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Ref 
no 

Planned objectives and  
high-level actions 

Rationale Key steps and milestones Success criteria 

The self-assessment process  

3.1  

For future staff culture surveys, 
promote the purpose and value of 
participation through active 
communication to achieve high 
response rates. Dissemination of the 
results and clear communication of 
actions should build trust and 
encourage engagement and 
participation in other key initiatives.  

Reliability of data is increased the 
more possible responses are gathered. 
This will mean that appropriate future 
investigations and actions can be 
undertaken.  

a) Encourage all staff to take part in 
the staff survey in 2020 through an 
all-staff e-mail from the Dean, on 
the D&I web pages, and in the Staff 
Newsletter (‘The Watercooler’) 

b)  Analyse results and implement 
actions  

c) Use the Hives to generate a sense of 
belonging to the Henley Business 
School community  

a) 60% response rate for next Henley 
Business School Staff Culture Survey  

b) Positive response rate of at least 75% to 
the question, ‘I believe that completing 
the survey is worthwhile’ 

c) Positive response rate of at least 75% to 
the question, ‘I have a sense of 
belonging to the Henley Business School 
community’  

A picture of the department  

4.1  

Increase the proportion of female 
applicants to REP UG programmes and 
the proportion of women on these 
programmes  

Positive action can be taken to further 
encourage female applicants. The 
‘Pathways to Property’ initiative can 
support this; it is aimed at year 12 
pupils in UK state schools and colleges, 
specifically those from less advantaged 
and non- traditional backgrounds who 
are potentially interested in a career in 

a) Hold focus group of female REP 
students to identify the factors that 
attracted them to the programme 
and what they believe may have put 
other women off  

b) Further develop case studies and 
exemplars of female student role 
models in REP  

a) Sustained higher proportion of female 
applicants to REP programmes 

b) Sustained higher proportion of female 
enrolments to REP programmes  
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the property sectors. It has engaged 
with over 9,000 such pupils since its 
inception.  

c) Hold female-only recruitment and 
outreach events  

d) Re-examine, through focus groups, 
student recruitment materials in 
REP to ensure that they are as 
appealing as possible to women  

e) Investigate, through Pathways to 
Property, ways to encourage more 
female applicants through targeted 
recruitment  

4.2  
Increase the proportion of female 
applicants to and enrolments on the 
MBA programmes  

In line with other UK Business Schools, 
the number and proportion of women 
on the MBA programme are both low. 
It is challenging to attract more 
women, it is post- experience which is 
usually taken by participants later in 
life and is juggled with full- time work 
and family commitments that fall 
disproportionately on women 

a) Investigate the factors that may 
prevent women from applying for 
the MBA or from taking up offers 

b) Ensure that the MBA marketing 
literature is as encouraging as 
possible to women  

Increase in the percentage of women on the 
MBA Programme  

4.3  
Increase the proportion of female 
applicants to and enrolments on the 
DBA programme  

The number and proportion of women 
on the DBA programme are both low. 
It is challenging to attract more 
women since, although it is a part-time 
programme, it is post-experience 
which is usually taken by participants 
later in life and is juggled with full-time 
work and family commitments that fall 
disproportionately on women.  

a) Investigate the factors that may 
prevent women from applying for 
the DBA or from taking up offers  

b) Ensure that the DBA marketing 
literature is as encouraging as 
possible to women  

Increase in the percentage of women on the 
DBA Programme  

4.4  
Improve the gender balance in the 
professoriate  

There is a disparity in the numbers of 
faculty at professor level, with men 
holding many more such positions 
than women  

a) Work with HR to ensure that 
wording of professorial adverts and 
recruitment materials are appealing 
to women. We have secured funding 
from the University’s D&I budget for 
a study that will analyse previous 

a) Each year, more women than men will 
be put forward through the personal 
titles process 

b) Achieve 30% women professors by 2023 
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adverts for any subtle gender biases 
in the language used 

b) Positive action to seek out highly 
qualified female potential applicants 
and encourage them to apply  

