submitting proposals. Gender Equality training is available (but 
optional) through the HR department. 
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All staff have a standard workload allocation allowance of one day per week for 
research activities. Staff can optionally request an additional half day per week 
workload allowance if they are intending to develop significant grant 
applications. 
 
Support for specific research grant applications is offered by the Research and 
Innovation Office to staff to apply for research grants. This support takes the 
form of coaching with a named individual who is the client partner for the 
school. They attend school boards regularly. 
 
The Research Centre Directors operate a peer review process so that all grant 
applications can be reviewed prior to submission.  
 
The School Support Service have recently increased administrative support 
embedded in the Schools to support academic staff with their research activities 
through the employment of School Research and Innovation Officers. 
 
5.3 Flexible working and managing career breaks  
 
The School operates the University’s policies and procedures with regard to 
flexible working and managing career breaks and, within that framework 
through local negotiation, is keen to support staff to manage flexible working 
and continue to develop their career. 
 
(i) Cover and support for maternity and adoption leave: before leave  
 

The HR pages of the intranet are extensive and cover family issues such as 
childcare, schools, flexible working options and paternal leave options. We 
ensure that managers are aware of and actively promote and support services 
which are available.  However, very few staff have taken maternity leave in 
recent years and both the legal and the University frameworks have changed.  
Therefore, the School Leadership Team has made a commitment to ensure that 
all staff, with particular focus on line mangers, are fully aware of the most up to 
date polices. (ACTION E6). 
 
The University monitors the use of the Maternity policy to ensure that it is 
applied fairly and to ensure that employees are not denied access to suitable 
opportunities. 
 
Line managers in the School who have not previously supported a staff 
members’ maternity leave will be supported by the Dean and the HR Client 
Partner. In addition to the University policy support outlined in Figure 5.8 the 
following School arrangements are in place before maternity leave: 

 Regular meetings and catch-up sessions between the employee and their 
line manager to ensure everything is in place to support them.  

 Additional occupational health assessment & support is available if 
required. 
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 Additional School adjustments can be made on an individual basis for 
issues such as working from home or a flexible timetable for academic 
staff.  

 Discussion of appropriate arrangements during leave such as how 
communication should be maintained, ‘keeping in touch’ days and work 
cover. 

 
(ii) Cover and support for maternity and adoption leave: during leave 
 

During maternity leave, communication comes from the School through the 
relevant line manager. The benefit of contact during leave is to ease the 
transition back into the workplace and to ensure the employees continue to 
identify with their role within the School. Line managers in the School are 
particularly encouraged to discuss: 

 specific arrangements for keeping in touch days such as particular 
meetings or training to deal with changes that occur during leave 

 opportunities for part-time or flexible working on return from leave  
 
Figure 5.8: University level support for staff on maternity or adoption leave 

 

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

The line manager works with the member of staff to plan how to manage their 
return to work and to reintegrate them into the School. Line managers are 
encouraged to accommodate extra flexibility during the first few weeks back to 
work to help the member of staff cope with the new circumstances, to get used 
to the new routine and to assist in settling the baby into nursery or child into a 
new school. 

Prior to 
leave

- pregnancy risk assessment must be carried out for pregnant 
employees

- time off for ante-natal classes is available including
relaxation and parent craft classes for the pregnant member 

During leave

•‘keeping in touch days’

•discussion of contractual changes such as part time or flexible 
working

On return 
from leave

•finalisation of contractual changes if necessary

• highlighting ‘parental’ leave policy
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It is difficult to critically assess the practical implementation, potential 
difficulties and required action as so few staff have taken maternity leave in the 
last few years. It is therefore important that staff are reminded that support 
mechanisms are in place (ACTION E6). 
 
(iv) Maternity return rate  
 

The small numbers of staff taking maternity leave make it difficult to draw any 
conclusions (Table 5.4). The latest figures for 2015/16 show a 100% return and 
an improvement on the previous year.  

 
 
 
 
 
 
 
 

(v) Paternity, shared parental, adoption, and parental leave uptake 
 

In December 2014, as a result of new legislation, the University took a decision 
to implement an enhanced scheme, which gives eligible staff entitlement of up 
to 50 weeks shared paternity leave (SPL) during the child’s first year in the 
family.  
 
In 2013/14 and 2014/15 the school had no applications for Paternity Leave. In 
2015/2016 one grade 5 and three grade 6 staff were supported to take paternity 
leave. It is likely that high profile changes to legislation contributed to an 
increase in applications and the School was happy to support this leave.  
 
