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ATHENA SWAN BRONZE DEPARTMENT AWARDS 
Recognise that in addition to institution-wide policies, the department is working to promote gender equality and to identify and address challenges particular to the department and discipline. 
Athena SWAN Silver DEPARTMENT awards 
In addition to the future planning required for Bronze department recognition, Silver department awards recognise that the department has taken action in response to previously identified challenges and can demonstrate the impact of the actions implemented.
Note: Not all institutions use the term ‘department’. There are many equivalent academic groupings with different names, sizes and compositions. The definition of a ‘department’ can be found in the Athena SWAN awards handbook. 
Completing the form
Do not attempt to complete this application form without reading the Athena SWAN AWARDS handbook.
This form should be used for applications for Bronze and Silver department awards.
You should complete each section of the application applicable to the award level you are applying for.

	Additional areas for Silver applications are highlighted throughout the form: 5.2, 5.4, 5.5(iv)

	


If you need to insert a landscape page in your application, please copy and paste the template page at the end of the document, as per the instructions on that page. Please do not insert any section breaks as to do so will disrupt the page numbers.
Word count
The overall word limit for applications are shown in the following table. 
There are no specific word limits for the individual sections and you may distribute words over each of the sections as appropriate. At the end of every section, please state how many words you have used in that section.
We have provided the following recommendations as a guide.


	Department application
	Bronze
	Silver

	Word limit
	10,500
	12,000

	Recommended word count
	
	

	1.Letter of endorsement
	500
	500

	2.Description of the department
	500
	500

	3. Self-assessment process
	1,000
	1,000

	4. Picture of the department
	2,000
	2,000

	5. Supporting and advancing women’s careers
	6,000
	6,500

	6. Case studies
	n/a
	1,000

	7. Further information
	500
	500



From: Athena Swan <Athena.Swan@advance-he.ac.uk> 
Sent: 06 September 2019 10:01
To: Katie Farrell <Katie.Farrell@glasgow.ac.uk>; Athena Swan <Athena.Swan@advance-he.ac.uk>
Subject: RE: November 2019 Departmental Submission- Additional Word Allocation Request
 
Dear Katie,
Thanks for your email. Yes, absolutely, III of Infection, Immunity and Inflammation are eligible for an additional 1,000 words for their submission (our guidance is at:https://www.ecu.ac.uk/equality-charters/athena-swan/apply-award/word-count-guidance/ and reads:
Departmental and research institute applicants with both non-clinical and clinical staff are automatically eligible for an additional word allowance of 1000 words. These applicants must present data for clinical and non-clinical staff separately, and the additional word allowance is granted to allow them to analyse and reflect on any differences between the two staff groups.) The use of the extra words you describe sounds exactly right.
Please ask III to include this email in their submission as confirmation, and indicate in the submission where the additional words have been used.
Best wishes,
Annie
 
Annie Ruddlesden
Equality Charters Adviser
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Letter of endorsement from the head of department
Recommended word count:  Bronze: 500 words  |  Silver: 500 words
An accompanying letter of endorsement from the head of department should be included. If the head of department is soon to be succeeded, or has recently taken up the post, applicants should include an additional short statement from the incoming head.
Note: Please insert the endorsement letter immediately after this cover page.

Letter word count = 589 words
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25th November 2019
Athena SWAN Panel
Dear Athena SWAN Panel members,
I am delighted to introduce and offer my highest support for our Silver Athena SWAN application. This reflects the tremendous work and dedication of Institute members, particularly our self-assessment team. 
As I reflect on this application, I am most proud of the impressive recent increase in the proportion of female staff at grade 9, increasing from around 20% in 2015 to over 40% today. This reflects our investment in mentoring and supporting staff progression, through direct efforts of senior staff, enabling truly excellent and dedicated female researchers to prosper. This increase largely reflects improvement in actively encouraging promotion with a more than three-fold increase in applications from females, all successful. These exciting changes reflect increased dissemination of relevant information and dedicated individualised support, e.g. offered through the promotion guidance group.
In contrast, I am disappointed at the lack of progress at reader and professor level - we have failed to recruit or promote any female staff since 2015. In this time, we have attempted to encourage senior female professorial staff to join the institute e.g. during our recent search for a new Director of our virology centre. Consequently, increasing the proportion of females at senior grades is the key goal of this application. I am confident we will see a shift at these levels as our current grade 9 female staff progress. In terms of external recruitment, we now have a more cohesive method to attract and encourage senior females to apply for positions, I am optimistic this will bear fruit in due course. 
Importantly, new staff of any gender will join an Institute in which we have had a remarkable and positive shift in culture. Our recent staff/PhD student survey shows we are now an inclusive community, tangibly improving career development opportunities and work/life balance of our staff and students. 
I am particularly enthused by the events hosted by our Early Career Research (ECR) group, NERD. This pioneering programme comprises early adopters of the concept that we must support and encourage multiple different career paths within and post-academia. As the father of two student daughters, I know the importance of encouraging and enabling people to make the right decisions for their futures. I am also delighted that the materials and processes developed within our bespoke mentorship scheme have been adopted across the wider College, demonstrating the value of our programme. Both of these programmes have received Institute funding to support their conduct and thereby achieve goals. 


