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Foreword
Creating excellent working conditions, promoting 
equality of opportunity and creating an inclusive 
community, all form part of Lincoln’s strategic plan 
(2016-21). Over the last few years, driven by our Athena 
SWAN Action Plan (2014-17), we have been building a 
community that is actively engaged and committed to 
embedding the Athena SWAN principles in our STEMM 
Schools. We have achieved this by working together 
across Schools and across Colleges. This has now 
been extended to include all Arts, Humanities, Social 
Science, Business and Law (AHSSBL) Schools, and 
our extended Athena SWAN activities will be guided by 
a new Athena SWAN Action Plan (2017-21).

Since 2008, we have supported the Gender Equality 
Scheme, and have been committed to striving for 
gender equality across all aspects of university life 
(The University’s Equality Objectives and the Respect 
Charter). The University’s ethos for equal opportunities 
is laid out in the Equality and Diversity Commitment 
Statement and the Statement of Commitment to the 
Removal of Gender Bias in Higher Education and 
Research in STEMM subjects. 

Professor Belinda Colston  
Athena SWAN Co-ordinator
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“The opening of the Eleanor Glanville 
Centre has been a real highlight of the 
year. We will now start to coordinate all 
of our equality activities and build an 
interdisciplinary research community 
across the institution. So, with the new 
Centre up and running, the coming 
year is set to be a ‘year of firsts’ – the 
first Glanville Annual Research Retreat; 
the first Glanville International Visiting 
Scholar; the first Glanville Report…”



ASSET Team

Athena SWAN 
Successes 
2016
In April 2016, the Schools of Life Sciences 
and Psychology were recognised for 
their commitment to advancing women’s 
careers in STEMM academia by achieving 
Athena SWAN bronze department awards.
The award ceremony was held at Liverpool University in 
December 2016.

 Professor Lisa Collins 
 ASSET Chair  
 School of Life Sciences

 Dr Sheena Cotter
 ASSET Co-Chair 
 School of Life Sciences

 Dr Amanda Roberts
 ASSET Co-Chair 
 School of Psychology

 Dr Kirsten McKenzie
 ASSET Co-Chair 
 School of Psychology

“Being awarded Athena SWAN bronze was 
a fabulous achievement of which I am 
incredibly proud. I am passionate about 
rectifying the gender imbalance in science 
and I look forward to seeing if the actions 
we are putting in place will go some way 
towards achieving that goal in our school.”
Dr Sheena Cotter | School of Life Sciences

“Achieving true gender equality is of benefit 
to everyone, and we are extremely happy to 
have been awarded Athena SWAN Bronze. We 
also recognise that we still have work to do to 
ensure that we are providing an inclusive and 
positive environment for all students and staff, 
and look forward to furthering our engagement 
with Athena SWAN going forward.”
Dr Kirsten McKenzie | School of Psychology

Emerging Impact
Issues with the language used in our advertisements 
were identified and language that may have displayed 
an implicit bias was removed. As a result, there have 
been an increase in applications for senior positions 
received from women.
School of Psychology

Applications from females for academic posts have 
increased each year and is currently at 36%, slightly 
behind our initial target of 40%, but heading in the 
right direction. Each year, one female staff member  
is selected to attend the Aurora programme. The 
first staff member to complete this programme 
successfully applied for promotion and is currently  
our first female Reader.
School of Life Sciences

Commended Best Practice
Hosting of interview lunches for all staff and 
candidates on interview days, allowing applicants  
to meet and talk informally with staff.
School of Life Sciences
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College Champions

New Athena SWAN 
Principles

Embracing the ECU  
Gender Charter

1.  We acknowledge that academia 
cannot reach its full potential 
unless it can benefit from the 
talents of all.

2. We commit to advancing gender 
equality in academia, in particular, 
addressing the loss of women 
across the career pipeline and  
the absence of women from  
senior academic, professional  
and support roles. 

3. We commit to addressing 
unequal gender representation 
across academic disciplines and 
professional and support functions. 
In this we recognise disciplinary 
differences including: 

•  the relative underrepresentation 
of women in senior roles in arts, 
humanities, social sciences, 
business and law (AHSSBL)

• the particularly high loss rate of 
women in science, technology, 
engineering, mathematics and 
medicine (STEMM)

4.  We commit to tackling the gender 
pay gap.

5. We commit to removing the 
obstacles faced by women, in 
particular, at major points of career 
development and progression 
including the transition from PhD 
into a sustainable academic career.