(vi) Flexible working  
 

The ‘Working at the University ’intranet page outlines the flexible working policy 
and explains that staff have the right to request the option of flexible working 
and part-time working. New staff are advised of this policy during the induction 
process. The University also operates a flexitime scheme policy which is open to 
all staff with contractually defined hours of work. By applying to opt in to this 
scheme staff can vary their start and end times.  
 
Local arrangements are made with line managers for academic staff. These 
arrangements are formalised in the completion of a Timetable Request. The 
majority of these requests are to meet childcare and caring commitments. This 
form allows individuals to requests timetabled classes within certain timeframes 
(Figure 5.9) 
 
 
 

Table 5.4: Return rate of staff who have taken maternity leave 
 

Year Academic Returned Administrative Returned 

2013/14 0 0 0 0 

2014/15 2 1 (50%) 0 0 

2015/16 0 0 1 1 (100%) 
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Figure 5.9: An example of a timetable request form 

 
 
The timetabling is completed to try to safeguard a single day per week for staff 
with an allocation of one day for research and staff are encouraged to work in 
the most appropriate location, which in many cases involves working at home.  
 
(vii) Transition from part-time back to full-time work after career breaks 
 
Staff can request a reduction in their contract on return from a career break and 
staff have used this to cover periods of caring responsibilities. Although the 
School has no recent examples, in the past staff have then successfully built up 
their hours incrementally including the current Dean of School. Opportunities to 
discuss changes in hours arise at any time and in particular during PDR and 
interim meetings which enables the staff member and the School to plan 
appropriately. 
 
The has also supported a number of both full time and part time secondments 
where staff members take time away from the University to benefit staff 
careers. 
 
5.4 Organisation and culture  
 
(i) Culture 
 
The University takes employee diversity and inclusivity seriously and holds a(n): 

 Accreditation as an Investor in People organisation  

 Healthy working lives gold award.  

 Membership of Stonewall Scotland as a Diversity Champion  
 
Internally the University set up an Employee Engagement Working Group in 
January 2016 to support and drive forward actions from the University 
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Employee Engagement survey. Volunteers for the working group were 
requested from across the University, with the only prerequisite being that they 
felt passionate about wanting to improve things as a result of the engagement 
survey.  
 
Indications of culture within the School are evident in the findings of the most 
recent Employee Engagement Survey (2015).  
 
Staff within the school responded as follows: 
•             92% said their work is varied and interesting; 
•             90% felt trusted to do their job; 
•             90% felt proud to work for the university; 
•             94% said their line manager was approachable; 
•             94% said their line manager treats them fairly. 
 
However, a third were of the opinion that opportunities for career progression 
within the University were poor. This could have been a reflection of the new 
promotion framework which established challenging criteria. The action on all 
line managers was to include discussions on learning and development plans, 
research development and career development plans. The School Leadership 
Team met to discuss workloads and new staffing and additional time was 
allocated to staff for research and development. 
 
When benchmarked with results from the wider University, the School also 
scored negatively on support for work/life balance. To a large extent this 
reflected the workload challenges associated with the voluntary severance 
process which saw seven members of staff leave over a three-month period in 
summer 2015. These staff have now been replaced and two additional posts 
created and filled. Attention continues to be paid to workload planning so that 
staff have manageable, balanced and equitable workloads. These principles are 
re-iterated annually at a PDR planning meeting of all line managers in the 
school. 
 
The respondents also showed a lack of awareness of the University’s diversity 
policy. As a result, the policy was circulated to all staff with advice on who to 
contact for further information and staff were encouraged to engage with the 
University’s Inclusivity Week. We intend to continue to raise awareness of the 
University’s diversity policy through stronger engagement of HR’s client partner 
within the School. This should raise awareness of all policies, and not just those 
related to gender equality (ACTION A4). 
 
(The survey results do not show gender splits, so the extent to which these 
findings apply to male or female staff is not known.)   
 
As a means of determining undergraduate student views of the School with 
respect to (1) gender equality and (2) inclusivity the free text responses to the 
2016 NSS survey were analysed. Neither issue was mentioned explicitly, 
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although general comments were made about the convenience of the student 
timetable. The most recent Postgraduate Research Experience Survey (PRES) 
(2015) did not identify any relevant issues. Free text response to the 
Postgraduate Taught Experience Survey (PTES) (2016), however, uncovered 
some evidence that female students suffer from exclusion. One comment made 
reference to the dismissal of a female student’s question in an online forum as 
an example of industry attitudes to women. Another respondent suggested that 
greater support was needed for female students: ‘I think women need to be 
encouraged, even to the point of placing them together in one team for added 
support’. 
 
