	Priority 1: Belonging and inclusive culture
Focus: strengthen belonging and community across the School for students and staff; support inclusive learning environments and improve signposting to support.

	Action No.
	Objective 
	Activities and Outputs 
	Responsibility 
	Timeframe 
	Success Measure / Deliverables

	P1.1
	Build inclusive student community and improve awareness of support
	· Re-establish and support UG discipline-level student societies and identify actions to increase belonging
· Develop/update ‘Inspiring Alumni’ and graduate stories to reflect diversity; display in communal spaces and online.
· Improve visibility of wellbeing/support routes via Blackboard briefcase announcements, short screencasts and AT signposting (once per semester).
· Strengthen PGR peer connection and staff–student integration through a buddy/mentor scheme for new PGRs, regular PGR coffee meet-ups, and routine invitations for PGRs to join the School’s monthly “Chill and Chat” sessions.
· UG and PGR focus groups to explore reasons for feelings of lack of belonging

	· D&I leads / Student liaisons
· Executive Support Officer (ESO)
· HoD
· School Senior Academic Tutor / Academic Tutors
· PGR Directors
	2027/28; ongoing
	>= 75% of UG M and F students agree to statement in Culture Survey that "Department made me aware of additional support" 

Baseline 2025 Culture Survey: Agree M 67% vs. F 72%

>=80% of students agree with Culture Survey question "My Department is inclusive and supportive" and/or reduction of gender gap to 5%.

Baseline 2025 Culture Survey:  UG M 74% F 83%, PGR M 80% F 100%



	P1.2
	Strengthen inclusive learning environment through curriculum diversification 
	· Showcase and share best practice on individual efforts within the school to diversify the curriculum to raise awareness. 
· Promote and signpost University support for curriculum diversification.
· Establish baseline measure via culture survey and improve over time. 
	· School D&I lead
· DDTLs
	2028/29
	D&I lead to report to D&I committee progress 
Maintain > 75% of students agree reading lists are inclusive and/or reduce gender gap to 5%.
Set baseline in 2027/28 culture survey with questions such as “I feel that the curriculum is designed in a way that is inclusive of people from different backgrounds and identities.”  
Subsequently improve on baseline.


	P1.3
	Improve staff wellbeing and sense of belonging 
	· Maintain monthly “Chill and Chat” sessions on a rotation of days and times during core hours to ensure all can join.
· Use focus groups and PDR insights to explore 
· Wellbeing support needs among female staff
· Lower sense of belonging amongst M staff via focus groups.
· Continue to advertise and signpost wellbeing and the university Wellbeing Peer Support network.
	· D&I leads
· Executive support
	2026/27-ongoing


2028/29
	Reduce gender gap in agreement on wellbeing theme to <10%
Decrease gender gap in responses to "My contributions are valued in department" and "Department communications are clear and relevant to me and my role" to <10%







	Priority 2: Supporting PGR progression and academic career development
Focus: strengthen structured, discipline-relevant professional development; improve progression and submission outcomes.

	No. 
	Action/Objective 
	· Activities and Outputs 
	· Responsibility 
	Timeframe 
	Success Measure / Deliverables

	P2.1
	Deliver structured academic career development support for PGRs
	· Provide annual department-level ‘job market readiness’ seminars and guidance on timelines and applications materials.
· Equip supervisors with guidance for supporting academic career aspirations and reviewing applications. 
· Develop discipline-specific PGR support packs (conferences, job search, publication guidance).
· Monitor leaver destinations annually and use findings to refine support. 
	· PGR Directors
· PGR supervisors
	2026/27 ongoing



2027/28






2026; annually


	
<=15% of students (excluding those already in employment) disagree with statement “My Department shares information about employment opportunities”, and reduction in gender gap to % agree.

Baseline Disagree: 16.7% F, 20% M

Baseline Agree: 67% F, 80% M

Focus group evidence that students feel supported.

	P2.2
	Diagnose barriers to timely PGR submission, while reducing the gender gap in Economics PGR submission rates.
	· Continue to monitor PGR submission and continuation rates at School level, with gender-disaggregated monitoring in Economics to track the submission gap.
· Use annual review and confirmation of registration to identify students at risk of delay early and agree clear milestones to keep students on track.
· Provide supervisors with clear guidance on study-status options (e.g. suspension, part-time study, extensions where relevant) and how to signpost students to support, particularly where personal circumstances or funding/visa constraints may affect progress.
· Deliver regular communications to PGRs on available options (flexible working arrangements where applicable, part-time study and suspension), ensuring students understand routes to request adjustments and plan realistically for completion.
	· Economics PGR Director
· Economics D&I lead
	Ongoing
2028 onwards











	Improve submission within 4-years at School level to 85% 

Reduce gender gap in economics PGR submission to 25%

	Priority 3: Enhancing staff career development, mentoring and recognition
Focus: consistent mentoring and transparent career support; improve support around promotions and grants; recognise EDI contributions.


