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GLOSSARY 

AS Athena Swan 

DVC Deputy Vice Chancellor 

Academic Group Primary academic function which reports to a DVC. 
Similar to faculty at other universities. 

SG, Sciences  Sciences Group 

EDI Equity, Diversity and Inclusion 

Element Unit within an Academic Group. Reflective of a 

Department, School or Research Institute/Centre at 

other universities. 

ENG, Engineering School of Engineering and Built Environment 

ICT School of Information and Communication Technology 

ENV, Environment & Science School of Environment and Science 

STEM Sciences, Technology, Engineering and Mathematics 

STEMM Sciences, Technology, Engineering, Mathematics and 
Medicine 

AWEI Australian Workplace Equality Index, a national 
benchmark on LGBTQIA+ inclusion.  
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SAGE Cygnet Award Details 

Griffith University: SAGE CYGNET # 2 

Word limit – 2500 words (excluding the institutional context and excluding the action pla n) 

 Current 
Cygnet 

Barrier 
 List the Barrier addressed in this Cygnet 

 List the Barrier for Cygnets already 
submitted 

[Mandatory] Institution-wide barrier    

[Mandatory] Sub-group barrier  Inclusion of LGBTIQ+ staff and 
students 

Sub-group barrier ✓ 

 

Underrepresentation of academic 
women in the Sciences Group 

Sub-group barrier   

[Please select] Institution-wide/Sub-group barrier   
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CYGNET AWARD: ACADEMIC WOMEN IN 
THE SCIENCES GROUP 

Key Barrier  

This Cygnet Award addresses underrepresentation, attraction and recruitment of academic women in the Sciences 

Group (Sciences).  

 

Evidence of Barrier 

While there are a range of factors that contribute to the underrepresentation of women in STEM disciplines, the 

sub-barriers considered in scope for this Cygnet included:  

• Low proportions of applications, offers and appointments from women compared to men in some areas.  

• A need for a targeted recruitment strategies due to a smaller candidate pool, and 

• Talent acquisition processes that were not designed to support inclusive recruitment. 

 

Representation in Sciences 

At the time of our Athena Swan (AS) Bronze Application (2017), in the Sciences: 

• Women represented 28% of academic staff overall, 

• Women represented 16% of women at Level D and E, 

• Women were particularly underrepresented in the School of Engineering and Built Environment 

(Engineering: 18%) and the School of Information and Communication Technology (ICT: 5%), and 

• There were no Indigenous women (or men) in the Group. 

Women represented a lower proportion of academic staff in Sciences (28%) when compared to other academic 

groups. The proportion of women in the Sciences was also lower than the proportion of women graduating from 

STEM postgraduate degrees (36%)1 in Australia.  

 

 

1 2017 Postgraduate completions based on the Governments STEM Equity Monitor data. 

https://www.industry.gov.au/publications/stem-equity-monitor/higher-education-data/university-enrolment-and-

completion-stem-and-other-fields  

https://www.industry.gov.au/publications/stem-equity-monitor/higher-education-data/university-enrolment-and-completion-stem-and-other-fields
https://www.industry.gov.au/publications/stem-equity-monitor/higher-education-data/university-enrolment-and-completion-stem-and-other-fields
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Recruitment and selection 

The 2017 academic recruitment data in the Sciences showed that: 

• Overall, less than 30% of applicants were women; 

• No applications from women were recorded in the system at Level E; and 

• No women were offered or appointed to roles at Level C, D or E. 

While women represented over 30% of appointments, it was determined that a high proportion of women would 

need to be hired to increase the overall representation of academic women in the Group. 

 

 

 

 



 

6 
 

A later investigation of the 2018 data revealed that the proportion of women applying and being hired was 

particularly low in Engineering and ICT. These Schools were highlighted as priority areas given the distinctly low 

representation of women in these areas. In Environment and Sciences, there was also some offers to women that 

were not accepted. 