Outside of the University policies and the work of Connect, the School does not 
have formal policies and procedures in place to consider gender equality and 
inclusivity. However, it is possible to observe good practice that relates to the 
Athena SWAN Charter across the School, examples of which are given in Table 
5.5. 
 

Table 5.5: Examples of good practice in the School against the Athena SWAN charter 
 

Principles 4, 6, 8 and 9 relate to actions explicitly required of the senior leadership of the School 
and University and so they have not been included here 
 

 Good practice 1 2 3 5 7 1
0

 

 
STUDENTS 

Female names used for actors cited as examples in 
scenarios explored in class 

X X X    

Female students are placed together in first year PDT 
groups 

 X X    

Female students placed together in small discussion 
groups in class 

 X X X   

Inclusion of photos of female students in print and 
online publicity for courses 

X X X X   

Gender gap considered explicitly in module content on 
professionalism and ethics 

X X X X   

Gender inequality offered as a topic that students can 
write about in assessed work 

X X X X   

Language checked for bias in employer descriptions of 
placement opportunities 

X X X X  X 

Gender mix is considered in groups for assessed work X X X    

ACADEMIC STAFF Flexibility to work at home X X X    

Flexibility of timetable to take into account childcare 
commitments 

X X X   X 

Language checked for bias in all descriptions of 
advertised posts 

X X X X  X 

Some meetings are timed so that they do not run 
beyond the timing of the working day 

X X 
 

X 
 

X  X 

PHD STUDENTS All PhD students considered for teaching duties – not 
only those who put themselves forward 

X X X X  X 
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PROFESSIONAL 
SERVICES STAFF 

Flexible working arrangements are offered, e.g. part-
time working, non-standard hours, portions of time 
working from home and flexi-time working 

X X X X  X 

Language checked for bias in all descriptions of 
advertised posts 

X X X X  X 

All job interview panels include at least one female 
member of staff and no staff conduct interviews 
without HR training 

X X X X  X 

All meetings are timed so that they do not run beyond 
the timing of the working day 

X  X X   

The timing of key meetings varies so that particular 
part-time staff are not excluded (which would be the 
case if the timings were fixed for the same non-working 
day) 

X  X X  X 

The School Support Service has exhibited strong 
support for the Athena SWAN submission process 
which in itself has been beneficial in facilitating staff to 
consider the Athena SWAN principles and, in particular, 
the impact of gender in new ways 

X  X X  X 

 
Staff and students have also noted how they believe that the Athena SWAN 
principles are ‘lived out’ in the School (Figure 5.10) 
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(ii) HR policies  
 

All HR policies are published and easily accessible to all staff on the university’s 
intranet and the HR team is available for advice as needed. The school’s HR 
Client Partner holds monthly meetings with the Dean and School Support 
Manager. School data is monitored at these meetings, including absence and 
workforce planning data. The Client Partner also regularly attends meetings of 
the School Leadership Team to update staff on policy developments.  The HR 
team facilitate HR for Line Manager sessions (throughout the year and bespoke 
sessions when required) for managers updating them on HR policies so they can 
understand the University’s policies and processes and disseminate information 
to their staff.  
 
The University is constantly reviewing its policies to ensure that they are up to 
date and fit for purpose and now has a dedicated HR Partner to manage Trade 
Union (TU) relations and policy development specifically. If new policies are 
developed or existing policies updated significantly the University’s recognised 
TU’s are consulted and the Director of HR&D includes this information within 
her all-staff update emails.  
 
The dissemination and adoption of new policies is monitored by the Dean and 
the School Leadership Team with the support of the HR Client Partner. 