6. We commit to addressing the 
negative consequences of using 
short-term contracts for the 
retention and progression of staff  
in academia, particularly women.

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

8. We acknowledge that advancing 
gender equality demands 
commitment and action from all 
levels of the organisation and in 
particular active leadership from 
those in senior roles.

9. We commit to making and 
mainstreaming sustainable 
structural and cultural changes 
to advance gender equality, 
recognising that initiatives and 
actions that support individuals 
alone will not sufficiently advance 
equality.  

10. All individuals have identities 
shaped by several different factors. 
We commit to considering the 
intersection of gender and other 
factors wherever possible.

In May 2015, the ECU’s Athena SWAN Charter and Gender 
Equality Charter Mark were brought together, expanding 
the scope and aims of Athena SWAN to include arts, 
humanities, social science, business and law (AHSSBL) 
disciplines (i.e. Athena SWAN now encompasses the  
whole University. 

The Vice Chancellor (Professor Mary Stuart) signed the  
new Charter in 2016, committing the University to the  
10 new Athena SWAN principles.

The new Athena SWAN Charter covers wider issues of 
gender equality and includes the career progression of 
professional, technical and support staff; as well as atypical 
staff, such as visiting lecturers and those on honorary 
contracts. It also recognises the experiences of transgender 
staff and explores the role of the intersection between 
gender and ethnicity.

Four ‘College Champions’ have been appointed to  
drive forward the self-assessment process and oversee 
school engagement.

 Professor Belinda Colston
 College of Science

 Professor Lucie Armitt
 College of Arts

 Professor Jacqui Briggs
 College of Social Science

 Dr Deirdre Anderson
 International Business  
 School

The Athena SWAN Charter is based on ten key principles. By being part of Athena 
SWAN, institutions are committing to a progressive charter mark; adopting these 
principles within their policies, practices, action plans and culture.

(ca. 30% of the academic community: 48% male / 52% female)
207A total of

staff are involved in the 
Athena SWAN process.

19Self-evaluation 
teams (ASSETs)

are now set up across the University
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Race Equality 
Charter

A Picture of  
the Institution
In 2016, the overall female population of the University stood 
at 42%. Although the restructuring and growth of many 
Colleges and Schools makes interpretation of gender-related 
trends difficult, key trends can be identified:

Across the University, female representation in the 
Researcher, Lecturer, Senior Lecturer and Senior Academic 
Manager grades has been fairly consistent in reflecting 
(at least) the overall female population. Overall, female 
representation in STEMM is lower than in AHSSBL, where 
near parity is seen across the majority of grades. However, 
while Researcher, Lecturer and Senior Lecturer grades in 
STEMM have all exceeded 42%, at the higher grades the 
UKRC-WISE target of 30% is now being achieved. Of note, 
is the significant increase (100%) in the number of female 
professors in 2016 with female representation increasing from 
17% (2015) to 30% (2016). This is significantly above the 
national benchmark (19.3% female professors in STEMM), 
and has been achieved through improved promotion and 
appointment procedures, and driven by targeted KPIs.

In the traditionally male-dominated STEMM schools 
of Computer Science and Engineering, overall female 
representation has also increased (11 to 19% for  
Computer Science; 21 to 25% for Engineering).

Female representation at Professor  
grade has increased

17% 
from

2015 30% to

2016
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ECU’s Race Equality Charter aims to improve the 
representation, progression and success of minority ethnic 
staff and students within higher education. It is based on 
five fundamental principles. As a member of ECU’s Race 
Equality Charter, the University of Lincoln is committed 
to following these principles in our approach to both race 
equality and institutional culture.

1. Racial inequalities are a significant issue within higher 
education. Racial inequalities are not necessarily overt, 
isolated incidents. Racism is an everyday facet of UK 
society and racial inequalities manifest themselves in 
everyday situations, processes and behaviours.

2. UK higher education cannot reach its full potential unless 
it can benefit from the talents of the whole population 
and until individuals from all ethnic backgrounds can 
benefit equally from the opportunities it affords.

3. In developing solutions to racial inequalities, it is 
important that they are aimed at achieving long-term 
institutional culture change, avoiding a deficit model 
where solutions are aimed at changing the individual.

4. Minority ethnic staff and students are not a homogenous 
group. People from different ethnic backgrounds have 
different experiences of and outcomes from/within higher 
education, and that complexity needs to be considered 
in analysing data and developing actions.