 

 

 

 

Targeted strategies and marketing 

Prior to 2018 there was limited evidence of strategies or targets encouraging hiring managers to consider gender 

representation in their hiring practises. While the AS review revealed that women were well-represented on 

university websites, there were opportunities to further increase the visibility of academic women in STEM. Some 

AS survey responses also called for greater visibility through stories championing Griffith role models.  

Talent acquisition processes 

A 2020 review of university processes revealed the need for improvement in the capacity and capability to support 

recruitment activities. This review identified that recruitment data was not reliable or readily available. The lack of 

useful data made it difficult to identify potential gender bias in this process. There were also inconsistencies around 

shortlisting and interviewing processes. 
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Activities and Outputs  

Actions to attract academic women into the Sciences were pursued at a university and local level. These actions 

fell under five key areas: showcasing diversity and inclusion, visibility of role models, education, targeted 

recruitment strategies and talent acquisition processes.  

 

Showcasing our commitment to diversity and inclusion 

To showcase Griffith as an inclusive employer we: 

• Updated the Pay, Conditions and Benefits website to include workplace flexibility information. 

• Redesigned the Equity, Diversity and Inclusion (EDI) website to highlight EDI and women in STEM 

initiatives. 

• Continued to sponsor Queensland Women in Technology (WIT) initiatives such as the Annual WIT Awards 

Gala event and Program for Cultural and Linguistically Diverse Women.  

 

There were also several external awards pursued to elevate Griffith’s profile on EDI, including: 

• Achieving Australian Workplace Equality Index (AWEI) Bronze status in 2020 and 2021, and Silver status 

in 2022.  

• Being selected as a WIT Employer of Choice Finalist in 2018, 2019 and Highly Commended in 2023; and a 

Finalist in the Australian HR Award Best Workplace Diversity & Inclusion Program in 2019. 

• Being awarded 2020 Women in Digital Diversity Employer of the Year. 

 

Our strategic commitment to Indigenous futures and EDI was embedded in the University’s Strategic Plan 2020-

2025, then further solidified through the establishment of the Deputy Vice Chancellor (Indigenous, Diversity and 

Inclusion) role in 2023. We are also in the process of developing an Employee Value Proposition which will 

highlight Griffith’s values (Action 1). 
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Visibility and profile of Women in STEM 

Several marketing assets were developed including: 

• annual videos celebrating the success of women’s careers, many of which include women from STEM 

backgrounds; 

• featuring women in STEM alum in the university’s primary marketing campaigns; 

• a video featuring Dr. Alison Wright's experience of gender affirmation at Griffith to reflect a diversity of 

women’s experiences; and 

• Women in STEM testimonials on the ‘100 academics’ recruitment campaign website in 2023. 

Staff were also encouraged to share success stories with the Marketing and Communications Team, which were 

featured in Griffith news articles. 

Sciences also promoted opportunities and encouraged areas to nominate women for external awards. ARC and 

NHMRC fellowship scheme applications were also monitored by gender to identify opportunities for further 

improvement. An increase in women’s success in external awards indirectly contributes to the attraction of women 

by increasing the external profile of women role models, thus encouraging candidates to envision a successful 

career at Griffith. 
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Targeted strategies - STEM women and Indigenous staff 

In our AS Action Plan, Sciences committed to women representing 30% of shortlisted candidates in academic 

roles. The Group subsequently established 30% women as a minimum requirement for shortlisting, with a goal of 

50% representation where possible. A process where a diversity of genders were shortlisted separately for 

Sciences roles was established to support this. In 2019, prior to the establishment of the new recruitment system 

(see below), a reminder of shortlisting targets was included in email templates to selection committee members to 

ensure this target was considered. This is still being implemented within the new system (Action 5). The new 

system also makes it easier to filter candidates by gender.  