  
(iii) Representation of men and women on committees  
 
Figure 5.11 shows the gender makeup of the committees in the School. There 
are three established standing committees; the Leadership Team, Teaching 
Management Team, and Research Degrees Management Group. In addition, 
there is a recently established Learning, Teaching and Assessment Committee. 
Ad hoc appointment committees are set up as required.  
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Whilst we aim for a balance of both gender and seniority in the makeup of 
school committees there is no specific policy. It should be noted that the 
balance of genders closely follows the gender balance of the school and it is 
important that female staff. Additionally, committee membership is closely 
related to the occupation of specific roles within the school and participation 
within the associated committees is considered an ex officio duty for senior 
members of staff. It is important to balance the desire for more balanced 
committees with the need to ensure that female staff are not over-burdened by 
committee work which might be detrimental to their career development.  
Committee overload is addressed through the school’s workload modelling and 
attendance at relevant committees is built into the associated roles. The School 
Leadership Team will continue to monitor both workload and committee 
membership. 
 
The Athena SWAN SAT (AS-SAT) is the only committee in which membership is 
voluntary. Members self-select and the gender balance is almost the inverse of 
that for the wider school. The gender balance is being considered as part of the 
ongoing work of the SAT (ACTION A1). 
 
(iv) Participation on influential external committees  
 
Participation on influential external committees is encouraged for all staff and 
recognised through the workload model or through the role held (for example 
Subject Group Leaders on external subject-related committees and working 
groups e.g. Skills Development Scotland).  

Data (Figure 5.12) shows that proportionally more women are members of 
external committees than men and that the women involved in committees are 
likely to have multiple external committee memberships (average number of 
committees per person: Female 1.21 Male 0.44).   
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The external committee engagement of female staff in the School is particularly 
impressive and includes: 

 Committee of the Council of Professors and Heads of Computing;  

 Chair of the RCUK Digital Economy Programme Advisory Board  

 General Chair of Parallel Problem Solving from Nature 2016 conference, 
the  first female chair of the conference in its 26 year history.  

 
External examining and conference organising positions are encouraged through 
PDR meetings and recognised through the Academic Criteria.  
 
(v) Workload model  
 
The School operates the University’s Workload Allocation Model (WAM) which 
enables line managers and, ultimately, the Dean of School to ensure that 
allocation of workload does not unfairly bias women’s capacity to develop in 
each of the areas covered by promotion criteria (Figure 5.13). The model is 
designed to capture all elements of the academic role and is used in Personal 
Development Reviews (PDRs) as a tool to ensure that workload is allocated to 
facilitate staff career development and promotion.   
 
Importantly, in the School, the data is also available in an Excel spreadsheet 
which is accessible to all staff which enables staff to see if their allocation of, for 
example, research time is commensurate with other staff at their grade. Every 
member of the SAT for the School’s Athena SWAN submission has a specific 
allocation under the WAM. 
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The University has recently committed to a review of the workload allocation 
framework and the WAM and the new model includes a maximum limit for 
contact hours to more explicitly meet the Athena SWAN principles. The School 
will monitor workload modelling by gender (Action E7). 
 
(vi) Timing of School meetings and social gatherings  
 
The timing of the main School meetings, the School Board, changed from 4-5pm 
to being held within the hours of 10am to 4pm when the current (female) Dean 
of School took over the role in 2008. The timing of these meetings varies to 
allow as many staff to attend as possible and calendars are always checked for 
availability before the date and time are set. Social gatherings are ad-hoc and 
generally take the form of informal gatherings after work advertised through an 
all-staff email and the annual Christmas Meal which is held on a Friday evening 
in December. 
 
(vii) Visibility of role models 
 
Women in the school are in influential and in senior positions. For example, the 
Dean of School, the Heads of three of the five Research Centres and the School 
Academic Leads for Internationalisation and Learning and Teaching are all held 
by women.  Women in senior positions provide role models for more junior 
staff, research students and undergraduate students in Computing. 
 



 

 
68 

Women’s visibility in these roles has increased through, both internal and 
external events. For example: 
 
Internal: 
• Chairing Examination Boards 
• Chairing Teaching Management Team & Learning & Teaching Committee; 
• Chairing Boards of Study as Programme Leaders (3 women).  

 Running School Research Centres and associated meetings. 
 

External: 

 Leading the first international symposium on Post Graduate Cyber 
Security (PGCS);  

 Becoming editor in chief of Evolutionary Computation published by MIT 
press from Jan 2017 first female editor in 23-year history. 

 The launch of Girl Geeks, Scotland (hosted by the School, Figure 5.14) 
 
Figure 5.14: The Dean of School, University Principal and Scotland’s First 
Minister at the launch of Girl Geeks Scotland, encouraging girls into computing, 
in March 2016. 

