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What is Athena Swan?

= Began in 2005 as a recognition scheme 
of excellence in advancing women’s 
representation in STEMM
= 2005:  10 members
= 2017:  146 members

= Runs in the UK, Ireland and Australia

STEMM = Science, Technology, Engineering, Maths, Medicine



Athena Swan in the UK



= Based on consultation with the sector

= Adapted from Athena SWAN and ECU’s 

gender equality charter mark trial (GEM)

= Expanded to take in AHSSBL and professional and 
support staff

= Recognition scheme of commitment to 
gender equality  more broadly across institutions

AHSSBL = Arts, Humanities, Social Sciences, Business, Law

STEMM = Science, Technology, Engineering, Maths, Medicine

Athena SWAN: post-May 2015



1. Recognise talents of all

2. Advance gender equality

3. Recognise disciplinary differences

4. Tackle the gender pay gap

5. Remove obstacles

6. Address short-term contracts

7. Tackle discrimination against trans people

8. Demonstrate senior commitment

9. Make structural and cultural changes

10. Consider intersectionality

Updated Athena SWAN principles



Award Criteria



Why does it matter?

Tapping All Our Talents, RSE, 2012



Why does it matter?



How can Athena Swan help?

• Commitment from the VC and Senior Management

• Looks at the whole institution

• A critical and honest assessment of where your institution is

• Reflection on data

• Development of a SMART action plan

• What is the impact of any changes made?



Athena Swan Data

A picture of the institution
• Staff by grade and gender
• Contract type by gender
• Contract function by gender
• Leavers by grade and gender
• Equal pay

Supporting and Advancing Women’s Careers
• Recruitment
• Induction
• Promotion
• REF

Career Development
• Training
• Appraisal / Review
• Support for career progression

Flexible Working and Career Breaks
• Maternity
• Paternity
• Flexible working
• Childcare / other caring responsibilities



Organisation and Culture

Workload ModelHR Policies

Leadership

Committees

Policies, 
practices 

and procedures
Culture

Timings of meeting and 
social gatheringsRole models

Outreach



UHI and Athena Swan

March 2014: Asked to lead the UHI application for institutional Bronze Athena Swan accreditation

April 2015: UHI joined the Athena Swan Charter

May 2015: First meeting of the self-assessment team (SAT)

April 2016: First submission for Bronze Institutional accreditation

September 2016: No award made

November 2016: Second submission for Bronze Institutional accreditation

April 2017: Institutional Bronze awarded!!!!

July 2017: UHI signed up to the new charter

January 2018: New and ‘improved’ SAT met for the first time



Bronze Award



Self-Assessment

Table 3. UHI Staff Gender Distribution 
Whole Institution   Percentage Gender 

parity 
(F% - M%) Male Female Total Male Female 

2013/2014 

Academic and Research PT 16 18 34 47% 53% 6% 
Support PT 18 67 85 21% 79% 58% 
Total PT 34 85 119 29% 71% 43% 
Academic and Research FT 63 29 92 68% 32% -37% 
Support FT 125 140 265 47% 53% 6% 
Total FT 188 169 357 53% 47% -5% 
Academic and Research All 79 47 126 63% 37% -25% 
Support All 143 207 350 41% 59% 18% 
Total 222 254 476 47% 53% 7% 

2014/2015 

Academic and Research PT 15 13 28 54% 46% -7% 
Support PT 18 57 75 24% 76% 52% 
Total PT 33 70 103 32% 68% 36% 
Academic and Research FT 66 35 101 65% 35% -31% 
Support FT 122 137 259 47% 53% 6% 
Total FT 188 172 360 52% 48% -4% 
Academic and Research All 81 48 129 63% 37% -26% 
Support All 140 194 334 42% 58% 16% 
Total 221 242 463 48% 52% 5% 

2015/2016 

Academic and Research PT 16 12 28 57% 43% -14% 
Support PT 13 61 74 18% 82% 65% 
Total PT 29 73 102 28% 72% 43% 
Academic and Research FT 73 38 111 66% 34% -32% 
Support FT 113 130 243 47% 53% 7% 
Total FT 186 168 354 53% 47% -5% 
Academic and Research All 89 50 139 64% 36% -28% 
Support All 126 191 317 40% 60% 21% 
Total 215 241 456 47% 53% 6% 

 

 



Who are the SAT?

