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

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

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

Recommended word count: 2500 words 

1. Letter of endorsement from the head of the university  
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2. Description of the university and its context 
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Of the 1080 RVC staff members in July 2021, 29% were male and 71% were female (Figure 
2A). There were proportionately more women compared to the sector average in Higher 
Education (HE; 54%, Figure 2B; Advance HE 2020).  There were also more women than men 
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Figure 3B: HE Staff roles by gender 2021 
 

 

Since the last award in 2017, the percentage of female staff has varied within each 
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population (n=2740) in 2020/21 was 78% female and 22% male. These proportions have 
remained unchanged over the last three years (Table 1). The proportion of female students 
is higher than the HESA 2020/21 national average for all students in England (57%) but is 
very similar to the national averages for undergraduate (77.6%), research postgraduate 
(66.4%) and taught postgraduate (70.7%) students in veterinary science.  

Table 1: The RVC student population  

 

 

 

 

  

Students Female  Male  Prefer not to say 

2020/21 2145 (78.1%) 595 (21.7%) 5 (0.2%) 

Undergraduate 1607 (82.0%) 349 (17.8%) 3 (0.2%) 

Postgraduate 
Taught 

462 (69.6%) 201 (30.3%) 1 (0.2%) 

Postgraduate 
Research 

76 (62.3%) 45 (36.9%) 1 (0.8%) 

2019/20 2057 (78.5%) 556 (21.2%) 6 (0.2%) 

Undergraduate 1581 (81.3%) 358 (18.4%) 5 (0.3%) 

Postgraduate 
Taught 

402 (72.0%) 156 (28.0%) 0 (0%) 

Postgraduate 
Research 

74 (63.3%) 42 (35.9%) 1 (0.9%) 

2018/19 2054 (77.3%) 599 (22.5%) 4 (0.2%) 

Undergraduate 1584 (80.2%) 388 (19.7%) 3 (0.2%) 

Postgraduate 
Taught 

395 (68.7%) 180 (31.3%) 0 (0%) 

Postgraduate 
Research 

75 (70.1%) 31 (29> BDC q
71.664 481.03 110.64 31.2 re
W*3 412.87 0.
W2>> BDC q
183.38 380.6 11.04 T764 48> BDC q
.664 481.03 110.64 31.2 re
W*3 36 re
W*6e
W* n
 /P <</MCID 43>> BDC q
71.664 430.03())] TJ
ET
Q
q
354.6724.03())].95.2 re
W* n
BT
/F2 11.04 Tf
1 0 0 1 409.39 460.39 Tm
1 0 0 rg/MCID 43>> BDC q
71.664 430.03())] TJ
ET
Q
q
354.674.67 38 412.87 0.
W2>> BDC q
183.38 380.6 11.04 T7
1 0 0 1 450.94 392.33 Tm3783.38 RG
[( )] TJ
ET
Q
Q
 EMC /Artifa3783.380 g
71.184 529.27 0.48 0.96003783.38 R
0.651 g
71.664 529.27 13783.38 R
0.651 g
71.664 529.11.913783.38.96002 re
f*
182.3 529.27 0.3783.38 R2 re
f*
184.46 529.27 91.823783.3802 re
f*
276.29 529.27 0.9603783.38 R2 re
f*
277.25 529.27 77.063783.3802 re
f*
354.31 529.27 0.9593783.38 R2 re
f*
277.25 529.294 392.33 Tm3MCID 4
f*
q
71.66429.22.33 Tm3M 614.0 G
[( )] TJ
ET
Q
Q
 EM3M 614.0 G
[( )] TJ
ET
Q
Q24 354 614.0 g
71.1 



10 
 

3. Athena Swan self-assessment process 

1. A description of the self-assessment team (SAT) 

 
Since the previous award in 2017, we have refreshed the SAT through appointment of two 
new co-chairs and the addition of new members to create a diverse membership that reflects 
the RVC community. SAT membership is voluntary and represents the broad mix of people 
at the RVC, across a range of grades with different work patterns, personal and professional 
commitments, and departments/specialisms. The current team has 28 members, 6 original 
and 22 new members (indicated with an *; Table 2); gender representation is 79% female 
and 21% male, which is representative of the RVC staff and student populations.  
 