Sciences roles were also advertised through targeted channels such as the WIT jobs board. In 2019, 

advertisements for science academic positions included a statement encouraging women to apply and outlined that 

flexible work arrangements could be negotiated. This was later expanded to a broader EDI and flexibility statement 

used across the whole university in 2022.  
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In 2019, the First Peoples Talent Pool was established to 

make it easier to identify potential Indigenous candidates for 

roles. The First Peoples Employment Partner worked closely 

with Sciences to propose potential candidates. Sciences 

established two First Peoples Early Career Fellowships, 

which were appointed to women in 2019 and 2021. 

Other ‘grow our own’ initiatives to develop future academic 

women included networking opportunities for PhD 

candidates from ICT, which was later broadened to all 

women PhD candidates in Sciences.  
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Education and resources on inclusive practises  

Several resources and training were delivered including: 

• Achievement Relative to Opportunity Guideline and Quick Guide to Reducing Bias in Decision Making for 

use in recruitment and other processes. 

• unconscious bias training for Executive Group in 2018 and Sciences Group supervisors in 2020. 

• Targeted training on disability (n=37) and LGBTQIA+ inclusion (n=27) to key HR staff so they can support 

hiring staff in embedding inclusive recruitment practises in 2022 and 2023.   

An intersectional perspective was considered in development offerings. In 2021, Griffith launched its Leadership 

Capability Framework which includes inclusive leadership as part of its culture and engagement pillar. 

 

 



 

15 
 

 

 

Talent acquisition policy and processes 

Between 2021 and 2022, the talent acquisition function was restructured to simplify processes and focus on 

candidate and hiring manager experience. This restructure included a new talent acquisition system used from 

2022 onwards. EDI capabilities were considered as part of the system procurement process.  

Historically, recruitment data in the system was considered unreliable; therefore, data-related actions were 

realigned to the launch of the new system. The new system includes improved data collection including recording 

gender, LGBTQIA+, cultural diversity and Indigenous staff status. Going forward, a recruitment dashboard featuring 

a range of demographic data will be developed (Action 6). Demographic and recruitment related questions were 

also included in the Employee Engagement Survey (established in 2021). 

The new system requires recruitment panellists to independently score candidates for shortlisting and interview to 

minimise bias in the recruitment process. It also provides improved capability for candidate management so that 

hiring staff can easily retain information on suitable candidates. Indigenous applicants can be identified and moved 

directly to shortlists in accordance with the First Peoples Employment Action Plan.   

In 2022, a new Talent Acquisition Policy and Procedure were developed and included consideration of: 

• achievement relative to opportunity and EDI principles;  

• specific recruitment requirements or barriers experienced by some groups (for example, trans and gender 

diverse candidates and candidates with a disability); 

• pay equity in salary negotiations where relevant; 

• university EDI commitments including increasing the proportion of women in senior positions and in 

STEMM; and  

• gender and other diversities in selection panel composition. 

We also introduced LinkedIn post templates to make it easier for hiring managers to promote vacant roles. This 

supported increased exposure of these roles, therefore improving the visibility of the role to suitable women.   
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Outcomes 

The AS Action Plan committed to the following targets to improve representation of academic women: 

1. In the Sciences Group, at least 30% of new academic appointments are women for 2018 – 2021. 

2. Increase by 3% the number of women applying for academic positions in the Sciences Group. 

3. By 2022, an increase in percentage of women in the Sciences Group (34% by 2022).  

4. At least 45% of the overall academic cohort at Levels D and E are women by 2020. 

While target 4 was not designed with only Sciences in mind, an increase in senior Sciences women is expected to 

contribute to increasing the overall representation of women in senior academic roles. The introduction of the 

engagement survey in 2021 also provided information on staff perceptions of attraction, recruitment and selection. 
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Recruitment of women in Sciences 

Overall, the proportion of academic women appointed to roles in the Sciences increased by +5% when comparing 

pre-AS (2016-2018) and post-AS (2019-2022) action implementation periods. There was a moderate drop in the 

appointments of women in 2018; however, many AS actions were still being established at this time. The 30% 

appointment target was achieved from 2018 onwards and in most years, exceeded. In 2019, the proportion of 

women appointed increased to above 40% and remained above this percentage until 2022. The number of 

appointments in 2020 was small due a hiring freeze during COVID-19. 