Management
Neil Simco – Acting Vice Principal Research
Michael Rayner – Dean Of Research

HR / E&D
Michelle Hausrath – Head of HR, SAMS
Chris Sellers – Head of HR, Executive Office
Joe Wright – Head of HR, NHC
Susan Hunter – Head of HR, Perth
Nicola NicThòmais – Corporate Director, SMO

Teaching – (FE/HE/PG)
Su Engstrand – SNL SERMM
Fiona Skinner – SNL ALS
Keith Smyth - LTA

Research
Roxane Anderson – ERI/NHC 
Ros Bryce – PC
Elizabeth Cottier-Cook - SAMS
Beth Mouat – NAFC
Andrew Rae – EO 
Eric Verspoor – IC

Looking for AHSSBL staff to join!

Professional Services
Positions vacant…..



What are the key issues?

‘The complex nature of our tertiary institution and historical grading of staff as FE, HE, and research, has added 
significant complexity to the data collection.’ 

‘Reflecting on the student data, the SAT felt that one area for action was the lack of visible role models for 
students.’

‘11% of Professorial staff were female, compared to a national average of almost 18%. These data are also 
reflected in STEMM (Table 6, Figure 13). Although this shows that there is no difference between STEMM and 
non-STEMM it is an area of concern...’

‘On reflection, the SAT felt that whilst there were a number of strong initiatives in place to support female staff, 
they are often dependant on individuals being motivated to seek these opportunities. Therefore, we will consider 
the current structures and put in place a process to evaluate career development support and training.’



Action plan

https://www.uhi.ac.uk/en/research-enterprise/staff-dev/athena/



What now?

• Next submission (2019/2020) will be under the new guidance

 AHSSBL
 ‘all staff’ 
 trans staff and students
 must consider intersectionality

• Departmental awards

• Silver……

• Gold!



AHSSBL

• Arts, Humanities, Social Science, Business and Law

• Everybody but STEMM

• Different considerations



All staff



Trans Staff and Students

= Athena SWAN Principle 7:

= Institutional applications only

“We commit to tackling the 
discriminatory treatment often 
experienced by trans people.”



Trans staff

How can we 
monitor impact 
without identifying 
individuals? 

But there aren’t 
any trans 
people here!

I don’t want to 
say the wrong 
thing….

We’re too small 
an organisation 
to need to think 
about that



Intersectionality



Intersectionality



Departmental awards

• Now we have achieved Institutional Bronze status, individual ‘departments’ can apply 

• Awards available are Bronze, Silver and Gold

• Aim would be to have all areas of UHI with some level of award

• These awards also look extensively at teaching and student recruitment



How can you get involved?

• Raise awareness of Athena Swan in your Academic Partner – Departmental Awards…

• Feedback any comments and ideas to the SAT (athenaswan@uhi.ac.uk)

• Highlight areas of good (or bad…) practice that we can include in future applications

• Keep Equality and Diversity at the forefront when making any decisions

• Remember that it’s not just about ‘putting women first’ – it affects us all



How can you get involved?



Academic Women Now!



The Women of UHI



The Women of UHI



Personal reflection

• Athena Swan is a lot of work!!!

• There is potential to enact change but is it quick enough?

• UHI is NOT that different to the sector

• There is a lot of good practice at UHI

• An engaged SAT is essential – but the work usually falls on one person



Was it worth it….?

Yes….



A word of caution…



Contact

mary.doherty@uhi.ac.uk

OR: athenaswan@uhi.ac.uk

@UHI_AthenaSwan