Table 2: Description of SAT Members 
 

Member Gender 
(M/F) 





12 
 

Figure 5: SAT meeting held virtually using Microsoft Teams 

 
 

The committee reports to the Equality and Diversity Committee (EDC; Figure 6) which meets 

termly.  
 

Figure 6: Reporting structure 

 

 

Staff are encouraged to raise equality and diversity (E&D) issues with their departmental E&D 

champions and/or Dignity at Work and Study ambassadors who are listed on the RVC 

intranet, RU�YLD�WKH�µ5HSRUW�DQG�6XSSRUW¶�SRUWDO (Figure 7). Students have three avenues to 

raise E&D concerns. The first route is via the Students Union (SU) E&D officer who is also a 

member of and can raise any student issues at the EDC. The SU E&D and Welfare officers 
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are both E&D champions with the same role as that of other E&D champions, but for 

students. Second, students can raise E&D issues via the Advice Centre, whose Head is also 

a member of the EDC. Third��VWXGHQWV�FDQ�UHSRUW�LVVXHV�YLD�WKH�µ5HSRUW�DQG�6XSSRUW¶�SRUWDO� 

Figure 7: RVC Report and Support portal 
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3. Reflection on panel feedback provided on previous application 

Many features of our previous application were commended by the assessment panel, but 

there were also points for consideration: 

 

¶ Consider including specific examples of current key challenges and priorities 

in the letter of endorsement 

Examples have been included. 

 

¶ Consider providing a gender breakdown of students in the description of the 

institution 

This has been included. 

 

¶ Consider the inclusion of a veterinary nurse on the SAT, more specific details 

on how the SAT will continue, a gender breakdown of staff survey response 

rate and a diagram of the reporting structure would be helpful. 

These have been included. 

 

¶ Actions to address usefulness of induction, along with providing take-up 
details of those completing induction. 
Changes to the induction process were not included in the PAP as 68% of staff 
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¶ Further reflection on the decrease in the percentage of completed appraisals 
between 2013 and 2016. 
The institutional culture on the importance of annual appraisals has changed and the 
negative trend observed 2013-2016 regarding completion has been reversed such 
that completion rates for 2017-2021 ranged 67-73%. This continues to be a priority in 
the NAP (1.1). 
 

¶ Mandatory training about managing flexible working. 
In the 2021 staff survey, 62% of females and 79% of males were aware of the RVC 
flexible working policy; 65% of females and 79% of males agreed their department 
enabled flexible working; 63% of females and 64% of males agreed their manager 
would be open to discussion about flexible working arrangements; and 80% of 
females and 88% of males agreed their manager handled their request with 
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Section 2: An evaluation of the university’s progress and issues 

 

1. Evaluating progress against the previous action plan 

Consideration of the previous action plan 

 
The methods used to monitor and evaluate the progress on actions, the main barriers and 
facilitators, new initiatives introduced, and the main learnings are outlined below (Figure 9). 
 
 
Figure 9: Overview of methods used for monitoring and evaluation, barriers faced, 
facilitators, new initiatives, and main learnings from the previous action plan 

 
 

Overall, the SAT feel good progress has been made on the PAP with 25/59 (42%) action 

points (APs) rated green, 26 (44%) amber and 8 (14%) red. Those APs rated as amber or 

red are reflected on below: 

Theme 1 of the PAP was to embed AS Charter Principles into RVC Culture. AP1.1-1.3 were 

implemented to endorse and support E&D through public adventures. Whilst a statement on 

the AS charter is on the intranet and internet, it is not yet included on all recruitment material 

(AP1.1). Additionally, only 67% of staff and 18% of students surveyed indicated awareness 

of AS prior to survey completion. Although attendance at CEC has increased (there have 

been 10-12 observers; AP1.2), only 37% of staff surveyed agreed CEC was open and 

transparent. Town-Hall meetings occur termly (AP1.3), but only 40% of staff surveyed agreed 

they were inclusive and informative for updates on AS. Thus, improving communication of 

work relating to AS is a high priority in the NAP (4.7). 
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AP1.4-1.6 were implemented to identify role models and create an inclusive community. 