We do still face challenges. We are the largest Institute within the university and as a result, communication can be problematic. We have been listening and continue to do so, making changes to promote a more transparent way of working together. Through monthly ‘drop-in’ surgeries with myself and other senior staff and open townhall meetings, we provide many opportunities for, often Athena SWAN related, discussions. I also recognise the need to ensure staff receive the training they need currently and for their futures. To this end, two new Institute-funded training funds have been initiated, one dedicated to professional and support staff, and one for ECRs. 
In summary, we have observed impressive progress in embedding a culture that values equality and diversity, promoting the careers of, in particular, our female staff and ensuring our community can work productively together.  Our commitment to continue this positive trajectory is indubitable.
I confirm that the information presented, including quantitative and qualitative data, is an honest, accurate and true representation of the Institute. I commend the proposal to you in this spirit.

Yours sincerely 
[image: ]
Professor Iain McInnes

	Professor Iain B McInnes CBE FRCP, PhD, FRSE, Director of Institute,
Muirhead Chair of Medicine, ARUK Professor of Rheumatology/Honorary Consultant

INSTITUTE OF INFECTION, IMMUNITY & INFLAMMATION
Sir Graeme Davies Building, 120 University Place, Glasgow   G12 8TA, UK

Tel: +44 (0) 141 330 8412  Fax: +44 (0) 141 330 4297
Email: iain.mcinnes@glasgow.ac.uk

The University of Glasgow, charity number SC004401
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Glossary:
ARF: Academic Returners Fund
AS: Athena SWAN
BAP: Bronze Action Plan
BBSRC: Biotechnology and Biological Sciences Research Council
Bench&Bairns: work/life balance initiative that encourages staff and students to discuss matters related to managing a career and family life
Career Mapping: bespoke assistance in planning grant applications and paper writing for grade 8-9 staff by senior staff
CEIDC: College Equalities, Inclusion and Diversity Committee
CL: Clinical Lecturer
CRF: Clinical Research Fellow
CSL: Clinical Senior Lecturer
CSRF: Clinical Senior Research Fellow
E&D: Equality and Diversity
ECR: Early Career Researcher
F: Female
FT: Full time
FTE: Full time equivalent 
G: Grade
GROW: Goal, Reality, Options, Way forward
HE: Higher Education
HESA: Higher Education Statistics Agency
HoPS: Head of Professional Services
HR: Human Resources
III: Infection, Immunity and Inflammation, (Institute of)
IMG: Institute Management Group
ISSF: Institutional Strategic Support Fund
KIT: Keeping In Touch
LGBT: Lesbian, Gay, Bisexual, Transsexual
M: Male
MPA: management, professional and administrative
MRC: Medical Research Council
MVLS: Medical, Veterinary and Life Sciences (college of)
NA: Not Applicable
NERD (Network for Early career Research Development): A collaborative networks of ECRs across three Institutes. 
NHS: National Health Service
Ops: operational staff
PDR: Performance and Development Review
PGR: Postgraduate research students
PGT: Postgraduate taught students
PI: Principal Investigator
PT: Part time
P&S: Professional and Support staff
Q&A: Question and Answer
RACE: Research into Inflammatory Arthritis Centre Versus Arthritis 
R&T: Research and Teaching staff
SAP: Silver Action Plan
SAT: Self-Assessment team
SGDB: Sir Graeme Davies Building
SMART: Specific, Measurable, Achievable, Relevant, Time-Bound
SPLIT: Shared Parental Leave in Touch
SULSA: Scottish Universities Life Sciences Alliance
Tech: Technical
UG: Undergraduate
UKRI: UK Research and Innovation
UoG: University of Glasgow
WG: Working Groups
WLM: Work Load Model

This submission is formatted for colour and double sided printing. Other formats are available upon request, please contact the submission leads Prof Gerry Graham and Dr Megan MacLeod to request this.