As well as staff members being visible role models the School engages with 
women in industry. As part of the remit of Connect (see Section 6) events are 
regularly arranged for prominent women in industry to visit the University to 
present or sometimes to visit them in the workplace.  It is an opportunity for our 
female students to hear about the background of these women and their career 
progression, and also a chance to see and hear from them in their place of 
employment.   
 
(viii) Outreach activities  
 
Dr Tom Flint is the school’s Public Engagement Coordinator and organises our 
extensive outreach programme, which included in 2015/2016: IT4U (delivering 
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computing workshops at Edinburgh Napier for over 400 school pupils each year); 
our Cyber Security Christmas Lecture; Girls in Cyber Development Day; 
University of the Third Age workshops; Ada Lovelace Workshops and our 
contribution to the Edinburgh Science Festival. These events are designed to 
promote our discipline to the widest audience.  Participants at our outreach 
events generally reflect the gender balance among our student population, with 
the exception of our female-only events (Table 5.6). 
 
Outreach activity effort is recognised through either the workload framework or 
additional payments (depending on the timing of events and committed 
workloads) and is reflected in the new academic criteria.  
 
In May/ June 2016 we ran 24 separate school workshops, constituting 6 events 
each running 4 times. 
 
 

Table 5.6: Staff and student breakdown for IT4U outreach activity  
 

IT4U 
Workshops 

Male Staff Female Staff Male 
Students 

Female 
Students 

Total 26 3 20 13 

Total (%) 90% 10% 61% 39% 

 
Students are recruited to help with events from our pool of Student 
Ambassadors and recommendations from workshop leaders. 

 
6 FURTHER INFORMATION (486 WORDS) 
 
The School would like to use this section to highlight two areas of work which 
have been referred to in the text but not explored in detail. 
 
The Centre for Computing Education Research 
The Centre for Computing Education Research provides a focus for the wide 
range of pedagogic research undertaken in the school. Recent projects include: 
researching staff and student perceptions of student transitions; exploring the 
impact of work placements; and student self-efficacy.  
 
The centre contributed to a recent report into gender for Skills Development 
Scotland which informed the SFC Gender Action Plan. A recent study explored 
life narratives of women in the ICT profession: Smith, S., Smith, C. and Varey, A. 
(2015). Women in ICT: Exploring Professional Identity on an Executive Masters 
Program (paper presented at 6th Annual Conference on Computer Science 
Education: Innovation and Technology, 5-6th October, Singapore). 
 
In response to both the Gender Action Plan and the Athena Swan application, a 
study into motivations for women to select computing courses is planned for 
2017. 
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Connect 
Connect is the network for women studying in the School of Computing and 
School of Engineering and the Built Environment at Edinburgh Napier University. 
The aim is to bring female students together in a supportive environment.   
Connect works closely with the Scottish wide network: Interconnect, which 
students can also benefit from being part of. 
 
In 2006 staff from the School of Computing  and of Engineering and the Built 
Environment at Edinburgh Napier University received feedback from their 
female students that they felt isolated within their programme as they were 
often the only female student enroled.  In response, a forum for female students 
was established led by students with support from staff. It was called SSF4F 
(Student Support Forum for Females).  Working with the Scottish Resource 
Centre for Women in Science, Engineering and Technology (now rebranded as 
Equate Scotland) the Forum received funding from the Doris Gray Trust and the 
WiSE Excellence Award.  In 2008 the forum went through a rebrand and became 
Connect.    
 
A team of staff and students work together to plan, develop and contribute to a 
number of events throughout the academic year in the form of employer 
networking evenings, specialist speakers, workshops, site visits and workplace 
visits.  The network makes it possible for female STEMM students to build links 
with industry, meet qualified women working in their areas of professional 
interest, mix with other female STEMM students, improve their employability 
through developing their CVs and keep up to date with news and events in their 
field, whilst promoting their subjects to younger students.  
 
As well as events, there are Facebook pages, Twitter and the Connect Blog 
where news can be shared and students get a chance to take part in 
conversations with other female staff, students and alumni. 
 
There has always been huge amount of support for Connect from University 
staff as well as former students which contributes to the continuing success of 
the network.   
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7 ACTION PLAN 
 
Engagement in the process of developing the Athena SWAN submission from the whole School has been enthusiastic and this gives 
confidence that the SAT will continue to be supported in the ongoing implementation and evaluation of the Action Plan. Progress 
of the Action Plan will be monitored by the School’s Athena SWAN SAT with the support of the School Senior Leadership Team as 
needed. 
 