	No. 
	Action 
	Activities and Outputs 
	Responsibility 
	Timeframe 
	Success Measure 

	P3.1
	Strengthen targeted mentoring across career transitions and promotions 
	· Specific mentors for promotions with knowledge/experience of personal circumstances procedure.
· Specific mentors for post-maternity/shared parental leave.
· Specific mentors and support for return from other types of leave (i.e. unpaid leave for a range of circumstances); with due consideration for mentors from outside of the School.
· Regular promotion of and communication of availability of mentors. 
· Add into the HoD induction pack that this is an option for discussion at PDRs.
· All staff members who have been promoted to complete Mentoring training.
	· HoD
· SDIL
	2028/29
	Focus groups suggest awareness/ confidence in how to use personal circumstance statements.

HoD record of mentorship uptake

Focus groups – where mentorship has been taken up – suggest it was useful.

Set baseline in 2027-28 Culture Survey “Mentoring opportunities are available within the School” and subsequently improve on baseline.

Reduction in gender gap of % staff feeling line manager supports career development to <10% 
Baseline gender gap 14%


	P3.2.
	Improve support for grant applications, particularly after unsuccessful bids 
	· Research Division Leads to offer to meet with staff members following unsuccessful grant application to discuss options for repurposing. 
· Repository of both successful and unsuccessful grant applications with feedback of applications within the School. 
· Grant application mentors available to provide additional support.
· Monitor grant application and success rates by gender within School.

	· RDLs
	Ongoing




2028/29
	> 55% of staff agree with statement “My Department provides me with useful support where my applications for funding are unsuccessful.”, with reduction in gender gap of 10%.

Baseline M 57% F 28% agree, 

And/Or > 85 % staff agree “I receive sufficient support and encouragement for grant applications in my Department.”

Baseline 81% M 83% F

	P3.3
	Fostering recognition of the value of EDI work in workload and progression
	· Role descriptors to be updated to clarify EDI aspects of specific roles.
· Review of workload model (WLM) annually, until University level WLM supersedes department-level WLM.
· Provide promotion mentors with guidance on evidencing EDI contributions; highlight examples in School/Dept meetings 
· Workload SAT contributions beyond committee membership, where appropriate.
	· D&I School lead
· HoDs
	2027/28
	More than 65% of staff agree with statement that that "D&I work is recognised when workload is allocated" and reduction in gender gap to <15%
Baseline 24%




	Priority 4: Embedding inclusive ways of working, wellbeing and accountability
Focus: address workload manageability and flexible working confidence; strengthen standards of behaviour and reporting; ensure governance and monitoring.

	No. 
	Action 
	Activities and Outputs 
	Responsibility 
	Timeframe 
	Success Measure 

	P4.1
	Improve inclusive ways of working: flexible working, carers support and workload manageability.
	· Publish flexible-working case studies and guidance for staff and line managers (including timetabling constraints). 
· Run a mid-cycle staff survey on flexible working and support.
· Update HoD induction and School web guidance on maternity/shared parental leave and carers leave; promote parents and carers together (PACT) university network.
· Continued monitoring of workload allocations and distribution to all staff with gender break down.
· Focus groups and PDRs used to explore drivers of workload manageability (particularly amongst women).
	· D&I School lead
· HoDs 
· Executive Support

	2026/27



2028/29
	Focus groups suggest confidence in support at department level in flexible working. 

> 85% Staff agree with statement, “"Flexible working in enabled in my department" and/or reduction in gender gap to 5% and/or reduction in “disagree” to 0.

Baseline M 95% F 81% agree with statement. 
M 0% F 4.8% disagree

> 70% of staff agree on question "My department provides staff with support around all types of caring leave" or < 10% of staff disagree

Baseline: (M 65% F 56% agree, M 10% F 11% disagree)

Reduction in gender gap to Culture Survey question on whether workload manageable to less than <5%
Baseline: M 86% F 71% agree, M 14% F19% disagree