Description of the department
Recommended word count:  Bronze: 500 words  |  Silver: 500 words
Please provide a brief description of the department including any relevant contextual information. Present data on the total number of academic staff, professional and support staff and students by gender.
At the University of Glasgow (UoG) research is divided into four Colleges. Within the College of Medical, Veterinary & Life Sciences, the main research activities occur within Institutes and the main teaching activities within Schools. The Institute of Infection, Immunity and Inflammation (III) is the largest research Institute within this College, Figure 2.1. The School of Life Sciences leads the undergraduate programme and holds a Bronze Athena SWAN award separately. III has over 450 (57%F) members including post-graduate students, technical, administrative, academic and clinical academic staff, Figure 2.2. 
Figure 2.1 Structure of Institute of Infection, Immunity and Inflammation (III)
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Figure 2.2: Current staff and students in our community
Abbreviations: MPA: management, professional and administrative; Tech: technical; Ops: operational staff; PGR: post-graduate research students; PGT: Postgraduate teaching students. Numbers on graph show the % of F/M within each job family.
 [image: ]
Research within III comprises studies on infection and immunity with clinical links focussed on rheumatoid arthritis, autoimmune diseases of the nervous system, and infectious diseases. 
Embedded within III are three externally funded centres: The Medical Research Council – University of Glasgow Centre for Virus Research; The Wellcome Centre for Integrative Parasitology; and the Research into Inflammatory Arthritis Centre Versus Arthritis (RACE), a joint initiative with the Universities of Birmingham and Newcastle, (Figure 2.1). 64% of total staff and 64% of female staff are located in the Sir Graeme Davies Building on the Gilmorehill campus and the MRC Virology Centre is a commutable 3 miles away on the Garscube campus (Figure 2.3).
Figure 2.3: Map of III sites showing transport links
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Academic staff span grades (G) 6-10. Many early career researcher (ECR) posts (G6-8, 56%F) are supported by external grant funding with a number of our Bronze (BAP) and Silver (SAP) Action Plans directed towards their career development (SAP 3.1, 3.3, 3.4, 3.7, 4.3). We are seeing real progress in this area, particularly through the work of our cross-Research Institute Network for ECR Development, NERD (section 5.3iii).
III is also home to 21 clinical researchers (43%F), including: Clinical Research Fellows pursuing PhD degrees, funded through fixed-term external grant funding (10, 60%F); clinical lecturers whose positions are tied to their NHS training (2, 50%F), as well as senior clinical academics (9, 22%F).
Currently, III hosts 185 (57%F) PhD students, with the majority studying full-time (99%); and 61 (62%F) full-time research Masters students. 
Researchers are supported by professional and support (P&S) staff including technical (73 individuals, 70%F, G4-7), administrative (33 individuals, 88%F, G3-8), and operations staff (10 individuals, 60%F, G2-5).
355 words


The self-assessment process
Recommended word count: Bronze: 1000 words  |  Silver: 1000 words

Describe the self-assessment process. This should include:
a description of the self-assessment team
III’s self-assessment team (SAT) comprises 23 members (14F/9M) broadly reflecting III’s gender split. The SAT has built on the momentum of our 2016 Bronze Award integrating new members into a committed core team composed of PhD students and staff from III’s four subject areas. SAT members include academic, administrative and technical staff from a range of grades and responsibilities at work and home, ensuring diverse perspectives are represented, Table 3.1. 
Table 3.1: Current SAT members 
	Name
	Gender
	Job Title/Role
	Role/responsibilities on SAT
	Relevant experience

	Anna Andrusaite
	F
	PhD student
	Student representative
Co-ordinate Successful Glasgow Graduate booklet
	2nd year international student

	Sue Barnett
	F
	Professor/PGR convenor
R&T
	Ensuring PGR processes align with AS
	Married to academic; three children; good work-life balance

	Neil Basu
	M
	Clinical Senior Lecturer
Clinical
	Represent clinician scientist perspectives
	Young family, fully appreciates challenges of juggling full time clinical and scientific responsibilities alongside family life


	Robert Benson
	M
	Postdoctoral Research Associate
R&T
	Raising AS awareness in Immunology 
	Dual working family with two younger children and elderly/infirm caring responsibilities

	Eileen Brand
	F
	HR advisor
P&S
	HR guidance
	Dual career family with two young children, work flexibly to maintain work-life balance

	Vickie Curtis

	F
	Public Engagement Manager
P&S
	Raising awareness of AS in Parasitology
	Dual career family with two teenage children, currently work 0.6 FTE

	Gill Douce
	F
	Senior Lecturer
R&T
	Raising awareness of AS in Bacteriology
	2 teenage children, dual career family; husband is a Senior Lecturer within the university

	Katie Farrell
	F
	Gender Equality Officer
P&S
	Provides link to
University-level
AS
activities
	Dual career relationship; maintain and promote positive work-life balance

	Gerry Graham
	M
	Professor/Deputy Director of Institute
R&T

	Co-Chair
	Married with four children who have now all left school


	Sheila Graham
	F
	Professor, III Convenor of Learning and Teaching
Equality and Diversity Champion for the Biochemical Society
R&T
	Promote E&D for UG teaching
	Two daughters, now left home, was a single parent, for most of my career. Now: dual-career relationship 

	Alan Hayes
	M
	Postdoctoral Research Associate
R&T
	ECR awayday co-ordinator
	Dual career relationship; have provided care for elderly relatives; work flexibility helps maintain good work/life balance

	Leandro Lemgruber Soares
	M
	Imaging Technologist
P&S
	NERD representative
	Dual-career relationship, lived/worked in 4 countries, know difficulties of adapting to a new environment without family backup 

	Kathy Li
	F
	Clinical Research Fellow
 Clinical
	NERD and clinical ECR representative

	Dual-career family with 2 young children working flexibly 

	Keilly MacDonald
	F
	College AS data manager
MPA
	Collate staff and student data for application, review and critique application drafts
	Work PT, have 2 children at primary school

	Megan MacLeod
	F
	Senior Lecturer
R&T
	Co-chair
Mentorship scheme coordinator
	Single person balancing increasing responsibilities at work with life/work balance

	Maria McPhillips
	F
	Virology Centre Research Manager
 P&S
	SAT P&S lead and Action Plan co-ordinator
	Dual career household; 2 young children, flexible work since 2012