No. Action Rationale Page 
Ref  

Priority Initiation 
of Action 

Completion 
of Action 

Person/group 
Responsible 

Measure of 
Success 

A: ACTIONS TO ESTABLISH/FORMALISE PROCESSES TO SUPPORT THE SCHOOL’S ATHENA SWAN WORK AND ACHIEVEMENT OF 
FURTHER AWARDS 

A1 Involve more male 
staff and research 
students in the 
Athena SWAN 
work of the 
School. 

To increase the 
diversity of SAT 
membership 
 

p14, 
p65 

1 December 
2016 

April 2017 Chair of SAT Two new 
members 
(international, 
male, below 
Grade 7) 
recruited to the 
SAT  

A2 Examine issues 
raised in the 
minutes of school 
committees under 
the Equality and 
Diversity standing 
item and monitor 
action and 
progression 
through the 
committee 
structure. 

To evaluate the 
impact of the 
introduction of 
equality and diversity 
as a standing item on 
School Committees  

p23 1 September 
2017 

September 
2018 and 
annually to 
2020 

School 
Support 
Manager 

Report on 
equality and 
diversity issues 
raised and 
addressed at 
School 
committee level 
for immediate 
action and/or 
escalation. 
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A3 Promote and 
monitor uptake of 
new online 
diversity training 
(to include trans 
people) to be 
rolled out by HR in 
July 2017. 

To improve the 
uptake of diversity 
and inclusion training 
in the department at 
induction and for 
existing staff and to 
specifically address 
Athena SWAN 
Principle 7 (to tackle 
discrimination of 
trans people). 

p47, 
p48 

2 July 2017 September 
2018 and 
annually to 
2020 

Dean of 
School 

Report on 
uptake of online 
diversity 
training 
showing an 
annual increase 
in participation. 

A4 Organise a school-
wide equality and 
diversity annual 
workshop to share 
good practice and 
encourage open 
discussion. 

To identify and share 
examples of good 
practice in equality 
and diversity.  

p61 2 October 
2017 
(inclusivity 
Week) 

Annually to 
October 
2020 

Debbie 
Meharg (SAT 
member) and 
Dean of 
School 

Documented 
evidence of 
examples of 
good practice in 
equality and 
diversity for use 
by the School. 

A5 Examine data on 
gender balance in 
promotions and 
award of title. 

To monitor equity in 
the promotion cycle 
and identify 
interventions for 
improvement. 

p42 2 October 
2017 

October 
2018 and 
reviewed 
annually. 

School 
Support 
Manager 

Female staff 
achieving Grade 
7 and 8 
promotions 

A6 Monitor progress 
on the 
departmental 
Athena SWAN 
action plan 2016-
2020. 

To ensure progress 
and maintain the 
plan as a dynamic 
document in 
response to 
developments. 

p22 2 May 2017  Annually in 
June to 2020  

Departmental 
Athena 
SWAN 
Champion 

Annual report 
to SAT on 
progress  
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A7 Conduct a mid-
term review of 
Departmental 
Bronze Award 
tenure. 

To ensure progress 
and prepare for 
Bronze renewal (or 
Silver submission) 

p22 3 June 2018 November 
2018 

Departmental 
Athena 
SWAN 
Champion 

Completion of 
interim report 
to SAT for 
2016/17 and 
2017/18. 

 

No. Action Rationale Page 
Ref  

Priority Initiation 
of Action 

Completion 
of Action 

Person/group 
Responsible 

Measure of 
Success 

B: ACTIONS TO CONDUCT FURTHER RESEARCH ON ISSUES RAISED IN THE SELF-ASSESSSMENT EXERCISE AND ACT UPON THESE 
AS APPROPRIATE 

B1 Obtain qualitative 
data for analysis of 
gender differences 
in TPG student 
performance. 

To identify factors 
affecting student 
performance by 
gender. 

p36 1 June 2017 June 2018 
and 
annually to 
June 2020 

School Senior 
Academic Lead 
(Quality) and 
Programme 
Leaders 

Report to 
Postgraduate 
Module/Progra
mme Boards  

B2 Interview female 
PhD students to 
investigate their 
reasons for 
accepting their 
place at Edinburgh 
Napier and create 
role model profiles 
for attracting 
female students 
into computing 
programmes. 

