
 

Department Application 
 
Bronze Award 
 
School of Education and 
Social Work 
University of Dundee 



 

2 
 

GLOSSARY  
 
AD   Associate Dean 
ADL&T  Associate Dean (Learning & Teaching) 
ADQAS  Associate Dean (Quality & Academic Standards) 
ADR   Associate Dean (Research) 
AHSSBL  Arts, Humanities, Social Sciences, Business & Law 
AP   Action Plan 
ARP   Annual Review Procedure 
AS   Athena SWAN 
ASEG   Athena SWAN Executive Group (University of Dundee) 
ASSG   Athena SWAN Steering Group (University of Dundee) 
A&R   Academic and Research 
BDI   Business Development and Internationalisation 
BME   Black and Minority Ethnic 
BAME   Black, Asian and Minority Ethnic 
CLD   Community Learning and Development 
CRP   Contribution Related Point 
ECAM    Early Career Academic Mentoring 
ECR   Early Career Researcher 
ECU   Equality Challenge Unit 
ED&I   Equality, Diversity & Inclusion 
E&D   Equality & Diversity 
EIA   Equality Impact Assessment 
FPE   Full Person Equivalent 
FE    Further Education 
GAP   Gender Action Plan 
GDPR   General Data Protection Regulation 
GHC   Global Health Challenge 
FHEA   Fellow Higher Education Academy 
FT   Full-Time 
FTE   Full Time Equivalent 
HE   Higher Education 
HEA   Higher Education Academy 
HEI   Higher Education Institute 
HEIDI   Higher Education Information Database for Institutions 
HESA   Higher Education Statistics Agency 
HR   Human Resources 
HRO    HR Officer 
KIT   Keeping In Touch 
LGBT+   Lesbian, Gay, Bisexual & Transgender 
LLC   Library and Learning Centre 
L&T    Learning and Teaching 
NSS    National Student Survey 
OPD    Organisational and Professional Development 
OSaR    Objective Setting and Review 
PAP    Previous Action Point 
PD   Programme Director 
PDRA    Postdoctoral Research Assistant 
PE    Public Engagement 
PG    Postgraduate 
PGR    Postgraduate Research 
PGR PD  Postgraduate Research Programme Director 
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PGT   Postgraduate Taught 
PG CAPHE PG Certificate in Academic Practice in Higher Education 
PS   Professional Services 
PT   Part-Time 
QAS   Quality and Academic Standards Committee 
RAE    Research Assessment Exercise  
REF    Research Excellence Framework 
RKE   Research and Knowledge Exchange Committee 
RO    Research Only 
SA&D   School of Art and Design 
SAT   Self Assessment Team 
SEG    Senior Executive Group  
SESW    School of Education and Social Work 
SESW SS School of Education and Social Work Staff Survey 
SESW SFG School of Education and Social Work Staff Focus Group 
SFC   Scottish Funding Council 
SLS    School of Life Sciences 
SM   School Manager 
SMG   School Management Group 
SMP   Statutory Maternity Pay 
SRP    Standard Registration Population 
STEMM   Science, Technology, Engineering, Mathematics & Medicine 
T&R    Teaching & Research 
T&S    Teaching & Scholarship 
TQFE   Teaching Qualification in Further Education 
TRAM   Teaching, Research and Academic Mentoring 
UB   Unconscious Bias 
UG    Undergraduate  
UoD    University of Dundee 
UoD SS  University of Dundee Staff Survey 
VS   Voluntary Severance 
WLB   Work-Life Balance 
WLM    Workload Model 
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SESW had 1,761 students (80%F:20%M) (July 2017).  There was little change in the %F 

over the reporting period (range 0-2%) (Figure 2.3, Table 2.3). All student 5-year 

average (79%F:21%M) was within 2% of comparators (77%F:24%M) (Figure 2.4).  

We disaggregate these figures in Section 4.1 by level (Undergraduate (UG), 

Postgraduate Taught (PGT) and Postgraduate Research (PGR)), mode of study (full-time, 

part-time and distance learning) and by discipline (Community, Learning and 

Development (CLD), Education, and Social Work).  We introduce actions to address the 

gender imbalances.   