While the proportion of women who applied for roles remained the same between pre- and post-AS periods and 

under 30% between 2017 and 2021 (Action 1-4), women tended to outperform men in offer and hires rates, 

suggesting that highly qualified women were attracted to these roles.  
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By Element 

At the Element level, applications and appointments of academic women increased in Engineering (+4%; +38%) 

and ICT (+8%; +9%). While application and appointment outcomes decreased in Environment and Science, 

women already represented 50% in the pre-AS period, and women were better represented in this School 

compared to others. Application and appointment outcomes also decreased or stayed the same in Research 

Centres and Institutes, though were above 30% in both periods. Recruitment outcomes will be monitored in these 

areas to detect and remedy any long-term negative trends (Action 10). 
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By level 

There was an increase in the appointment of academic women at senior levels (+9%), including the recruitment of 

the first woman as Engineering Head of School in 2021. However, difficulties in encouraging applications from 

senior women remained. Low applications are, in part, due to a smaller pool of eligible academic women in STEM 

disciplines to recruit from. Further development of the current pipeline could contribute to increasing this candidate 

pool (Action 14-16). There were also improvements in applications and appointments at levels A to C. Though 

numbers are small, most improvements in appointments can be attributed to a higher proportion of appointments of 

women at levels B and C. 

 

 

 

Representation of women in Sciences 

The proportion of academic women in the Sciences increased from 2017 to 2020, remained stable in 2021 and 

2022, then increased again in 2023. Overall, this represents a 6% increase compared to 2017 data. Progress may 

have been delayed between 2020 and 2022 due to COVID-19. From an Element perspective, there has been a 

steady increase in the proportion of women in Engineering and ICT across most years since 2017. While the 

proportion of women varied across this time in Environment and Science, the proportion of women in 2023 

represents a 1% increase from 2017. 

 

 



 

21 
 

The proportion of women at Level D, E and senior roles in the Sciences has increased by 4% since 2017, and 

slightly decreased in 2019. This increase contributed positively to the goal of women representing 45% of the total 

senior academic cohort. 

 

 

 

Perceptions on talent acquisition 

In most years, academic women in Sciences met or exceeded survey benchmarks. On attraction and selection, 

they were:  

• above or slightly below (2022: -4% on attraction) academic men in Sciences;  

• equivalent to (2021 on selection), above or slightly below (2021: -3% on attraction) all academic women; 

and 

• above AUNZ academic university benchmarks. 

Overall, the survey suggested that satisfaction with recruitment and selection was low across Griffith and the sector 

(Action 11). In 2021-2022 a review and subsequent restructure of the talent acquisition function was completed to 

support better recruitment outcomes.  
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Impact  

In 2023, staff were consulted through a range of methods including two facilitated sessions with the Sciences EDI 

Committee (n=8) and Sciences Group leadership team (n=8), and 1-on-1 interviews (n=10). Participants covered a 

range of Sciences staff including new starters, hiring panellists and managers, leadership roles, and academic 

women from a diversity of levels and lived experiences.  

 

Griffith values and external profile 

Staff felt that Griffith’s commitment to its values was genuine, and some took this into consideration when applying 

for a job here. An increase in visibility on EDI over the past few years was also noted. Opportunities were identified 

to increase the visibility of women in STEM and related initiatives. 
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Recruitment experience 

Many participants who applied for roles described a positive interview experience, which, for some, reaffirmed their 

perception of Griffith as a values-led institution. Some feedback suggested there is more work needed to improve 

recruitment processes. Many noted that the panel had gender diversity, though there were conflicting opinions on 

whether that was a positive thing.    
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Connection to Griffith 

Many participants who applied for roles identified that an experience with or the people at Griffith influenced their 

decision to apply, highlighting the importance of encouraging staff to reach out to their networks.  