To gain intelligence 
on PhD choices for 
females and identify 
role models to 
encourage female 
participation at 
other levels of study 
in Computing. 

p38 2 October 
2017 

March 2018 
for 
marketing 
role models 
from 
session 
2018/19 

Chair of SAT Report of 
actionable 
intelligence on 
attracting 
women to 
doctoral 
programmes in 
Computing and 
role model 
profiles for 
attracting 
students at all 
levels. 

B3 Analyse the 
creative and socio-

To identify 
opportunities to 

p26 3 June 2018 June 2019 School Senior 
Academic Lead 

Report to 
Programme 
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technical content 
of programmes 
with very low 
representation of 
female students. 

make Software 
Engineering and 
Computer Systems 
and Networks 
programmes more 
appealing to female 
applicants. 

(Academic 
Development)  

Leaders on 
opportunities 
to increase 
female 
participation in 
undergraduate 
Software 
Engineering 
and Computer 
Systems and 
Networks 
programmes 

B4 Investigate reasons 
for low 
undergraduate 
attainment in male 
students 

To identify 
interventions for 
improving male 
student attainment 
on undergraduate 
programmes for 
implementation by 
the programme 
teams. 

p31 3 June 2017 November 
2019 

Director of 
Centre for 
Computing 
Education 
Research 

Report to 
Programme 
teams. 

 

No Action Rationale Page 
Ref  

Priority Initiation 
of Action 

Completion 
of Action 

Person/group 
Responsible 

Measure of 
Success 

C: ACTIONS TO INCREASE NUMBERS OF FEMALE STUDENTS ON COMPUTING PROGRAMMES 

C1 Conduct research 
with current 
female students to 
discover what 
attracted them to 

To identify factors 
influencing choice of 
computing 
programmes for 

p27 1 June 2017 August 
2017 for 
marketing 
aimed at 

School SAT 
Champion 
(facilitated 
through 

Quotes from 
female 
students for 
marketing 
programmes 
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specific 
programmes. 

application in 
marketing collateral. 

session 
2017/8 

Napier 
Connect) 

more 
effectively to 
women. 

C2 Add questions to 
the offer follow-up 
telephone survey 
to investigate if 
gender was a 
factor in choice of 
programme and/or 
mode of study. 

To gather 
intelligence for 
improving the rate 
of conversion of 
female offer holders 
to enrolled students. 

p28 1 June 2017 August 
2017 for 
marketing 
aimed at 
session 
2017/8 

School Senior 
Academic Lead 
(Quality) 

Data on 
gender-related 
factors 
affecting 
acceptance of 
places on 
computing 
programmes. 

C3 Review of 
applicant 
materials. 

To ensure inclusion 
of appropriate 
language and images 
in marketing 
collateral across all 
computing subject 
areas. 
 

p28 1 June 2017 August 
2017 for 
marketing 
aimed at 
session 
2017/8 

HR for Subject-
Group/ 
Programme 
Leaders 

Updated 
gender-
balanced 
marketing 
collateral. 

C4 Develop training 
(based on outputs 
from Actions C1-
C3) for School 
student 
recruitment team  

To improve support 
for female enquirers 
and applicants. 
 
 

p28 1 September 
2018 

June 2019 
for 
recruitment 
in 2019/20 

HR for School 
recruitment 
teams 

Training 
programme in 
recruiting 
women on 
computing 
programmes 

C5 Increase the 
number of female 
student 
ambassadors and 
academic staff on 

To provide female 
role models and 
contacts for 
supporting potential 
students. 

p30 2 Annually 
from June 
2017 

Annually in 
September 
2017 to 
2020 

School 
recruitment 
team 

An established 
network of 
female staff 
and student 
ambassadors 
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Open Days and 
Visit Days  
 

for supporting 
female 
enquirers at 
open events 
and post-event 
follow-up. 

C6 Collect gender data 
at Open Days and 
Visit Days for 
analysis.  
 

To gather gender-
specific data for 
analysis of 
Computing 
programme interest 
and choices  

p30 2 Annually 
from June 
2017 

Annually in 
September 
2017 to 
2020 

School 
recruitment 
team 

An annual 
report to 
Programme 
Leaders on 
gender issues 
for enquirers 
and applicants. 

 
 

No. Action Rationale Page 
Ref  

Priority Initiation 
of Action 

Completion 
of Action 

Person/group 
Responsible 

Measure of 
Success 

D: ACTIONS TO IMPROVE RETENTION AND PROGRESSION OF FEMALE STUDENTS 

D1 To obtain and gain 
intelligence from 
exit data from 
students leaving 
the university 
before the 
Honours stage. 