 
  Figure 2.3 SESW All Students 

 
Table 2.3 SESW All Students 
 

 
Figure 2.4 Comparator data, SESW All Students, 5-year averages 
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Prior to 2015 the University of Dundee (UoD) was organised around a College structure. 

SESW was in the College of Arts and Social Sciences (Figure 2.5). Post-2015 the UoD 

adopted a School structure with 4 AHSSBL (SESW, Art and Design, Humanities, and 

Social Sciences) and 5 STEMM Schools (Life Sciences, Dentistry, Nursing and Health 

Sciences, Medicine, and Science and Engineering) (Figure 2.6).   

Figure 2.5 University of Dundee Pre-2015 College Structure  
 
 
 

 
Figure 2.6 University of Dundee Post-2015 Academic Schools Structure and Athena 
SWAN Award Status  
 
SESW is proud to be a multi-disciplinary professional School. We offer a range of 

professionally accredited programmes at UG including, Teacher Education, Social Work, 

Community Learning and Development (CLD), Childhood Practice, Educational 

Psychology and Teaching Qualification in Further Education (TQFE). These professions 

have only required a degree for qualification in recent history and not all offer an 
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honours qualification. We provide PGT qualifying/post-qualifying programmes and 

doctoral programmes.  

In 2017 the UoD was awarded TEF Gold. Programmes in SESW are consistently ranked 

highly across league tables.  In the 2017 National Student Survey (NSS) Childhood 

Practice was 1st in the UK and Education 7th. The Guardian University Guide 2018 

ranked Social Work 4th in the UK. These rankings speak to the strengths of SESW and 

the value staff place on learning and teaching.  

SESW occupies a central location in the Old Medical School, in the heart of the UoD 

campus (Figure 2.7).    

 

 
Figure 2.7 School of Education and Social Work, Old Medical School Building, 
University of Dundee 

 
Our Dean, Professor Tim Kelly is committed to addressing the gender disparities within 

SESW and removing gender-based barriers to career progression.  Equality, Diversity 

and Inclusion (ED&I) and Athena SWAN (AS) became embedded in the culture (see 
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Data from the SESW Staff Survey (SS) (2018) confirmed high levels of awareness of AS 

activity in SESW (Figure 3.2).  Through our AP we will work to maintain and enhance 

levels of awareness and engagement with AS work. 

 

Section 2: 702 words 
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Figure 3.2 School of Education and Social Work Staff Survey Responses, 2018 
 

The SAT will support SESW to enact and monitor our 2018-22 AP.  As actions translate 

into sustainable change we will begin to prepare our AS Silver Award application. 

 

Section 3: 860 words 
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Figure 4.1.4 All UG CLD Students 

 
Figure 4.1.5 All UG Education Students 

 
Figure 4.1.6 All UG Social Work Students 
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Table 4.1.3 All Undergraduate CLD Students 
 

 
Table 4.1.4 All Undergraduate Education Students 
 

 
Table 4.1.5 All Undergraduate Social Work Students 
                                                                     

UG: FULL-TIME  

61% of UG were full-time.  Gender imbalance was highest amongst full-time students, 

peaking at 88%F:12%M (2016/17) (Figure 4.1.7, Table 4.1.6). 5-year average 

(86%F:14%M) was within 3% of our comparators (89%F:11%M) (Figure 4.1.8), but still 

too high (Action 4.1.1).   

In Social Work, the %F declined over the reporting period 90%F (2012/13) to 85%F 

(2016/17).  The %F increased in CLD, 72%F to 83%F and Education, 87%F to 91%F 

(Figure 4.1.9 - 11, Table 4.1.7 - 9).  Our Action Plan (AP) will address the under-

representation of males (See 5.6(viii)) (Actions 4.1.1, 5.6.10, 5.6.11). 
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Figure 4.1.7 All Undergraduate Full-time Students, by Gender 
 

 
Table 4.1.6 All Undergraduate Full-time Students, by Gender 
 

 
Figure 4.1.8 Comparator Data: All Undergraduate Full-Time Students, by Gender, 5 
Year Averages 
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Figure 4.1.9 All Undergraduate Full-time CLD Students 

 
Figure 4.1.10 All Undergraduate Full-time Education Students 

 
Figure 4.1.11 All Undergraduate Full-time Social Work Students 



 

32 
 

 
Table 4.1.7 All Undergraduate Full-time CLD Students 
 

 
Table 4.1.8 All Undergraduate Full-time Education Students 
 

 
Table 4.1.9 All Undergraduate Full-time Social Work Students 
 

UG: PART-TIME  

SESW did not recruit to part-time campus-based UG routes, only distance-learning (see 

below).  Part-time figures relate to students re-taking module(s) and/or placement(s).  