c)  Ensure that all advertisement s for 
chair level appointments include a 
female contact name 

d) Identify staff in each department 
who are strong candidates for 
promotion but who may not put 
themselves forward and encourage 
them through the PDR 

e) Better advertise opportunities for 
job share and flexible working, 
which may particularly suit women 
with caring responsibilities 

c) At least 50% women candidates on any 
shortlist for external appointments  

4.5  
Collect leavers information forms on 
reason for departure  

It is not clear whether gender- related 
issues are factors in women’s decisions 
to leave Henley. Although all Leavers 
from the University are requested to 
complete a form, this information is 
not collated or anonymised so we have 
not as yet been able to collect it in a 
systematic fashion.  

a) Develop a database of anonymised 
leaver information  

b) Analyse this information to identify 
any issues that may relate to 
workplace culture, environment or 
workloads and whether there are 
any differences between genders  

c) c) Take action to improve the 
situation regarding any specific 
issues identified  

a) Greater awareness of non- personal 
reasons why colleagues might leave the 
Business School leading to improved 
culture  

b) mprove overall response to the 
question, ‘Henley is a great place to 
work’.  
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Supporting and advancing women’s careers 

5.1  
Increase the number of women putting 
themselves forwards for the personal 
titles promotion  

Ensure a strong pipeline of potential 
female promotion applicants to support 
achieving gender balance at all levels.  

a) HoDs to discuss promotion 
potential in all non-professorial 
PDRs  

b) Ensure that staff are aware of and 
are encouraged to attend 
promotions training  

c) Ensure staff putting themselves 
forward for promotions have a 
properly trained mentor  

a) Achieve gender balance, in applications 
for and success rate of academic 
promotions  

b) Promotions training to be held during 
each Summer term for prospective 
candidates.  

5.2  

Encourage more women to engage with 
Recruitment and Selection (R&S) and 
Unconscious Bias (UB) training to widen 
the pool of individuals available for 
interview panels  

Evidence shows that introduction of 
positive messages about diversity 
improves the likelihood of appointment 
of a more diverse range of applicants  

a) Actively identify individuals who 
could be engaged in recruitment  

b) Identify all those who have not 
already undertaken training  

c) c) Monitor uptake of the training 
and report to D&IC annually  

a) More women available for interview 
panels, with a diverse pool from which 
to select panel members  

b) b) Target that all female academics at AP 
level and above and at least 50% of 
grade 7 have undertaken the training c) 
Still maintaining the requirement that 
100% of those taking part in interview 
panels to have received R&S and UB 
training  

5.3  
Increase the proportion of staff 
undertaking D&I training  

This has recently become a mandatory 
requirement by the University. Improved 
awareness of diversity issues should 
develop new insights and lead to greater 
inclusivity and a more diversity-aware 
and tolerant staff group  

a) CQSD provide regular data on 
completion rates and a list of 
those who have not undertaken 
the training to HoDs  

b) b) HoDs to follow up individually 
with those on the non-trained list 
to encourage compliance  

Achieve full compliance (100%) by 2022  

5.4  
Ensure that the University PDR process 
is implemented and that it achieves the 
dual objectives of individual 

The PDR should fulfil a number of 
purposes: review of previous objectives, 
setting new objectives, ensuring that 

a) Provide additional guidance for 
reviewers and the requirement 

a) All HBS staff to receive a PDR annually b) 
Greater satisfaction with the PDR 
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development and work- related 
requirements  

individual development plans are 
discussed and actioned, Also, to build 
confidence that the PDR fulfils its 
objectives and is a fair and supportive 
process  

that actions be clearly 
documented and moved forward 

b) Investigate why take- up of PDRs 
is < 100% given that they are 
mandatory 

c) Measure satisfaction with the 
PDR process in future staff 
surveys  

process in the next staff survey with 90% 
of both genders considering it useful.  