Progress has been made on inclusion of AS in key RVC communications (AP1.4), such as 

celebration of role models on the intranet as part of marking national events such as Black 

History Month (Figure 10�� DQG� ,QWHUQDWLRQDO� :RPHQ¶V� 'D\� ZLWK� DGGLWLRQDO� LQGLYLGXDO�

achievements noted on the intranet Message of the Day (Figure 11). However, only 55.3% 

of staff surveyed agreed they could find a suitable role model. 

Figure 10: Celebrating Black History Month 
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Figure 11: Inspirational Women at the RVC 

 

Inaugural lectures were initially held (AP1.6) for newly promoted professors, however this 

was suspended due to COVID-19 pandemic restrictions. Promoting the careers of PS staff 

is a focus in the NAP (1.10) 

AP1.7-1.11 were implemented to encourage diverse committee representation and balance 

workload impact. Female staff represent 60%, 44% and 44% of members on Council, CEC 

and SULQFLSDO¶V�DGYLVRU\�JURXS��PAG), respectively. However, only 50% of staff surveyed felt 

committee membership was an open and transparent process, and not all committees have 

a fixed term basis with a transparent process for membership yet (AP1.9). Committee turn-

over is a challenge for a small specialist institute, and we have two new actions to improve 

transparency and maintain the membership diversity (NAP 1.5 and 1.6). The gender profile 

of academic leadership positions is a focus in the NAP (1.3, 1.4). The action to monitor 

committee workload impact was not undertaken as the workload allocation model (WAM) 

was not launched due to COVID-19 pandemic (AP1.10); this is a focus in the NAP (4.3). 

Theme 2 concentrated on strengthening E&D training by adding tools to tackle and address 

unconscious bias. AP2.1-2.5 were implemented to ensure E&D training is completed by all 

staff, particularly managers; completion rates were 86% in 2018 and 73% in 2020/1 (AP2.2), 

but there is scope for further improvement. The E&D training undertaken by all staff biennially 

has been amended to focus more on unconscious bias, particularly gender bias (AP2.4), but 

further work is required as only 63.2% of staff surveyed felt comfortable in addressing 

unconscious bias. 

Theme 3 focussed on developing and enhancing the RVC E&D policy and support 

framework. AP3.1-3.4 were implemented to update policy to reflect RVC diversity and include 

guidance on transgender staff and students and other under-represented groups. The policy 

has been reviewed and now includes promotion of inclusive practice for transgender staff 

and students (AP3.1). Both the EDC and LGBT+ network celebrate LGBT+ month each year 

(Figure 12). Despite this, only 56.2% of staff and 24% of students surveyed were aware of 
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AP3.5-3.6 were implemented to ensure alignment between policy and practice. Guidance on 

how to perform an equality impact assessment was launched in 2018 and staff responsible 

for policy development and service delivery offered training. Insufficient time has elapsed to 

allow data to be gathered to identify the steps needed to bring policy and practice together 

and implement change (AP3.6). However, some of the outputs of the EIAs have been used 

to inform the NAP (1.7 and 1.8).
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95% target; this is a focus in the NAP (1.1). A project exploring succession planning within 

the RVC, with particular focus on establishment of deputy leadership positions, is ongoing 

but data on its success is unavailable to date (AP5.4); this is a focus in the NAP (1.3-1.6). 

AP5.5-5.8 were implemented to ensure training supports career progression and is valued. 