5. All individuals have multiple identities, and the 
intersection of those different identities should be 
considered wherever possible.

5 Fundamental Principles

2016
The University of Lincoln joined 
the Race Equality Charter in



Emerging Impact
Since 2012, the University has 
adopted a range of initiatives 
to improve the pipeline to 
senior grades, including a new 
recruitment strategy, improved 
promotions procedure, new 
workload model, and the Pipeline 
mentoring scheme.
•  In 2016, the number of 

female Readers across the 
University increased from 5 
(2012) to 17 (beginning of 
2016) – an increase in female 
representation at Reader level 
from 27% to 46%;   

•  The female representation in 
STEMM Readers also rose 
from 16% in 2012, to 38% at 
the beginning of 2016.

•  During 2016 all grades 
in STEMM achieved the 
WISE target of 30% female 
representation. This is 
significant progress for  
the University.
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Comparison of female staff distribution across academic grades for both 
the University and STEMM Schools (2013-2016). 

Numbers of female staff are given for each grade (with corresponding numbers of male staff in brackets)

The number of staff on permanent 
contracts (91% women; 93% men) 
remains significant higher than the 
national average (71.6% and 75.2% 
respectively); and while Teaching and 
Research is the primary contract type 
for all academic staff at the University, 
the University also recognises and 
supports a promotion route through 
excellence in learning and teaching. 

The majority of leavers in 2016, have 
been on Senior Lecturer Grade (82% 
of all female leavers, and 72% of all 
male leavers were SLs). It is believed 
that most of these leavers are moving 
to other HEIs to advance their careers.

STEMM University
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Supporting and Advancing 
Women’s Careers

There were fewer female than male applicants for academic 
posts across the University, in both STEMM and AHSSBL 
disciplines. However, in both STEMM and AHSSBL 
disciplines, a higher proportion of women applicants are 
short-listed, and based on percentage of applications, 
women applicants are consistently more likely to be made 
an offer at all grades. 

It is clear that selection and recruitment procedures are 
working well, and that women in both STEMM and AHSSBL 
are not being disadvantaged at any stage of the process. 
This may in part be due the use of an industry best-practice 
e-recruitment system which helps mitigate gender bias at the 
short-listing stage by imposing assessment of applications 
against explicit criteria. To motivate change in recruitment 
strategy, the University also established (2013) a new Key 
Performance Indicator (KPI): Increase the number of female 
academic applicants to STEMM areas. This has ensured that 
recruitment activities across all STEMM areas are reviewed, 
and new initiatives put in place. Recruitment and Selection 
Training is also highly recommended for all staff involved in 
recruitment and selection.

The University will continue to work towards attracting more 
female staff into academic careers – particularly for available 
senior posts.

Over the last four years (2013-16), no significant gender 
differences have been observed in the proportion of staff 
applying for promotion across the University, or within 
STEMM and AHSSBL disciplines. This is a significant 
improvement on the previous three-year period (2010-12), 
where a significantly smaller proportion of both men and 
women were applying for promotion, and women were 
significantly under-represented in STEMM.

The 2016 promotions round saw a continued improvement 
in the quality and number of applications received, and the 
success rate of female applicants – 56% of all promotions 
awarded in 2016 were to women (cf. 25% in 2012 and 45%  
in 2013 after the introduction of the new promotions process). 
In 2016, 57% of the STEMM promotions were to women 
(cf. 0% in 2012 and 20% in 2013). The proportion of female 
Readers in STEMM has consistently remained above the 
WISE 30% target since 2013 (cf. 19% for 2010-12), and in 
2016 the proportion of female STEMM professors reached 
the 30% target for the first time. 

Conversion rates from application to appointment for 
women and men across the University, and in STEMM 
and AHSSBL disciplines (2013-16)

Recruitment Promotion

  Professor Antonella De Angeli 
  School of Computer Science  
  Professor of Human-Computer Interaction 
  Joined the University of Lincoln in 2016

  Professor Jacquelyn  
   Allen-Collinson
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“As a late entrant to academia, taking up my 
first academic post in my early 40s, I came to 
Lincoln in 2012 with a varied university career 
history in both research-intensive universities 
and more teaching-oriented institutions. I also 
arrived at a life-stage involving considerable 
caring responsibilities for elderly relatives. At 
Lincoln, I have found senior women managers 
to be highly supportive and understanding 
vis-à-vis my juggling of work and caring 
responsibilities, so that, for example, my Head 
of School has permitted me to work away from 
the University during a period of intense caring 
for elderly relatives. Such flexibility has enabled 
me to sustain my international research and 
publications record alongside care commitments, 
and on the basis of my track-record, to be 
awarded a professorial post in 2016.”
Prof Jacquelyn Allen-Collinson  
Professor in Sociology and Physical Culture,  
School of Sport and Exercise Science

“The promotion success rates for females to 
Reader and Professor in 2016 were equal to, 
or exceeded, that of men in both STEMM and 
AHSSBL disciplines.”