In exceptional circumstances students moved to part-time after requesting time away 

for personal reasons (e.g., bereavement).  We supported student retention and 

prevented withdrawals through offering part-time study.   

There was a higher %M part-time (2012/13: 44%M to 2016/17: 25%M) (data not 

presented) compared to full-time males (2012/13: 16%M to 2016/17: 15%M) (Figure 

4.1.7, Table 4.1.6), suggesting that males were more likely to be ‘failing’ and may 

require further support to progress their full-time studies (see 4.1(iii)).  

 

UG: DISTANCE-LEARNING  

In 2016/17 we had 346 undergraduate distance-learning students (83%F:17%M). 

(Distance-learning data are not presented).  Distance-learning students studied part-

time on one of four programmes:  
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Figure 4.1.12 All Undergraduate Applicant Journey: Offers, Acceptances and Matriculations by Gender 

 

 
Table 4.1.10 All Undergraduate Applicant Journey: Offers, Acceptances and Matriculations by Gender 













 

40 
 

 
Figure 4.1.18 Comparator Data: All 
PGT Students, by Gender, 5-Year 
Average 
 

 

 

 

 

 

By Discipline, we note improved gender balance in CLD (2013/14, 68%F:32%M to 

2016/17, 63%F:37%M) and Social Work (2012/13, 86%F:14%M to 2016/17, 

74%F:26%M) (Figure 4.1.19-21, Table 4.1.16-18).  Change in CLD reflects a decline in 

students, particularly females; whereas Social Work increased all students, particularly 

males. We attribute the latter to targeted recruitment activity to attract males onto the 

programme, including talks to final year UG at local universities (UoD, St Andrews, 

Abertay) to promote the professions as being open to all genders and male 

representation at Open Days (Figure 4.1.3, Table 4.1.2) (Action 4.1.1). 

In Education, additional Scottish Government funding, the Introduction to Headship 

programme and recruitment in Dubai has led to an increase in Education PGTs (226 to 

428) but also an increase in %F (2012/13, 69%F:31%M to 2016/17, 76%F:24%M). We 

will work to ensure gender awareness is visible in all of our promotional materials, 

including international marketing (Action 4.1.1). 
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Figure 4.1.19 All PGT CLD Students  

 
Figure 4.1.20 All PGT Education Students  

 
Figure 4.1.21 All PGT Social Work Students 
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Table 4.1.16 All PGT CLD Students 
 

 
Table 4.1.17 All PGT Education Students 
 

 
Table 4.1.18 All PGT Social Work Student 
 
 
 

PGT: FULL-TIME, PART-TIME AND DISTANCE-LEARNING 

In 2016/17, 382 (77%F:23%M) PGT students were full-time (Figure 4.1.22, Table 

4.1.19). This gender balance has improved over the reporting period from 81%F:19%M 

(2012/13) (Figure 4.1.22, Table 4.1.19).  The 5-year average (78%F:22%M) is within 4% 

of comparators (74%F:26%M) (Figure 4.1.23) (Action 4.1.1). 

In Education numbers of PGT full-time students increased but %F remained little 

changed (2012/13, 80%F to 2016/17, 79%F) (Figure 4.1.24, Table 4.1.20).  In Social 

Work gender balance had improved (2012/13, 84%F to 2016/17, 74%F) (Figure 4.1.25, 

Table 4.1.21).  
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Figure 4.1.22 All PGT SESW Full-time Students 
 

  
Table 4.1.19 All PGT SESW Full-time Students 
 

 
Figure 4.1.23 Comparator Data: All 
PGT Full-time Students, by Gender, 
5 Year Averages 
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Figure 4.1.24 Education PGT Full-time Students 
 

 
Figure 4.1.25 Social Work PGT Full-time Students  

 

 
Table 4.1.20 Education PGT Full-time Students  

 

 
Table 4.1.21 Social Work PGT Full-time Students 
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We do not recruit part-time campus-based PGT students, only to distance-learning (see 

below).  As with UG, students may move to part-time to accommodate repeat modules 

or practice placements.  Non-completion of year was higher amongst males than 

females on PGDE (2014/15, 17%F:40%M) (see Attainment below). 