	Jonathan Mitchell
	M
	Information & Media Officer
P&S
	Co-ordinate communication including website and twitter
	Dual career relationship; single parent of a 14-year-old son, shared caring responsibilities with ex-partner

	Dawn Mylet
	F
	HR Administrator 
P&S
	Clerking SAT meetings
	Single parent, 1 primary aged child; juggle good work-life balance since being granted flexible working arrangement

	Richard Orton

	M
	Postdoctoral Research Associate
 R&T
	Represent bioinformatics staff on SAT
Bench&Bairns co-ordinator
	Dual-career family, 2 primary-aged children, flexible working hours ensure positive work-life balance

	Michael Rennie
	M
	Technician
 P&S
	Represent technical staff on SAT
	Benefit from flexible working to achieve good work/life balance

	Swetha Vijayakrishnan
	F
	Senior Postdoctoral Research Associate 
R&T
	Raise awareness of AS in Virology

	Dual-career family, 2 small children; benefited from flexible working since my eldest was born


	Donal Wall
	M
	Senior Lecturer
R&T
	Raising awareness of AS in Bacteriology
	Dual career family, flexible working critical to ensure a good work life balance

	Alison Wallace
	F
	Head of Professional Services (HoPS)
P&S
	Data gathering, raising AS awareness amongst professional services staff
	Dual career family, two teenage children, worked PT for 14 years, now FT

	Madeleine White
	F
	Postdoctoral Research Associate
R&T
	Bench&Bairns co-ordinator

	Dual career relationship, both work flexibly to care for one young child and maintain a positive work/life balance


Most SAT members self-selected following Institute-wide calls. There have been 39 SAT members, 6 members have remained to provide continuity or because of their role (e.g. Institute convenor for learning and teaching, post-graduate convenor, HoPS) (BAP2.4).
The SAT is co-chaired by III’s Deputy Director, Prof Gerry Graham (Grade 10/R&T) and Dr Megan MacLeod (Grade 9/R&T). Dr Maria McPhillips (Grade 8/MPA) is the SAT’s P&S staff lead. Prof Graham and Dr MacLeod are based at Gilmorehill, while Dr McPhillips is at Garscube, embedding both sites’ perceptions within SAT work. Dr McPhillips attends the College-wide Equalities, Inclusion and Diversity Committee (CEIDC, representation from 10 SATs) for dissemination of College and University initiatives, sharing best practice, and critical friends for each application.

an account of the self-assessment process
The SAT, established in 2014, meet every 6-8 weeks ensuring continued progress and to plan the Silver application (BAP2.3). Between meetings, the SAT communicate through emails, following up Actions and sharing relevant resources. The SAT reports to the Institute Management Group, where it is a standing item. We consult with and share information with all staff/students in a variety of ways, Table 3.2. 
Table 3.2: Mechanisms of communication 
	Consulting with staff and students 

	· Surveys – III-AS Survey, University Staff Survey, University Research Culture survey, PRES, BAP2.1

	· Annual Athena SWAN (AS) meeting, BAP2.6

	· 4 Focus Groups: P&S staff; grade 8-9 R&T staff; all staff: communication, social activities

	· Townhall Meetings: 3 annually per area, BAP2.2

	· AS email address for staff/students to raise concerns/ask questions, BAP2.7

	· AS Comment boxes for staff/students to anonymously raise concerns/ask questions

	· Bi-monthly drop-in session for SAT members on each Institute floor (established autumn 2019)

	Sharing information, activities and achievements

	· Annual AS report & meeting, BAP 2.6

	· AS as a standing item at all Institute meetings

	· AS news in weekly Institute newsletter

	· AS session at Institute Away Days

	· III – AS website, Facebook, Twitter


Two job family-specific focus groups were conducted with: (1) P&S staff and (2) G8-9 R&T staff: 
1. This followed a dedicated P&S staff survey, 2018, to provide information on how AS could best support P&S staff. The survey suggested many P&S staff questioned the value of annual performance and development reviews (PDR) and felt career development opportunities were lacking. Following focus group discussions (12F, 0M), we created a training fund for P&S staff and will act to enhance the PDR value (SAP3.6, 3.8)	
2. A focus group, 2018, for G8-9 R&T staff discussed Institute support for career development. 10 staff (60%F) contributed. The major finding was that many staff do not feel they receive sufficient career guidance. This shaped the Career Mapping scheme in which senior staff offer bespoke advice on career advancement (SAP3.1a). 
With input from College HR and advice from other SATs, we designed and conducted a whole Institute PGR student and staff survey (Feb-March 2019). SAT members visited lab groups to promote understanding of its purpose. The survey examined attitudes and perceptions to gender equality, work/life balance, Institute functions and culture, identifying examples of impact and areas for improvement. 
371 individuals completed the survey, Table 3.3.  2 individuals identified as ‘other’ and 18 chose not to state their gender. Displayed survey results, unless stated, will include information on R&T and clinical staff allowing comparisons with our 2016 survey. Due to low numbers, all clinical staff have been grouped together regardless of grade. 
Table 3.3: details of survey respondents
	Group
	Total response
	Female response
	Male response

	P&S
	77/116 (66%)
	52/86 (60%)
	18/30 (60%)