To identify 
interventions for 
improving female 
progression to the 
Honours stage of 
undergraduate 
programmes 

p32 
 

2 June 2018 Reporting to 
Programme 
Boards in 
June 2019 
and action 
plan for 
September 
2019 

Programme 
Leaders 

An action plan 
for reducing 
the numbers of 
female 
students not 
progressing to 
the Honours 
stage of 
undergraduate 
programmes. 

D2 To continue 
working with 

To make TPG 
programmes more 

p36 
 

3 January 
2018 

Proposals 
for online 

Programme 
Leaders 

An action plan 
for increasing 
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industry to support 
women into TPG 
Masters 
programmes and 
leadership roles 
and make more of 
our Masters 
programmes 
accessible through 
blended-learning 
(distance and on-
campus delivery) 
and other flexible 
study modes.  

accessible by 
working in 
partnership with 
industry to support 
women to progress 
in HE and by 
developing more 
flexible study 
options. 

delivery in 
June 2018 
for delivery 
in 
September 
2019 
 

flexible modes 
of study. 

 

No. Action Rationale Page 
Ref  

Priority Initiation 
of Action 

Completion 
of Action 

Person/group 
Responsible 

Measure of 
Success 

E: ACTIONS TO ATTRACT, RETAIN AND DEVELOP FEMALE STAFF 

E1 Support staff to 
engage with the 
exit interview 
process and work 
with HR to develop 
a more detailed 
exit questionnaire 
including specific 
questions about 
the support for the 
development of 
women and the 

To discover reasons 
for leaving in the 
context of equal 
opportunities. 

p45 1 September 
2017 

For 
implementa
tion from 
January 
2018 and 
reporting in 
January 
2019. 

Line Managers An action plan 
for increasing 
retention of 
female staff. 
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culture in the 
School.  

E2 Investigate 
recruitment 
practices 
(including 
channels and 
networks) to 
ensure 
opportunities are 
reaching potential 
female applicants. 

To increase the 
number of female 
applicants for 
computing posts.    

p46 1 June 2018 For 
implementa
tion from 
October 
2018 and 
reporting 
annually in 
October to 
2020 

Subject Group 
Leaders 

 A targeted 
recruitment 
campaign 
producing an 
annual increase 
in numbers of 
female 
applicants for 
posts. 

E3 Roll out equality 
training to all line 
managers in the 
School particularly 
in raising 
awareness of the 
different 
approaches to 
applying for 
promotion 
between men and 
women. 

To ensure equitable 
promotion 
opportunities for 
men and women 

p47, 
p48 

2 March 
2018 

For 
implementa
tion from 
June 2018 

HR Annual 
improvement in 
gender balance 
in numbers of 
applications for 
promotion. 

E4 Monitor workload 
balance to ensure 
all staff gain equal 
access to develop 
towards meeting 
promotion criteria. 

To ensure time is 
allocated equitably 
for meeting 
academic 
promotion/award of 
title criteria. 

p51 3 March 
2017 

For 
implementa
tion from 
June 2017 

HR Improved 
gender balance 
in awards of 
promotion 
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E5 Expand current 
practice of 
mentoring of new 
staff to formalise 
its mentoring 
programme to 
ensure equality of 
access and, 
through PDR, 
discuss career 
ambitions with 
staff thereby 
inviting mentoring 
requests  

To ensure all staff 
have access to a 
mentor for their 
career development. 

p41 3 January 
2017 

January 
2018 

Line Managers All staff will 
have access to a 
mentor. 

E6 Raise awareness of 
Parental Leave 
policies. 

To improve access to 
paternal rights. 

p57, 
p59 

3 January 
2017 

September 
2018 

Line Mangers Increased 
uptake of 
parental leave 
amongst eligible 
employees 

E7 Review of the 
workload 
allocation 
framework and 
how it is 
implemented at 
School level 

To improve decision-
making on workload 
allocation by gender 
and ensure that 
Athena SWAN 
principles are being 
met. 

p67 3 January 
2017 

March 2018 
and 
reporting 
annually to 
2020 

School Support 
Manager 

A standard 
report on 
workload 
modelling by 
gender for 
reporting to the 
School’s Senior 
Management 
Team (SMT) on 
an annual basis. 
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