	P4.2
	Set clear behavioural expectations and strengthen reporting confidence for bullying and harassment
	· Reinforce clear standards of behaviour and a zero-tolerance approach through consistent communications to staff and students, embedded in key touchpoints (UG/PGT Welcome Week, PGR induction/welcome back, staff induction/away days), and maintained through the UG briefcase, HoD communications, staff/student guides, the School website, and work with student societies.
· Clarify and publicise reporting routes for staff and students, including options outside of the department/supervisory chain. Produce and maintain a simple reporting flowchart and signposting guidance, and reissue this at regular points (Welcome Week, PGR/staff induction, and via periodic wellbeing/signposting communications).
· Build confidence and capability to respond by: (i) promoting the University’s “Report and Support” option for anonymous reporting to staff and students; (ii) promoting the Harassment Peer Support Network for staff; and (iii) providing D&I leads with short guidance (in conjunction with HoS/HoD) on how to respond appropriately when approached, including escalation and signposting.
	· School D&I lead
· HoS
· HoD
Executive Support
· School D&I lead
· DDTLs
· HoD
· School Director of Teaching and Learning (SDTL)
EAM
	2026/27
	> 70% of staff agree with statement "I know how to report bullying and/or harassment"
Baseline 2025 culture survey - M 55% F 57% agree 

> 70% PGR students and > 65% UG students agree "My Department has made it clear to me how to report incidents of discrimination, bullying or harassment."
Baseline: PGR: M 67% F 57%, UG: M 55% F 41% 
> 75% of students agree that “"My department makes it clear that unsupportive language and behaviour are not acceptable (e.g. condescending or intimidating language, ridicule, overly familiar behaviour, jokes/banter that stereotype individuals or focus on their appearance).”, gender gap < 5%
Baseline: 
UG students, M 75% F 66% and PGR M 80% F 57%.  

>85% staff agree "I would feel able to report bullying and/or harassment" and closing of gender gap to 10%. 

Baseline M 90% F 67% agree.

	P4.3
	Strengthen governance, communications and monitoring to sustain progress
	· Deliver a coordinated D&I communications plan across the School, including standing D&I updates at School and department meetings, quarterly email reminders, and an annual reminder to PGR students.
· Develop and maintain clear, accessible guidance for staff and students (e.g. quick-reference posters/one-page guides), displayed in communal spaces (e.g. Edith Morley Building) and hosted on the School website, with links embedded in regular communications.
· Strengthen continuity and governance by annually reviewing D&I leadership succession and committee turnover, updating D&I Committee Terms of Reference, and maintaining a simple timeline/flowchart of self-assessment activities to support handover and consistency.
· Monitor progress through a mid-cycle staff and student culture survey, tracking participation rates by gender, using student incentives where appropriate to support response rates, and sharing an accessible summary of findings with staff and students, including actions taken in response to key issues raised.
	· D&I leads
· Executive Support
PGR directors
	2026/27 Ongoing
	Guidance produced for School and D&I leads for communication strategy.

<5% of staff and <10% of PGR students disagree in culture survey questions "My School has made it clear to me what its policies are in relation to gender equality (e.g. discrimination, parental leave, carer’s leave, flexible working)" 

Baseline: Staff  M 5% % F 9.5; PGR Students M 0% F 14.3%

<15% staff disagree "I am kept informed by my School about gender equality matters that affect me (e.g. changes to maternity/paternity leave entitlements, flexible working opportunities, gender equality legislation).", gender gap reduced to <10%
 
Baseline: M 10% F 30%.       

Induction pack provided to new D&I leads.
Culture surveys administered mid-Athena Swan cycle, maintain 50% M/F share of participants.  




	Priority 5: Strengthening student pipelines in disciplines with gender imbalance
Focus: improve recruitment and conversion where gender imbalance persists at UG and/or PGR levels.


	No. 
	Action/Objective 
	Activities and Outputs 
	Responsibility 
	Timeframe 
	Success Measure / Deliverables

	P5.1
	Improve female UG conversion in disciplines with low female representation
	· Ensure visible female presence during Open/Visit Days and in promotional material.
· Maintain gender balance in showcasing researchers.
· Monitor gendered patterns of offers and acceptance rates, annually.
· Highlight diversity of student body, staff, and research carried out within departments in personalised acceptance letters and alumnae stories on School web pages (updated annually in June).
	· UG Admissions Tutors
· D&I leads
· ESO
	2027/28
	Increase in proportion of UG “enrol” from F student applications

Baseline: 
School: 17.9% F vs. 19.5% M
Philosophy: 12.1% F vs. 17%M
Econ: 17.4% F vs. 19.4% M
PIR: 20% F vs. 13.9% M



	P5.2
	Explore reasons for low female representation in Phil and PIR at PGR level.
	· Analyse application routes and research areas to identify barriers to female enrolment.
· Engage with sector wide discussions (Royal Economic Society, Political Studies Association, British Philiosophical Association, Social sciences, Humanities and the Arts (SHAPE)  observatory) and benchmarks to inform interventions.
· Update PGR application webpages to highlight flexible study options for those with caring responsibilities.
	· PGR directors
	2028/29
	Establish baseline % F students
Subsequently increase % of F students in PIR and Philosophy. 
Sector benchmarks: currently 45/33% for PIR and Philosophy, respectively.
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