Women applicants are consistently more  
likely to be made an offer, based on  
percentage of applications

81 A total of

staff attended Recruitment 
and Selection Training in 2016.
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The University offers a comprehensive provision to support 
staff with parental responsibilities, including maternity, 
paternity and adoption leave that goes beyond statutory 
rights. The Academic Returners’ Research Fund (AR2F) 
is a support package (currently) for STEMM academics 
taking maternity leave (full and part-time and Postdoctoral 
researchers). It provides the opportunity for female scientists 
to plan in advance how their research commitments and 
aspirations can be supported during and/or after maternity 
leave. Each eligible member of staff can apply for up to 
£10k from a central fund, outlining how the fund will sustain 
research activities. Since starting in 2014, 7 staff have  

been supported.

The AR2F has been mainly used to support the 
research activities of academic staff returning from 
maternity leave (e.g. through providing a period of 

‘sabbatical leave’ or through pump-priming new 
projects to support funding proposals).

7 
Since starting 
in 2014

staff have  
been supported.

“During my maternity break I needed to take 
a break from my work and my research 
activities. Most of my running projects were 
on hold because I could not dedicate enough 
time to run simulations, read literature and 
to interact with my experimental/theoretical 
project partners. After I came back from 
maternity leave I found myself immediately in 
a new institution with less resources and with 
several teaching challenges”.
The AR2F was used to buy a new computer 
and new software which will give a boost to 
my research allowing me to obtain results in 
a shorter time. Moreover, as the experimental 
groups are very demanding to publish in high 
impact journals (3* and above) fast results 
are essential. Since the computer methods 
are evolving very fast using more powerful 
machine/hardware, this grant will help me 
to step further and keep me up-to-date with 
the computer tools (the computer program 
- AMBER - is one of the best, and includes 
the newest tools, which will give the best 
performance for my research).”
Dr Manuala Mura | Senior Lecturer 
School of Mathematics and Physics

Manuela received funding in 2016 to support her 
research project ‘Computational modelling of 
short peptides in the presence of lipid bilayers’ 
on returning from a period of maternity leave.
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Academic Returners’ 
Research Fund
Managing career breaks

“The AR2F was highlighted in 
HEFCE’s ‘Call for Evidence of 
Sector Leading and Innovative 
Practice in Advancing 
Equality & Diversity’ (2016)”



“The AR2F fund has provided me with 
financial support to produce high-quality 
research outputs while I had limited 
opportunities to apply for external funding 
due to time constraints associated with 
caring for a small child. This project has 
opened up new opportunities for external 
grant applications, and I have just been 
awarded a Leverhulme Trust Research 
Fellowship – a project in part based on 
the dataset produced with AR2F support. 
I hope that my new award provides a 
good example of how support for female 
researchers during the challenging stages 
of their careers brings benefits over 
longer term.”
Dr Malgorzata Pilot | Senior Lecturer 
School of Life Sciences

Impact of AR2F awarded 2014
• Published research classified in pre-REF external reviews as 4*  
• Two high quality publications (2015-16) for REF submission
• Re-establishment of the research programme on canine genetics
• Invitation for international collaborative research from the Wolf Science Centre in Vienna  
• Established the base of an impact case study on Asian wolf conservation  
• Awarded a Leverhulme Trust Research Fellowship (2017)

“During the time of maternity leave, 
my research progression was paused 
and as an early career researcher my 
independent research was only in the 
initial stages. This funding will help me 
to re-establish this research project 
and generate results so I am able to 
apply for and obtain external funding.  
My research will also be advertised 
at a conference and disseminated by 
publication to increase my research 
profile. I am requesting the funding for 
a Masters student as I am restricted in 
the experiments I can perform in the 
laboratory because of breast feeding.”
Dr Lorna Lancaster | Senior Lecturer 
School of Pharmacy
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Lorna received AR2F support in 2016 for a 
research project ‘Isolation and Identification 
of Klebsiella bacteriocins’ on returning from 
a period of maternity leave.