The types of professional development opportunities valued by each cohort of staff to map to 

institutional support and expenditure have not been reviewed (AP5.7), and the launch of the 

WAM 
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18% of students surveyed were aware of the policy, whilst 72% of staff and 69% of students 

felt the RVC would take any complaint of harassment seriously. This is a focus in the NAP 

(2.2). 
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RAG rated previous action plan 

Number Rationale Actions- and how Target timing Responsible Success criteria/outcomes 

1. Embed Athena SWAN Charter Principles into RVC culture 
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¶ Key highlights of annual 
equal opportunities 
monitoring data 

 

1.5  Celebrate success such as 

promotions, 

grants, papers, clinical 
advancements, and teaching 
awards 
 

$XJ¶�� HoDs, VPs AS2020 survey indicates 
improved perception of role 
models for all and that this activity 
is supportive and inclusive  

1.6 Host inaugural lectures and 
other activities promoting role 
models 

$XJ¶�� HoDs, VPs 

1.7  
 
 
 
 
 
 

Encourage diverse 
committee 

representation and 
balance workload 

impact 

Review barriers to participation 

and 

make changes to committee 
constitutions to ensur
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 increase focus 

on Unconscious Bias (including 

gender bias). 

E&D 
Manager 

embedded within the repertoire of 
E&D training. 

 

2020 AS staff survey indicates 
>80% of feel comfortable in 
addressing bias. 

2.5 Conduct additional briefing 

session on 

Unconscious Bias (including 

gender bias) with CEC. 

Mar µ18 

�µi

i

EC.
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reported to CEC on an annual 

basis through the Equal 

Opportunities Monitoring report. 

 

AS2020 survey shows staff feel 
the RVC is supportive of flexible 
working arrangements. 

4.6 Remind managers to consult 

with HR 

prior to an official refusal of a 

flexible working request. The 

staff member will also be 

consulted. 

Ongoing Head of HR 
Operations 

AS2020 survey indicates >80% of 
those who go through this process 
see it as fair and transparent. 

4.7 Review ICP/APPP to include a 

focus on compatibility with 

models of flexible working 

'HF�µ�� Head of HR 

Operations 

Update the ICP/APPP process if 
review identifies changes is 
required. 

5. Commitment to improving career progression  
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5.8 Embed training time into the 

workload allocation model  

-DQ�µ�� WMG Workload models recognise time 
for training. 

5.9  
 
 
Improve awareness and 
support of promotions 
process 

Target annual academic 

promotions workshops targeted 

to role types (teaching, 

research, clinical) 

0DU�µ18  Head of HR 

Operations 

Workshops held 

5.10 Appoint promotions 

advisors/mentors/role models 

who receive additional training 

on current policy and support 

mechanisms. These may be 

targeted to role types (teaching, 

research, clinical). Publish via a 

list on the intranet   

6HS¶�� Head of HR 

Operations 

List published and available 
 
AS2020 survey indicates 
promotions advisors are a helpful 
resource 

6. Supporting and developing female leaders  

6.1 Understand why staff 
feel unsupported with 
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these activities. A panel to 
decide on successful 
candidates 

6.4 Feature those selected in the 
RVC newsletter as role-models 
and their activities and success 
celebrated 

$SULO�¶���DQG�
quarterly 
thereafter  

Director of 
Marketing, 
E&D 
Manager  

AS2020 survey shows women 
perceive that there are good role 
models at the RVC 

6.5  
 
 
 
 
 
 
 
 
Create a culture of 
mentorship and support 

&OHDUO\�GHILQH�µPHQWRUVKLS¶ and  
µFRDFKLQJ¶�ZLWK�UHJDUG�WR�WKH�
59&¶V�SURYLVLRQ�DQG�LGHQWLI\�
further mentoring, coaching and 
shadowing opportunities for 
staff within and beyond RVC  

  

-DQ�µ��   SDM
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support and guidance during 
leave and upon their return to 
work in a mentoring capacity. 

appraisal), 

SDM and 

E&D 

Manager.  