	R&T
	171/218 (78%)
	81/105 (77%)
	90/113 (80%)

	Clinical academic
	11/21 (52%)
	6/9 (67%)
	5/12 (42%)

	PGR
	101/127 (80%)
	67/72 (93%)
	32/55 (58%)


We successfully increased R&T staff engagement:  2016: 52%F/62%M; 2019: 78%F/ 77%M. The response rate is lower for clinical and P&S staff, possibly because AS is perceived to be a R&T initiative. Job family specific webpages within our AS website will address this, as will promotion at Institute awaydays (SAP3.8a). Before the next survey we will hold focus groups for clinical and P&S staff to identify and then act on reasons why they may be less likely to complete the survey.
The free text responses in the survey prompted two further focus groups, on (3) communication (7F/3M) and (4) social activities (5F, 2M). 
3. A key message was that while the weekly newsletter (SWAY) had improved communication, III webpages could be confusing. A new Information and Media Officer joined the Institute in 2019 and is a SAT member, he will lead communication improvements (SAP 1.2). Suggestions were also made for improving the effectiveness of the Institute’s Townhall meetings (SAP1.2e)
4. The key message was that activities should be diverse and at least biannually we should hold joint activities across both sites (section 5.6vi).

plans for the future of the self-assessment team
The SAT will meet every 6-8 weeks ensuring progress and communication of AS relevant information across III and to the Management committee (SAP1.2).  SAT members will continue to contribute to the College EIDC sharing best practice around AS activities.
The Institute Deputy Director will remain SAT co-chair with the other co-chair position rotating every 3 years ensuring sharing of responsibilities, opportunities, and input. A chair-elect will be nominated one year prior to rotation. SAT membership will be renewed on a rolling basis (with 30% of members changing every 3 years) to include as many Institute staff as possible whilst maintaining continuity (SAP 1.1). To deliver our ambitious SAP we will form new Working Groups (WG) aligned to the SAP’s key themes (Table 3.4). Each WG will be gender balanced, contain staff across different job families and grades, led by a senior staff member (G8-10) and their size will reflect number and depth of tasks. WG leads will provide regular SAT updates (SAP1.1c). 
Table 3.4 SAT working groups
	Working Group
	Main Responsibilities

	Athena SWAN engagement
	Ensure Athena SWAN ethos embedded across III and activities measured and assessed.

	Student/Staff development
	Ensure information about training and development opportunities are disseminated, recorded and assessed.

	Staff/student recruitment
	Ensure gender balance in recruitment/selection, recording and review of relevant data.

	Family Friendly team
	Ensure information about Family Friendly policies are visible, promoted and their use recorded.


SAT membership will be expanded to ensure representation from staff with interests in inclusion across all protected characteristics, with due consideration to intersectionality (SAP1.1b). When SAT members rotate, their responsibilities will be passed onto new members who will receive additional support from the co-Chairs.
The SAT will measure SAP success as described in the Action Plan. The SAT will provide an annual progress report and organise an annual AS meeting for all staff and students to encourage relevant discussion (inaugural meeting held in Jan 2017, and yearly thereafter) (SAP1.2d). AS activities are promoted on our Institute AS website and we encourage staff and students to communicate with us (see Table 2.1). 

	SAP1.1a
	Rotate co-chair every 3 years and appoint chair-elect 12 months before rotation.

	SAP1.1b
	Extend the SAT remit to include representatives from: NERD, Technician’s Commitment, LGBTQ+, Research Culture to ensure representation from staff with interests in inclusion across all protected characteristics, with due consideration to intersectionality.

	SAP1.1c
	Establish new SAP working groups to lead key areas of future AS activity. WG leads will provide regular updates to the SAT.

	SAP1.1d
	Annual audit of SAT membership to check representation of all job families and student groups and assess gender balance.

	SAP1.1e
	Invitation for new SAT members at annual AS update meeting, by email, newsletter and twitter, with targeted recruitment as needed.

	SAP1.2a
	Maintain IIIs website with AS events and initiatives, up- to-date family-friendly policies; ensure visible diversity in role model imagery.

	SAP1.2b
	Use the Institute’s’ weekly newsletter to announce upcoming AS events and highlight articles of relevance to the diversity & inclusion, well-being and research culture agendas and promote the availability of the anonymous AS feedback boxes, and the confidential email address.

	SAP1.2c
	Increase Institute Twitter posts with a focus on diversity & inclusion, well-being and research culture agendas. Dedicated time in the Comms Officer job plan to support this.

	SAP1.2d
	AS annual report and update meeting for all staff and students to inform and update on activities and progress.

	SAP1.2e
	Increase effectiveness of Townhall meetings by inviting anonymous questions prior to the meeting and circulating a SMART action plan in response to discussions within 2 weeks of the meeting, via email and the weekly newsletter.

	SAP1.3a
	Biennial staff and student survey.

	SAP1.3b
	Annual review of E&D data on: 1. Gender balance on recruitment panels 2. E&D training uptake 3. Applicants, offers and acceptances for all new posts by gender. 4. Promotions success rates by gender (anonymised) Data analysis and recommendations reported to the SAT; data used to evaluate Action Plan, which will be updated as required.