In 2016/17, 465 (53%) of our PGT students were distance-learners: (73%F:27%M) 

(Figure 4.1.26, Table 4.1.22).  The higher percentage of males on these programmes 

reflects the professional make-up of students.  

 
Figure 4.1.26 All PGT Distance Learning Students 

 
Table 4.1.22 All PGT Distance Learning Students 

 

PGT: APPLICANT JOURNEY 

There was an increase in the total number of female and male: applications, offers, 

acceptances and matriculations reflecting positive outcomes from delivering some of 

our PGT programmes overseas (Figure 4.1.27, Table 4.1.23).  There was a higher %F 

applicants (range 75-77%) and female applicants were more likely to receive an offer 

(range 0-6%, other than 13% in 2014/15).  Offers to acceptances were high (range from 

69%F:72%M to 81%F:95%M), as were acceptances to matriculations, (96%F:90%M to 

97%F:96%M), no clear gender trend in either (Figure 4.1.27, Table 4.1.23) (Action 4.1.2, 

5.3.2).  
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gender difference in the % of part-time PGDE students (5%F:5%M).  We attribute these 

improved outcomes to the introduction of the actions by Sangster.  We will explore 

academic and practice attainment outcomes by gender across all of our qualifying 

programmes and act on any identified variation.  As a precaution we will embed the PGDE 

actions into all UG and PGT qualifying programmes (Action 4.1.3). 

 

 
Figure 4.1.31 PGDE Primary Education Students: Non-Completion of a Year, by Gender 
(Sangster, 2016)  
 

 Actions Introduced in 2016/17 to Support Male Attainment in PGDE 

1. Male tutees grouped together and meet at start of the year networking event. 

2. Male as well as female tutors allocated to male students. 

3. Sharing of Sangster’s research findings with students. 

4. Males advised to pro-actively seek advice/support, especially on placements. 

5. Males advised on importance of peer support networks, especially on placements. 

6. Presentations by male probationer teachers act as role models and share experiences 
of working in female-dominated workplace. 

Table 4.1.27 Supporting Male Attainment: Actions Introduced by Programme Director to 
PGDE  (2016/17) 

 

  





 

 
51 

SESW had three doctoral programmes: PhD, Professional Doctorate and Doctorate by 

Publication, and adopted an inter-disciplinary approach to doctoral supervision. 

 

PGR: FULL-TIME AND PART-TIME  

We had very few full-time PGR students (5 to 9 per year). Gender balance was 70%F:30%M 

throughout. (Further data not presented). Numbers were too low for benchmarking.  

The majority (88%, 2016/17) of PGR students were part-time.  Students typically combined 

study with full-time employment in the professions or in SESW (Figure 4.1.34, Table 4.1.29).  

5-year average (65%F:35%M) was within 2% of comparators (67%F:33%M) (Figure 4.1.35).  

 
Figure 4.1.34 All PGR Part-time Students 
 

 
Table 4.1.29 All PGR Part-time Students 

 

 

 

Figure 4.1.35 Comparator Data: All PGR Part-time 
Students, by Gender and 5 Year Averages 
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Figure 4.2.2 SESW All A&R Staff          
    

 
Table 4.2.1 SESW All A&R Staff  
 
 
 
 
 
 
       
 

 

 

 
 
Figure 4.2.3 Comparator Data – All A&R Staff, 5-year averages 
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A&R: FULL-TIME/PART-TIME  

%F working full-time (range 72-76%F) (Figures 4.2.6, Table 4.2.4) was aligned with %F 

of all staff  (range 75-77%F) (Figure 4.2.2, Table 4.2.1). %F working part-time increased 

year-on-year, from 76%F (2013) to 88%F (2015).  The trend has now been reversed 

(76%F: 2017) (Figures 4.2.6, Table 4.2.4). 