5.5  

a) Improve the uptake of mentoring, 
both as mentor and mentee, for 
Academic staff based on the outcome 
of the staff survey.  

b) Encourage more women to become 
mentors and mentees  

a) There is both a lack of knowledge of 
existing mentoring arrangements and a 
gap in provision elsewhere. Mentoring 
should be widely available to encourage 
staff to achieve their potential, be as 
productive as possible and to further 
their careers where desired  

b) Women are considerably more likely to 
be mentees; men are more likely to be 
mentors  

a) Create policy and process for 
offering all academic staff 
mentoring opportunities 
regardless of career stage  

b) b) Communication of the 
availability of the mentoring 
programme to all Academic staff  

a) Much larger pool of available mentors 
b) Establishment of a policy and process for 

all Academic staff to benefit from a 
mentor at the points in their careers 
where they desire one.  

c)  Target that the majority of academic 
staff at AP level or above, to be trained 
and available as mentors.  

5.6  

a) Ensure the process for applying for 
research grants is well communicated 
to all academic staff b) Encourage a 
wider range of staff to apply for grants 
and that they are incentivised to do so 
c) Improve both the percentage of 
funding bids submitted by women  

Academic research grants applications 
should be made by a broad cross-section 
of research active staff irrespective of 
gender, type of contract, grade, working 
arrangement s, etc. Currently, women 
make fewer grant applications than men, 
and when they do submit bids, women 
are less successful. There are several 
possible explanations, including for 
example that women are aiming at more 
competitive/ prestigious funding sources, 
or that their bids are weaker due to 
having less time to complete them as a 
result of other responsibilities. Further 
work is required to identify the causes of 
this disparity and to address them.  

b) Continue to disseminate 
information on support for grant 
development including through 
the Grants College; ensure that 
webpages are clear and 
encouraging  

c) Make models of best practice 
available  

d) c) Identify specific individuals – 
those from under- represented 
groups – for whom calls for grants 
might be relevant and encourage 
them to apply  

a) More widespread knowledge of the 
opportunities available for grant 
applications  

b) A rise in grant applications from a more 
diverse group of academics.  

c) Parity in the rates of women making 
research funding bids with those of men.  
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5.7  
Clarify expectations regarding the use 
of Keep in Touch days during maternity 
leave  

Whilst the use of KiT days can be flexible 
according to the needs of the individual, 
it would be beneficial to have an agreed 
structure of contact and activity between 
the HoD and the staff member, to 
optimise the way in which they are used. 

Develop a set of notes for guidance 
and examples of possible approaches 
to be placed on the D&I web pages  

An established and transparent process with 
written guidance on what contact/activity 
could be maintained during the period of 
leave, to be used by female academics when 
planning with their line managers for 
maternity/adoption leave. 

5.8  
Improve take-up of enhanced paternity 
leave and shared parental leave  

The number of men in Henley taking up 
shared parental leave or enhanced 
maternity leave is very low  

a) Raise awareness of opportunities 
for enhanced paternity and 
shared parental leave through 
D&I web pages 

b)  Ensure that all HoDs and line 
managers are aware of these 
opportunities and the rules and 
processes around them  

Improved take-up of enhanced paternity 
leave and shared parental leave.  

5.9  

Achieving parity for women and men in 
the perceived value placed on them by 
Henley, by increasing the feeling of 
value by women up to the same level as 
by men  

In the last staff survey, women reported 
lower feelings of perceived value than 
men. Therefore, action should be 
undertaken to achieve balance and a high 
feeling of being valued by both sexes.  