1129 words

A picture of the department
Recommended word count: Bronze: 2000 words  |  Silver: 2000 words
1.1. Student data 
If courses in the categories below do not exist, please enter n/a. 

1. Numbers of men and women on access or foundation courses
NA

Numbers of undergraduate students by gender
Full- and part-time by programme. Provide data on course applications, offers, and acceptance rates, and degree attainment by gender.
NA


Numbers of men and women on postgraduate taught degrees 
Full- and part-time. Provide data on course application, offers and acceptance rates and degree completion rates by gender.
III lead two full-time post-graduate taught (PGT) courses. Their structure and significant lab project component mean they are not offered on a part-time basis, no students have requested part-time study. PGT student numbers have risen sharply, but the gender ratio has remained stable 50-60%F, more balanced than nationally (70%F, HESA). This ratio is consistent for applications, offers and acceptances (Figure 4.1) indicating no gender bias in recruitment. 
Figure 4.1: PGT applications, offers and acceptances from 2015-2019
App: applications, numbers within graph show percentages of F/M at each stage.

[image: ]
90-100% of PGT students complete their course with no gender bias (Figure 4.2a). Each year over half the students achieve a merit or distinction with no gender bias (Figure 4.2b). 
Figure 4.2a: The vast majority of PGT students complete their courses 
Numbers on graph show number of students who started/completed PGT courses.
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Figure 2b: Degree classification for PGT students 2015-2019
Numbers on graph show % of students who achieve each grade per column
 [image: ]
 





Numbers of men and women on postgraduate research degrees
Full- and part-time. Provide data on course application, offers, acceptance and degree completion rates by gender.
PhD students are funded by a range of agencies. From 2015-19, 55% are female, slightly more gender balanced than the national average (HESA Biological Sciences: 60%), and similar to our PGT gender ratio. This ratio mirrors the percentages who apply, are offered and accept, indicating no gender bias in admissions (Figure 4.3).  A small number of students are part-time (1-2% fluctuating from 50-100%F). These small numbers reflect the laboratory research focus of all our students and no gender bias can be ascertained. Annual reviews of course admission data and degree completion rates by gender will inform corrective actions, if required (SAP2.2).
Generally, post-graduate research (PGR) students apply centrally via the College Graduate School, and few Institute staff are directly involved. III does manage applications for PGR students who join specific programmes (e.g. through RACE and the Virology Centre), all staff involved in any PGR recruitment undergo training including unconscious bias training (SAP2.1). Material associated with recruitment and inductions of PGR students will be assessed annually ensuring it contains up-to-date AS information (SAP2.3). 
Figure 4.3: Numbers and percentages of PGR students who apply, are offered positions, and accept from 2015-2019
App: applications. Numbers within graphs show %F/M at each stage.
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Each year, 12-17 students complete. Most finish within the 4 year deadline (Figure 4.4) with no gender differences. Since 2015, 4 (25%F) students have withdrawn from their PhD. 



Figure 4.4: Number of years PGR students take to complete their degrees
Numbers on graphs show average number of years for F/M PGR students to complete their degree.
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Progression pipeline between undergraduate and postgraduate student levels
Identify and comment on any issues in the pipeline between undergraduate and postgraduate degrees. 
We do not lead undergraduate programmes but recognise the importance of   encouraging and supporting female students to consider further academic study to help sustain the pipeline of female academics.  
Students attending open-days receive a booklet showcasing successful female Glasgow graduates who discuss their career and home-responsibilities (Photo 3.1, BAP3.3). Enrolled students hear talks from female academics, postdocs and students to demonstrate that a successful scientific career can be balanced with a family life (Photo 3.2, BAP3.1). We also help UG career progression through tutorial discussion on academic careers and summer placements in our labs. We have tracked the numbers of UoG UG on summer placements from 2016-19; there have been 47 students, 70%F.
 One female student commented:[bookmark: _Hlk25665699]

“Working in a supportive lab gave me an in-depth experience of what a career in research entails. I thoroughly enjoyed my time; it kick-started my passion for research and put me in good stead for my Master’s degree and future career.”

We will enhance these activities by creating a booklet for students detailing opportunities for career support from Institute staff (SAP2.5) and ensuring visibility of diverse role models (SAP2.6).
[image: ]Photo 4.1: Successful female Glasgow graduate booklet handed out at undergraduate open day, Sept 2019 
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Photo 4.2: Prof Anne Cooke (University of Cambridge) and Institute postdocs and students discusses their career paths with final year undergraduate students, 2017



SAP Actions
	SAP2.1
	Mandatory unconscious bias training for those involved in the PGT offers process & PGR recruitment process - Achieve this by having all involved in offers/recruitment refresh their recruitment and selection training, which now includes a specific unconscious bias module.

	SAP2.2
	Annual review of E&D data on: 1. Applicants, offers and acceptances for all new studentships; 2 Degree completion rates by gender. Action Plan updated as required to address any emerging issues.

	SAP 2.3
	Annual review of PGR induction materials to ensure AS information is up-to-date; continue to have PGR representatives on SAT.