 

 

Women in Sciences Initiatives 

Hiring managers linked the gender-separated shortlists initiative to improved recruitment outcomes for women. 

Staff identified that there had been specific sourcing strategies in some areas that had been effective in increased 

applications. Staff also suggested reconsidering women-only positions in specific disciplines.  
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Workplace flexibility 

Workplace flexibility was seen as a key attractor for candidates applying to Griffith; however, opportunities for 

improvement in this area were also identified. Access to flexibility was also perceived to depend on the work area. 
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Job design and advertisement 

On recruitment and selection processes, staff suggested opportunities to improve the job design and description 

templates, particularly for early-career roles.   
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Further Action  

 Rationale/Evidence Actions & Outputs Timeframe 

(start & 

end) 

Person/Group 

responsible for 

implementing 

action 

Senior 

Leader 

accountable 

for action 

delivery 

Desired 

Outcome/Targets/Success 

Indicators 

Improve applications from women by further increasing Griffith’s profile as an inclusive university where women can 

succeed 

Key target: Increase the proportion of applications from academic women in the Sciences Group to 30% between 2023 and 2027.  

1 While women did well on 

offer and hire rates, the 

proportion of women who 

applied for roles remained 

under 30% between 2017 

and 2021. Further work is 

needed to improve 

application numbers from 

academic women in the 

Sciences Group. 

 

Further showcase 
Griffith’s commitment 
to its values through 
the implementation of 
the Employee Value 
Proposition project.  
 

2023-2024 Talent Acquisition 

team 

Director (HR) Improved perception of Griffith’s 

values, leading to an increase in 

the proportion of applications 

from women applying for 

academic STEM roles. 

 

2 Ensure diversity and 

inclusion is well-

represented on 

Griffith job 

advertisement 

templates and related 

marketing. 

 

2023-2024 Talent Acquisition 

team 

 

Inclusion and 

Development 

team 

 

Director (HR) Improved perception of Griffith’s 

commitment to diversity & 

inclusion, leading to an increase 

in the proportion of applications 

from women applying for 

academic STEM roles. 

 

3 Continue to work with 

Marketing and 

Communications to 

profile success 

stories from 

academic women in 

STEM. 

Ongoing Sciences Group 

 

Dean (Academic) 

 

Marketing and 

Communications 

PVC 

(Sciences) 

 

Increased visibility of successful 

women’s careers at Griffith, 

leading to an increase in the 

proportion of applications from 

women applying for academic 

STEM roles. 

 

4 Further develop the 

Jobs at Griffith and 

Women in STEM 

webpages to promote 

2023 

onwards 

 

Sciences Group 

 

Dean (Academic) 

 

Director (HR) Increased visibility of the support 

for women in STEM at Griffith, 

leading to an increase in the 

proportion of applications from 
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 Rationale/Evidence Actions & Outputs Timeframe 

(start & 

end) 

Person/Group 

responsible for 

implementing 

action 

Senior 

Leader 

accountable 

for action 

delivery 

Desired 

Outcome/Targets/Success 

Indicators 

key diversity and 

inclusion initiatives. 

 

Reviewed 

Annually 

Inclusion and 

Development 

team 

 

Talent Acquisition 

team 

 

women applying for academic 

STEM roles. 

Continue to embed and improve inclusive recruitment practises and processes 

Key targets:  

• Continued achievement of shortlisting targets (30% minimum, with a goal of 50%, where possible). 

• Achieve at least 40% of academic roles in the Sciences Group being appointed to women between 2023 and 2027.   

• By 2030, increase the proportion of women in the Sciences Group to 40%. 

5 While some diversity and 

inclusion resources have 

been developed, there are 

further opportunities to 

educate hiring managers on 

inclusive recruitment 

practises.  