5-year averages for staff working full-time (74%F:26%M) and part-time (83%F:18%M) 

varied by at least 10% against our comparators: full-time (64%F: 37%M) and part-time 

(70%F:31%M) (Figures 4.2.7) reflecting the higher %F of SESW staff.   

There was no apparent gender bias in part-time working opportunity. Requests for staff 

to move from full-time to part-time have been supported by SESW, fulfilling work–life 

balance choices (different from career breaks, (5.3(vii)), including transitioning towards 

retirement.  
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5-year average of staff on open-ended contracts (77%F:23%M) varied by 13% against 

our comparators (64%F:36%M), for staff on fixed-term contracts (75%F:25%M) this was 

within 1% of comparators (74%F:26%M) (Figure 4.2.15). 

Fixed term staff are mainly used to cover periods of mid/long term leave such as 

maternity/paternity/adoption leave and to accommodate changes in student cohorts.  

Staff coming to the end of a fixed term contract were supported to find alternative 

employment at the UoD via access to a redeployment portal.  Staff continuously 

employed for two or more years whose contracts came to an end may have been 

eligible for a statutory redundancy payment.  Staff who had been employed for four or 

more years continuously would normally have had their contract converted to an open-

ended, permanent basis following transparent and well-known processes, guided by 

HR. 

We did not have any PDRA.   

UoD does not use zero hours contracts.   
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The Dean or Depute Dean meets with unsuccessful promotion applicants to plan and 

support a second application. To date, all second applications 5 ( ) were 

successful. 

SESW provides a wide range of leadership roles to enable staff to acquire and evidence 

activities required for promotion. Most leadership roles are rotated to enable staff to 

develop skills required for promotion, (for example, Programme Directors are 

appointed for 3 years). 

In 2016/17, 26 (65%F:35%M) staff had leadership roles, we note the higher %M 

compared to the staff profile (77%F:23%M, 2017). Data from the UoD SS (2017) reveal 

that females were less likely than males to agree that they receive the same 

opportunities to develop as other staff (64%F:75%M) and that the UoD acts fairly with 

regard progression/promotion (74%F:83%M) (Figure 5.1.9).  This is an area we will 

explore with staff. 

These are issues that we will discuss with staff in a focus group to explore the gender 

imbalance in OSaR experiences (Action 5.1.6). 

 

 
Figure 5.1.9 University of Dundee Staff Survey Respondents, 2017. Survey run by 
Capita Surveys and Research 
 
 
The AS process has focused SESW attention on promotions highlighting the need for us 

to be more proactive in raising awareness of promotion criteria, processes and in 

supporting staff, especially females. In response, during 2017/18 additional support was 

introduced to enable and encourage more females to apply for promotion.  

Applications increased, with ( /77%F /23%M) across all grades, (gender balance in 

line with the SESW staff profile, 77%F:23%M, 2017).  This was in contrast to low 

numbers of applications 23 (16/69%F:7/31%M) over the previous 5-years (Table 5.1.5). 
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We will build on these recent developments through our planned actions (Action 5.1.4, 

5.1.5, 5.1.6, 5.1.7, 5.1.8) to increase promotions for all staff, particularly females. 
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Mentoring is available for staff transitioning from T&S and T&R contracts (see 4.2), REF 

preparation, probationary staff (see 5.1.(ii)) and for staff completing Aurora leadership 

training (see 5.3(i)).  In 2017/18, UoD launched the Professional Development 

Mentoring (PDM) scheme for all staff (PS and A&R), with the appointment of Mentoring 

Champions. SESW has  Mentoring Champions, the highest representation of 

Mentoring Champions of any School. Participation data are not yet available (Action 

5.3.9).  

UoD in collaboration with the universities of St Andrews, Abertay, Glasgow School of 

Art and the James Hutton Institute operates the Teaching, Research and Academic 

Mentoring (TRAM) scheme (formerly Early Career Academic Mentoring (ECAM)), pairing 

experienced academics (mentors) with earlier stage academics (mentees).  In 2017/18, 

TRAM had 35F:37M mentors  and 26F:28M mentees (SESW F) (Action 

5.3.9). 

 
(iv) Support given to students (at any level) for academic career progression 

Comment and reflect on support given to students at any level to enable them to make 
informed decisions about their career (including the transition to a sustainable academic 
career). 