	SAP2.5
	Create a leaflet for students detailing opportunities for career support from Institute staff, to include:(i) discussions about academic careers with small tutorial groups, (ii)
short introductions to staff’s career pathways during lectures, (iii) Careers workshop focussing on PhD and employment opportunities, includes CV advice from Uni Career’s Advisor, representatives from academia and industry (iv) Workshop on ‘Next steps towards a PhD’ and advice on applications for PhD courses, (v) opportunities for interview practice.

	SAP2.6
	Ensure visibility of diverse role models through (i) Annual audit of PGT/PGR promotional material and website to ensure gender balance; (ii) Balance of genders and career stages in external seminar programmes.




1.2. Academic and research staff data

1. Academic staff by grade, contract function and gender: research-only, teaching and research or teaching-only
Look at the career pipeline and comment on and explain any differences between men and women. Identify any gender issues in the pipeline at particular grades/job type/academic contract type.
III academic staff can be split into three categories: Research Only, Research and Teaching (R&T), and Clinical. We do not employ teaching-only staff. Research Only and R&T have been grouped together as “research” staff, as they have similar work-loads/career structures. Clinical staff are mainly considered separately as their work loads and career structures are distinct. The majority of R&T (95%) and Clinical (95%) staff work full-time. Staff grades are summarised in Figures 4.5-4.6.








Figure 4.5: summary of R&T/clinical positions in III
[image: ]
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Figure 4.6: Percentages and numbers of R&T staff between 2015-2019 by grade
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Most research staff, 69% (57%F), are research assistants, (G6) or associates (G7) and will be referred to as postdocs. Their gender split is similar to UK-wide levels in Biosciences (HESA), Figure 4.7.

Figure 4.7: III Current Academic pipeline 
  [image: ]

Despite a small number of G8 staff (4-year average:18, 61%F) we observe a similar gender ratio as at G7, reflecting UK-wide data and suggesting this transition is not a major point of ‘leakiness’. However, G8 is an important transition point in biomedical science with researchers pursuing independent research through fellowships/grants. BAP actions addressed this (4.3, 4.5, 4.7, 4.11, 4.12) and it will continue to be a focus (SAP 3.1).
G9 (senior lecturer) researchers typically have a proven academic track record.Bronze Action: Through bespoke career mapping, mentorship and leadership development we aimed to increase female promotion from G8 to G9 (BAPs 4.5, 4.11, 4.12).
Progress: 
· 4F promoted to G9 increasing the percentage of G9 females from 23% (2015-16) to 44% (2019-20), Figure 4.6 








Since 2015, there have been 2-6 Readers with the percentage of females ranging from 0-25%. Consequently, and because HESA combine G9/reader data, for the survey and for much of the discussion we have combined information on these staff with G9. The percentages of females in this combined group has also climbed from 24% in 2015 to 39% in 2019-20, demonstrating improved equality compared to UK-wide (29%F) and indicating that we are making a difference towards gender equality at this career stage.
Unfortunately, despite an increase in the number of professors from 25 to 33, we have failed to increase the number of female professors. Disappointingly, the representation of female professors has decreased from 23% (2015-16) to 15% (2018-19) due to recruitment of 5 male professors, professorial promotion of 7 males, and retirement of one female professor.  This is lower than UK-wide levels in Biological Sciences (20.5%F). 
This lack of progress is a major concern and our overarching goal for Silver is to increase female staff at reader/professor level. Our BAP initiatives have contributed to the promotion or recruitment of 5 female staff to G9. Efforts over the next five years, including our career mapping initiative (SAP3.1a), will be intensively focussed on supporting these individuals to ready themselves for promotion. We will continue to closely support current G8 staff ensuring we maintain our upward trajectory of G8-9 promotion (SAP3.1a). 
We also recognise we must modify our approach to recruitment of new professorial staff, this is discussed in section 5.1, SAP4.1. 
Clinical: The 4-year average number of III Clinical staff is 18. At early career Clinical grades (CRF/CL), there are roughly equivalent numbers of males and females, comparing favourably with national levels (Figure 4.8). As with Research staff, the proportion of females drops as grade seniority increases, with a precipice at professorial level. Clinical staff are included in our Actions to increase female staff at professorial level (SAP3.1a). 

To insert a landscape page, please copy from here down to the next red marker and paste into the document where the landscape page is required.
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Figure 4.8: Percentages and numbers of clinical staff between 2015-2019
Numbers on the graph show %of F/M in each column. 
MSC: Medical Schools Council, ‘Clinical Academic Survey’ UK wide data from 2018
CSL/CSRF: clinical senior lecturer and clinical senior research fellow combined due to small numbers/similar responsibilities.
Numbers on chart show percentages and actual numbers of staff shown in table below.
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Importantly, this year saw promotion of one female Clinical researcher to professor giving us 3M/1F Clinical professors (25%F). 
She noted:

“My annual appraisal meetings in the years leading up to my promotion application were extremely useful in helping me identify the steps I needed to take to strengthen a future application. With the encouragement of my line manager and Institute Director, I felt I was in a strong position to apply for promotion in 2018 and I greatly appreciated the help and advice that both individuals offered as I was preparing my application and in helping me to reach the level required for promotion.”