Use the staff survey to find out why 
employees are not feeling valued and 
take appropriate actions to redress 
this and create a culture of value in 
the Business School  

a) Add question to the 2020 staff survey to 
ask, if someone does not feel valued, 
why is this 

b) Take actions based on those responses 
c) Measure again in the 2022 staff survey  

5.10  

Ensure that HR policies are 
implemented, managed and monitored 
and that adherence to them achieves a 
favourable target  

It is important to understand areas of 
dissatisfaction with any of the HR 
policies, with the aim to build a 
workplace where everyone feels equally 
comfortable  

a) Measure satisfaction with HR 
policies in the 2020 staff survey 

b) Put messages into the 
‘Watercooler’ (all staff 
communication to enable staff to 
communicate specific areas of 
dissatisfaction  

c) Build awareness in all staff of the 
relevant HR policies and ensure 
that line managers are 
implementing them 
comprehensively  

a) From the 2022 staff survey, achieve a 
situation where <5% of staff report 
dissatisfaction with the implementation 
of the various HR policies  

b) Existence of an established mechanism 
for early reporting/calling out of 
unacceptable behaviour. Incidents to be 
recorded and dealt with by HR. All staff 
feeling able to report any harassment or 
bullying and feeling that if such a report 
is made then a solution will be found.  
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d) Improve feedback loops to key 
committees so that issues which 
cause concern can be 
investigated and acted upon  
e) Encourage staff to come 
forward confidentially if they 
experience any type of 
discomfort, based on HR policies  

e) Provide messages during student 
inductions that gender- related 
threatening behaviour, or indeed 
any threatening behaviour, will 
not be tolerated. Link with 
#NeverOK on the student web 
portal containing detailed 
resources and video guide on 
what to do if experiencing this  

f) gProvide and encourage the take-
up of on-line Bystander training 
that the University now offers 

5.11  

Create positive action to encourage 
gender balance of people applying for 
and fulfilling senior academic 
management roles  

There is a perception of difference in the 
opportunities to take on senior roles (see 
response to staff survey 2018)  

a) Record details of applicants 
(where required) and 
appointments to senior 
programme management roles 

b) Identify and encourage suitable 
potential candidates for 
upcoming roles  

Data to be recorded each year on the gender 
balance of senior management roles.  

5.12  
Ensure gender balance on all internal 
senior committees  

Some key Business School committees 
have gender imbalances. Improved 
gender balance on committees will lead 
to a broader range of perspectives and 
approaches to decision-making  

a) Analyse committee memberships 
annually to demonstrate gender 
balance 

b) As committee places come up for 
renewal, take positive action to 
achieve gender balance where 
possible  

a) At least 40% of each gender (exceeding 
University’s 30% target) on key committees 
by 2022  
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c) Where new committees are 
formed, create a gender balanced 
membership  

5.13  

Keep records of staff on external 
committees by gender. Each 
department to gather data and this to 
be consolidated at School level  

Henley Business School is very outward 
facing with many staff on external bodies, 
steering groups and committees. It is 
important to encourage women to take 
up positions of responsibility external to 
the Business School, both within the 
wider University and beyond. This would 
make more women visible externally, 
opening up opportunities for promotion 
and advancement both internally and 
externally  

a) Improve collection of data from 
academic staff on an annual basis to 
specifically collect information on 
named external committees 
b) Discuss opportunities for 
committee memberships during PDR  

a) Existence of high-quality data on 
committee memberships, particularly 
relating to women who can then act as 
role models for others  

b) Based on the data achieved in a) above, 
encourage increased engagement by 
women on external committees  

5.14  
Improve transparency and 
understanding around the workload 
model  

Only 21% of women and 31% of men in 
the staff survey agreed with the 
statement ‘The workload model within 
Henley Business School is transparent 
and applied fairly to staff irrespective of 
gender’. Investigation revealed that 
women are not more overloaded than 
men on average.  

a) Investigate the sources of 
discontentment with workloads 
and whether revisions to points 
allocated to each task are 
required  

b) Ensure that workloads are 
specifically discussed at all 
academic staff PDRs  

a) Split the current survey question into 
two to investigate the gender disparity 
in whether the workload model is (i) 
transparent and (ii) fairly implemented 

b)  HoDs to discuss workload at all 
academic staff PDRs  

c) Calculation of their 
workload to be provided annually to all 
staff  

d) Achieve gender balance in the 2022 staff 
survey with regard to the two questions 
highlighted above.  

 

 

 