 

As a professional School most UG and PGT students aspire to moving into/remaining in 

professional practice, rather than progressing directly into an academic career. Return 

to study to complete a higher degree or single modules which we offered as CPD, 

generally occurred after a period in professional practice (see 4.1v). We have close 

working partnerships with a range of professions which provide practice placements 

and collaboratively we support and advice students on transition into a sustainable 

professional career.   

At UG and PGT, programme specific activities draw on expertise within SESW, UoD and 

externally to prepare students for future careers.  Examples include; Learning from Life 

an UG Education work-based placement module that requires students, supported by 

UoD careers service, to source their own placement, write their CV and prepare for 

interviews.  The module develops transferable skills and insight into varied non-school-

based work-settings.  In Social Work, UG students established peer mentoring, with 

Honours students supporting 1st years. This student-led initiative was supported by 

SESW staff and the UoD student mentoring scheme.  
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AS principles are embedded in the SESW School Plan that aims for a diverse and 

inclusive academic community that supports fulfilling careers, irrespective of gender 

and other protected characteristics.  SESW commitments, deliverable by SEG and 

ratified through SESW Board include, achieving AS Bronze Award, and embedding the 

AS Action Plan within the SESW Operating Plan. 

Social justice is central to the ethos of the SESW professions and to UoD values (Figure 

5.6.2).  The UoD Staff Survey (2017) evidenced, from both genders, high awareness 

(94%F:100%M) and commitment (97%F:100%M) to UoD values (Figure 5.6.3).   

 

 
Figure 5.6.2 University of Dundee Core Values: Transformation Vision Strategy 2017-
22 
 

 
 Figure 5.6.3 University of Dundee Staff Survey Respondents, 2017. Survey run by 
Capita Surveys and Research 
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Student–Staff liaison meetings and Programme Boards allow for representatives from 

all programmes to raise issues, provide feedback and engage in consultation. 
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 of our  staff  have fibromyalgia. To help raise awareness 

and understanding of the condition and impact on daily life, including managing an 

academic career, Professor Jindal-Snape (SESW) has led the development of 

Fibromyalgia and Us (2017) (Figure 5.6.14).  Over the last year the comic has been 

downloaded in over 40 countries by 11,500 people, reported by 25 

national/international newspapers, led to numerous radio/TV interviews, presented at 

international conferences, and it will be available in GP surgeries/pain clinic across NHS 

Tayside, all leading to Professor Jindal-Snape being included in list of people who 

changed the perception of chronic illness in 2017. 

 

             
                                                                 B. 
 A. 
  

 
 
 
 
 
 
 
 
             
 
           
 
 
     
 
 
                                                           C. 
 
 
 
 
 
Figure 5.6.14 A. Prof. Divya Jindal-Snape at San Diego Comic Conference, 2018, B. 
Fibromyalgia and Us Comic, C. The Fibromyalgia Magazine: focus on the Fibromyalgia 
and Us comic 
 

 
The Global Health Challenge (GHC) is an annual UoD-wide collaboration, bringing 

local/global organisations into UoD to work with inter-disciplinary teams of students on 
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a 5-week project (Figure 5.6.15). The GHC connects with the UoD vision of transforming 

lives locally and globally through addressing a wide range of issues, including gender 

(local organisations included: Women’s Aid and the Dundee International Women’s 

Centre). The SESW AS lead is on the GHC steering committee involved in connecting and 

collaborating with local organisations. 

 

 
A.                                                             B. 

Figure 5.6.15 Global Health  
Challenge:  
A. Students, staff and local organisations  
collaborating on challenges. 
B. SESW AS lead with students from across  
UoD and partner organisation, Women’s 
Aid, with winning certificate:  
‘Best Team Work, 2018’ 
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8. ACTION PLAN 

The action plan should present prioritised actions to address the issues identified in this application. 

Please present the action plan in the form of a table. For each action define an appropriate success/outcome measure, identify the person/position(s) 

responsible for the action, and timescales for completion.  

The plan should cover current initiatives and your aspirations for the next four years. Actions, and their measures of success, should be Specific, 

Measurable, Achievable, Relevant and Time-bound (SMART). 

See the awards handbook for an example template for an action plan.  
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