6.9 Development of  
an efficient, transparent 
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2. Key priorities for future action 

Our new action plan (NAP) is evidence-based and was drafted in consultation with the RVC 
community through the AS2021 survey and associated workshops, through the consideration 
of HR data and in consultation with CEC. A NAP draft was presented to CEC in May 2022. 
This process helped to engage with senior management and the owners of the actions. The 
QHZ�DSSRLQWPHQW�RI�D�93�(',�KLJKOLJKWV�WKH�59&¶V�FRPPLWPHQW�WR�DOO�DUHDV�RI�(',�DQG�WKLV�
will provide additional support to the delivery of the NAP over the next 5 years.    

The 4 identified key priority areas are:  

1) Career and Leadership development 

2) Equality and Diversity in the Undergraduate and Postgraduate Student population 

3) Recruitment and Retention 

4) Workplace Culture.  

Within these themes we have prioritised action points as low (L), Medium (M) and High (H).  

1) Career and leadership development 

The appraisal process is a key part of supporting academic staff through career transitions 
and appraisal return rates have improved since our previous application in 2017. We want to 
maintain this upward trend in appraisal return rates (NAP 1.1). We have included an action on 
the APPP and SAPP as the AS2021 staff survey indicated a lack of clarity around promotion 
requirements. Whilst the gender balance at higher grades has improved and representation 
of females at grade 9 has increased since 2017 from 30% to 40% (Appendix 2 Table 2), one 
of the impacts of the COVID-19 pandemic was the temporary suspension of promotions in 
202
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less papers than males and our academic promotion pathway assesses the numbers of 
papers published, although quality remains the most significant metric. 

There are no automatic pathways to promotion for professional services roles.  Instead, career 

progression within the institution is via role re-grading where appropriate or open competition 

for roles at a higher grade. Whilst we are challenged by the availability of new positions within 

PSD (being a small specialist institution) and therefore opportunities for promotion, multiple 

initiatives intended to support the development of PTO staff (See Appendix Table 4 for staff 

roles classified as PTO) are included in the NAP. The Association of University Administrators 

(AUA) supports career development for professionals in the HE sector, including networking, 

conferences, and mentoring. The 
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support and development of researchers on FTC through the work of the Research Concordat 
working group (NAP 3.2-3.4). The appraisal of FTC staff will be reviewed to ensure the 
development section aligns with that outlined in the VITAE HE Excellence Award (NAP 3.2); 
mechanisms to minimise the impact of career breaks on FTC staff will be explored (NAP 3.3); 
and our HR Excellence in Research accreditation will be maintained (NAP 3.4). Mentors are 
available to support contract researchers and to give advice on career progression and 
training. We organise grant writing workshops to provide training and highlight opportunities 
available for staff on research FTC.  

Finally, E&D training will be delivered to all staff with staff and student recruitment 
responsibilities to ensure that they are confident in addressing all aspects of EDI including 
unconscious bias (NAP 3.5). 

 

4) Workplace Culture 

Changes to the workplace culture at RVC firstly require evaluation of the current RVC policies 
to identify gaps. Identified gaps in gender related health issues such as menopause and 
fertility will be addressed (NAP 4.1 and 4.2).  

The implementation of the WAM was delayed due to the COVID-19 pandemic and this is now 
a high priority (NAP 4.3) as we recognise that the processes around workload allocation are 
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Section 3: Future action plan 

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

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

3. Action plan 
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Key Priority    Objective Actions Rationale 
Action owners 

Timeframe 
Measurable 
outcomes 

Resources 
Required 

Career and 
leadership 

development 
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and career 
progression).  
 
Reduction in 
rates for SAPP 
application 
during COVID-
19. 

  

1.3 

Monitor and 
support a 
balanced and 
diverse gender 
profile in 
academic 
leadership 
positions (M) 

Define and gather baseline data 
on the gender profile of academic 
leadership positions  AS2021 Only 

38% of women 
and 43% of 
men thought 
that leadership 
roles were 
obtained in an 
open and 
transparent 
process 

Academic 
HoDs, 
Departmental 
Administrators, 
VP EDI, Head 
of EDI 

Dec-22 

The gender 
profiles of 
leadership roles 
in teaching, 
research and 
citizenship roles 
are balanced 
and diverse.  
 