back2science 
Research Programme
The University also recognises the need to offer support to both women 
and men returning to academia following extended career breaks  
(>5 years), and is committed to providing opportunities for such 
academics to get back into research. Returners are therefore given 
the opportunity to join active research groups in order to gain valuable 
research and ‘confidence-boosting’ experience. The Back to Science 
Research Programme (B2S) was started in 2014. Six Back to Science 
Research Associates have been supported to date. Although the scheme 
is open to both men and women, all applications received have been 
from women so far. The fund covers either a 1-year (full-time) or 2-year 
(part-time) appointment, with a modest consumables budget (£5k).

“I am really pleased to say that I have 
secured a short-term placement from 
NERC to spend four months at the 
University of York on a project on 
Applying a natural capital approach to 
link environmental and health policy 
agendas on antimicrobial resistance.”
Dr Graziella Iossa | February 2017

“We were the first fellows to be appointed 
and took the fellowship on a part-time 
basis. The fellowship has represented 
the best opportunity we could have 
asked for to return to science, allowing 
us the flexibility to combine our family 
commitments with research. Schemes 
like this are really scarce and there is a 
huge need for them. We feel privileged 
to have been given this opportunity.
As returners after a long absence from 
academia, it was important for us to 
meet and share common feelings and 
thoughts on our fellowship. Initially, we 
met spontaneously – over coffee - and 
then when another three more fellows 
joined the scheme in the autumn of 
2015, we started to meet as a group on  
a regular basis.”
Dr Graziella Iossa | School of Life Sciences 
Fiona Bisset | School of Mathematics & Physics

First Fellows (2014-16)
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“Joining the Diabetes Research Group 
on a Back to Science Fellowship has 
given me a supported route back into 
academic life after a 20 year gap.  It 
has felt a little bit like getting back 
on a bike after falling off – scary and 
exciting - but doing it with stabilisers!”
Kate Firth | School of Life Sciences

2016 Back2Science Fellow Looking 
Forward
This is a new interdisciplinary centre for inclusion, diversity and equality at the 
University of Lincoln, with the overarching purpose to drive cultural change 
across the institution to further the strategic ambitions of the University 
in terms of inclusion and diversity. The Centre will bring together equality 
mandates and innovation with new interdisciplinary research and scholarly 
activities, embedding and developing a more inclusive culture within the core 
business of the University.

From 2017, all of our Athena SWAN activities will be 
embedded within the new Eleanor Glanville Centre. “The Centre seeks 

to understand and 
promote inclusion, 
diversity and equality 
of opportunity within 
higher education and 
wider society, inspiring 
the sustainable 
development of an 
inclusive culture, and 
ensuring that no one  
is left behind.”

New for 2017
Feedback Friday Forum
A forum for all employees to discuss a range of career issues in a 
permissive, non-threatening environment

Feedback Friday Programme 2017/18
• The Impact of Maternity Leave on Career Progression 
• Barriers to Promotion 
• Paternity and Shared Parental Leave 
• Parents and Carers
• Working Culture: Hours and Expectation

 Dr Kate Firth
 School of Life Sciences
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Eleanor 
Glanville Centre
• A higher education sector in which equality, 

diversity & inclusion is the norm

one vision

The Centre is led by an interdisciplinary team of Senior 
Academics from across the institution, with the vision, 
experience and enthusiasm to make the new Centre a 
successful venture. 

Meet the Team

• Build an interdisciplinary research community 
sitting within a national and international network

• Establish a level playing field for all, developing 
leaders in a diverse and inclusive environment

two goals

• investigate: through an inclusive, intersectional 
and interdisciplinary approach, explore issues 
of – and connections between – gender, ethnicity, 
sexuality, class and disability

• interrogate: undertake research that impacts on 
real people’s lives by seeking to understand and 
challenge discrimination

• intervene: use research to inform evidence-based 
policy and change for the benefit of all

three strategies

 Professor Belinda Colston
 College of Science

 Professor Lucie Armitt
 College of Arts

 Dr Nicole Fielding
 Project Manager

 Professor Jacqui Briggs
 College of Social Science

 Dr Deirdre Anderson
 International Business School

 Mrs Leila Lamoureux
 Administrator

The Team
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