Develop and deliver 

development 

offerings to Hiring 

Managers which will 

include:  

• Inclusive 

recruitment 

practises 

• Sourcing 

strategies  

 

2024 

onwards 

Inclusion and 

Development 

team 

 

Talent Acquisition 

team 

Director (HR) Improved hiring manager 

capability on inclusive 

recruitment practises, leading to 

improved recruitment outcomes 

for academic women in STEM. 

6 In the previous system (prior 
to 2022), shortlisting targets 
were included in “open 
advertisement” and 
“advertising complete” 
letters. This has still to be 
implemented in the new 
system.   
 

Include Sciences 
Group shortlisting 
and recruitment 
targets within email 
templates to hiring 
managers. 
 

2024 Inclusion and 
Development 
team 
 
Talent Acquisition 

team 

Director (HR) Continued achievement of 

shortlisting targets (30% 

minimum, with a goal of 50%, 

where possible).  
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 Rationale/Evidence Actions & Outputs Timeframe 

(start & 

end) 

Person/Group 

responsible for 

implementing 

action 

Senior 

Leader 

accountable 

for action 

delivery 

Desired 

Outcome/Targets/Success 

Indicators 

7 While data collection has 

improved in the new system, 

further data development is 

needed to efficiently 

understand gender 

differences in recruitment 

and selection.  

Further develop 

recruitment 

dashboards and data 

sources to include 

appointment, 

interview and 

appointment data by 

gender and other 

demographic data.  

 

2024-2025 Workforce 

Planning and 

Analytics team 

 

Senior Diversity 

& Inclusion 

Partner 

 

Director (HR) Improved and timely 

understanding of any gendered 

differences in recruitment and 

selection to address any 

emerging gaps.  

8 An investigation of the Textio 

software for identifying 

gendered language 

determined that it was not fit 

for purpose within the 

current HR processes.  

 

Consider whether the 

Gender Decoder 

application is a 

suitable alternative to 

evaluating gender 

bias in job 

advertisements.  

 

2024 Talent Acquisition 

team 

Director (HR) Increase in applications from 

women due to gender-neutral job 

advertisements that are less 

likely to deter women.  

10 While Research Centres and 

Institutes were included in 

the overall Sciences Group 

analysis, most of the work to 

date has focused on the 

academic Schools.  

Undergo further 

analysis to 

understand 

recruitment and 

representation 

outcomes within the 

Research Centres 

and Institutes. 

 

2023 

onwards 

Senior Diversity 

& Inclusion 

Partner 

 

Sciences Equity, 

Diversity and 

Inclusion 

Committee 

 

PVC 

(Sciences) 

 

Director (HR) 

Greater understanding of 

recruitment outcomes in the 

Research Centres and Institutes 

and action planning where 

relevant. 

11 Overall, engagement survey 

results suggest that 

satisfaction with the how 

Griffith attracts and selects 

people for roles is low across 

Continue to refine 

and improve talent 

acquisition processes 

to improve candidate 

Ongoing Talent Acquisition 

team 

Director (HR) Improved candidate and hiring 

manager experience and 

streamlined application process, 

resulting in candidates having a 
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 Rationale/Evidence Actions & Outputs Timeframe 

(start & 

end) 

Person/Group 

responsible for 

implementing 

action 

Senior 

Leader 

accountable 

for action 

delivery 

Desired 

Outcome/Targets/Success 

Indicators 

the University. Some 

qualitative feedback also 

suggested there are still 

processes across talent 

acquisition and hiring 

managers that need to be 

refined. 

 

and hiring manager 

experience. 

 

positive experience associated 

with Griffith.  

12 Qualitative feedback 

revealed that many 

applicants had a prior 

connection to Griffith or had 

someone encourage them to 

apply for the role.  

Continue to 

encourage current 

staff to reach out to 

their networks on 

current vacancies 

and encourage 

internal women and 

gender diverse 

candidates to apply 

for roles. 