AS2026 survey 
indicates an 
improved 
perception on 
how leadership 
positions are 
obtained at the 
RVC  

  

  

1.4 

Where possible encourage the 
filling of internal leadership 
positions through open calls and 
consider co-leadership positions 
where appropriate 

Academic HoDs  ongoing    
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promotion 
criteria 

  1.9 

Improve the 
development 
of staff within 
professional 
services 
departments 
and PTO staff 
in professional 
support roles 
(M) 

Retain the Association of 
University Administrators (AUA) 
Mark of Excellence- including 
enhancing engagement with AUA 
activity 

  

COO, HR and 
AUA MoE 

project team 

May-23 Re- award   

  1.10  
 
Profile careers of professional 
services and PTO staff at various 
levels 

AS2021 ± 
Diverse role 
models are 

represented at 
the RVC ± only 
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  1.12                              Encourage women in professional 
services departments and PTO 
staff in professional support roles 
to apply for leadership training via 
targeted emails 
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Highlight services available 
through the undergraduate tutorial 

system 
Signpost guides available for all 

staff so they can support students 

wellbeing 
(51%M, 54%F, 
38% non-
binary or PNS) 
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Recruitment 
and Retention 
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their work 
done. 

  

4.4 

Continue to 
monitor 
equality of pay 
status (
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  4.7 

Continue to 
develop a 
working 
environment 
where bullying 
and 
harassment 
are not 
tolerated (M) 

 
 
 
 
 
 
 
 

Promote the Dignity at Work and 
Study Policy. Continue with 

annual training for Dignity at Work 
and Study Ambassadors 

 

AS survey 
2020: 66%F, 
76%M and 
72%PNS 
aware of 
Dignity at 

Work Policy, 
but 37%F 
43%M and 
48%PNS 
aware of 
Dignity at 

Work 
Ambassadors. 

AS 2020 
Survey 42%F, 

53%M and 
24%PNS 

satisfied with 
how their 

department 
details with 
bullying and 
harassment. 

 
 

VP EDI, Head 
of EDI 

Jul-25 

AS survey 
2026: >70% of 
staff report they 
are satisfied 
with how their 
department 
deals with 
bullying and 
harassment.  

 

  

4.8 

Improve 
communication 
of work 
relating to 
Athena Swan 
and all other E 
and D 
initiatives (H)  

Improve Equality and Diversity 
pages on the intranet to ensure 
they are up-to-date and 
informative. EDI newsletter to be 
produced by each department 
termly. Continue to include EDI 
updates on all departmental and 
whole RVC meetings. 

AS survey: 

67% of staff 

were aware of 

Athena Swan, 

but more men 

(77%) than 

women (63%); 

34% F, 54%M 

and 7.4% of 

PNS agreed 
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that the RVC's 

commitment to 

the Athena 

Swan charter 

had had a 

positive impact 

on addressing 

gender 

equality at 

RVC. Only 

57%F, 64%M 

and 26%PNS 

reported that 

they knew 

where to find 

more 

information on 

development 

opportunities 

and promotion 

at the college. 
 

Athena Swan 
and >75% 

report that RVC 
commitment to 
the charter has 
had a positive 

impact on 
gender issues. 

The SAT 
process  

   
 

   

 
5.1 

 Appointment of deputy co-leads 
and succession of SAT planning 

 VP EDI, head of 
EDI, current co-

chairs 

Jan-23   

 

5.2 

 Undertake a revised annual staff 
survey including an impact 
assessment section in order to 
inform progress. 

 
Modify action plan accordingly  

 

VP EDI, Head 
of EDI 

Ongoing 
annually 

 Internal 
communications 
team. 
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Table 2: Academic staff by contract function 
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Tables 6 and 7:  Applications, shortlist and appointments made in recruitment to 

academic, professional and research posts 
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Table 8: Applications and success rates for academic promotion 
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NB. APPP and SAPP promotion was not considered in 2020 due to the COVID-19 pandemic. 
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Table 10: Applications and success rates for PTO progression 
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SU Student Union 

VNs Veterinary Nurses 

VP EDI

V