 

Ongoing Sciences Group PVC 

(Sciences) 

 

An increase in the proportion of 

high-quality applications from 

women applying for academic 

STEM roles. 

13 Qualitative feedback 

revealed that there continue 

to be areas where it is 

difficult to recruit women  

Revisit ‘women-only’ 

positions in areas 

where there continue 

to be difficulties in 

recruiting women.  

 

Ongoing Sciences Group PVC 

(Sciences) 

 

An increase in the proportion of 

high-quality applications from 

women applying for academic 

STEM roles. 

Continue to develop a pipeline of future academic women in STEM 

Key target: An increase in the proportion of senior academic women in Sciences Group, contributing to the whole of University target for senior 
academic women of 50% by 2025 being met.  
14 The candidate pool for 

senior academic roles in the 

Sciences Group is small. 

Further development of the 

Pilot a mentoring 

application to support 

career development 

2024-2025 Sciences Equity, 

Diversity and 

Inclusion 

Committee 

PVC 
(Sciences) 
 

Increase in capability of 
academic women in the 
Sciences Group, leading to an 
increase in high quality internal 
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 Rationale/Evidence Actions & Outputs Timeframe 

(start & 

end) 

Person/Group 

responsible for 

implementing 

action 

Senior 

Leader 

accountable 

for action 

delivery 

Desired 

Outcome/Targets/Success 

Indicators 

current women in Sciences 

pipeline can contribute to 

increasing the size of this 

candidate pool. 

 

within the Sciences 

Group 

 

applications from women for 
senior roles, and ultimately, an 
increase in senior academic 
women. 

15 Continue to promote 

current targeted 

opportunities to 

support career 

development within 

the Sciences Group.  

 

Ongoing Sciences Group PVC 

(Sciences) 

 

16 Consider gender 

diversity in the 

selection process for 

the ‘Future Leaders’ 

and ‘Heads of” 

Academic Leadership 

Programs in the 

Sciences Group (still 

in development). 

 

2024 

onwards 

Sciences Group 

 

Inclusion and 

Development 

team 

 

PVC 

(Sciences) 

 

A high proportion of women 

participating in these leadership 

programs in the Sciences Group.  

17 Qualitative feedback 

revealed that staff wanted to 

see more cultural diversity in 

leadership roles.  

Continue to support 

women to attend the 

WIT program for 

Culturally and 

Linguistically Diverse 

Women to support 

their leadership 

journey. 

 

Ongoing Sciences Group PVC 

(Sciences) 

 

Increase in capability of 

academic women from culturally 

diverse backgrounds in the 

Sciences Group, leading to an 

increase in high quality internal 

applications from women for 

senior roles, and ultimately, an 

increase in senior academic 

women. 
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 Rationale/Evidence Actions & Outputs Timeframe 

(start & 

end) 

Person/Group 

responsible for 

implementing 

action 

Senior 

Leader 

accountable 

for action 

delivery 

Desired 

Outcome/Targets/Success 

Indicators 

18 Qualitative feedback 

revealed opportunities in job 

design to improve the 

attraction of women in the 

Sciences Group 

Consider 

opportunities within 

workforce planning 

processes, including 

in job design (for 

example, women-

only positions), to 

increase the 

representation of 

academic women in 

Sciences Group. 

 

Ongoing Sciences Group 

 

Workforce 

Planning and 

Analytics team 

PVC 

(Sciences) 

 

Improved recruitment and 

progression outcomes for 

academic women in Sciences 

Group.  

19 Building inclusive leadership 

capabilities will help leaders 

to consider diversity and 

inclusion within their role.   

Build inclusive 

leadership capability 

across the university 

through the delivery 

of the Leadership 

Development 

Framework.  

 

2024 

onwards 

Inclusion and 

Development 

team 

 

Director (HR) Increase in leadership capability 

on diversity and inclusion, 

leading to more inclusive 

practise, therefore reducing 

gender bias in recruitment and 

progression. 

 

 