We must provide consistent support to current and future early career clinical academics. Our 2019 survey showed 100% of clinical respondents agreed they had access to opportunities for professional development and were actively supported to develop their career. These opportunities include those organised through NERD and our mentorship scheme. 
One female clinical fellow stated that:

“The NERD CV and grant writing workshops have been extremely useful. My CV is now much more tailored and I’ve learnt the importance of tailoring grants to the right funder and call.”

SAP Actions

	SAP3.1a
	Embed the Career Mapping Scheme to ensure all academic staff are supported in their career development and progression, with a specific focus on supporting staff through G8 to G9, and G9 to professorial promotion over the next 5 years.

	SAP3.1f
	Enhance support available to G7 staff wishing to apply for independent fellowships and thus support their transition to G8. Create a leaflet with information on:
(i) Transparent process for fellowship sponsorship; 
(ii) Intensive support available for fellowship grant writing and interview preparation;
(iii) NERD events e.g.  grant writing, availability of fellowships and discussions on grant review process;
(iv) Opportunities for personal development, in line with the Concordat for Researcher Development, including Committee Shadowing
(v) Ensure annual Promotion Workshop specifically details the criteria for G7 to G8 promotion.

	SAP4.1
	Produce a guidance document summarising recommendations for G8 and above recruitment: 
(i) Selection panels required to consider using an external recruitment agency
(ii) Selection panels and recruitment agency (if used) required to identify both female and male potential candidates, such that the list of potential candidates to be contacted has at least 30% female – one way to achieve this is by reaching out to senior female academics in specific field to solicit suggestions
(iii) All identified potential candidates to be contacted by the selection panel (or recruitment agency) to alert them to the vacancy
(iv) All potential candidates to receive an Institute recruitment pack with information about flexible working and family friendly policies, career development opportunities, our approach to promoting a positive research culture and life in Glasgow.




	SILVER APPLICATIONS ONLY
Where relevant, comment on the transition of technical staff to academic roles.





Whilst no Institute technical staff have transitioned to academic roles since 2015, various career development opportunities exist, including the new Research Scientist job family. Transfer to this academic track facilitates progression to G9 through promotion. An FAQ guide to this job family will be circulated to technical staff and their line managers ahead of annual PDR meetings to promote uptake (SAP3.6b). UoG is a signatory to the Technician’s Commitment, a UK-wide initiative to ensure visibility, recognition, career development and sustainability for all HE technicians. Silver actions (SAPs 3.6c, 3.6g, 3.8a, 4.2e, 5.4) aim to maximise the impact of this initiative. 





SAP Actions
	SAP3.6b
	Prepare an FAQ guide to the Research Scientist job family and circulate to technical staff and their line managers ahead of annual PDR meetings to promote uptake.

	SAP3.6c
	Raise awareness of the Technician’s Commitment and Action Plan amongst P&S staff and their line managers with a dedicated session at the P&S staff away day, updates at townhall meetings, and information on the AS website and circulated in the weekly newsletter.

	SAP3.6e
	Implement new fund for external training/conference attendance for P&S staff, including funding to support ‘Chartered Scientist’ training for Technicians.

	SAP3.6g
	Establish technician’s forum with representatives drawn from all subject areas. Two forum members will join the MVLS Technician Commitment working party.

	SAP3.8a
	Improve visibility of funds for training and opportunities for career development by creating  (i) a Technician’s online hub and (ii) an MPA online hub with information on training funds, career development & training opportunities, outreach activities and job family specific information e.g. Glasgow Professional Behavioural Competencies Framework, MPA network, Technician’s Commitment. Circulate information at launch of annual PDR and periodically promote through the weekly newsletter and twitter feeds.

	SAP4.2e
	New technical staff to meet with Chief Technician and Technical Champions within first month.

	SAP5.4
	Webpage profiles for all P&S staff who wish to have one, with automatic updating of publications from Enlighten database.



Academic and research staff by grade on fixed-term, open-ended/permanent and zero-hour contracts by gender
Comment on the proportions of men and women on these contracts. Comment on what is being done to ensure continuity of employment and to address any other issues, including redeployment schemes.  
No institute academic/clinical staff are on zero hours contracts.
Since 2015, an average of 68% (58%F) R&T staff are employed through research grants on open-ended contracts with funding end dates (Figure 4.9). 


Figure 4.9: III research and teaching staff by contract type 2016-2019
Numbers on graph show the % of F/M in each column
  [image: ]
Towards the end of grant funding, staff join the University redeployment register giving them priority access to UoG jobs of similar grade/skillset. Individuals are currently supported to identify new positions on an ad hoc basis by their PI, who receives an automated notification from HR 12 months before the contract ends. To improve the consistency of support, the individual and line manager will receive a resource pack (SAP3.4, 3.5) containing information on:
· UoG support services - such as Careers Adviser, CV writing and interview preparation
· Post-academic career paths, including NERD website, Successful Glasgow Graduate booklet, Scottish Universities Life Sciences Alliance (SULSA) post-academic careers website, and websites supporting transition to industry careers
· Career-stage specific fellowships and grants

Posts recruited to cover maternity or other short-term leave are fixed term (less than 12 months), mainly at G6/7 and the majority of these are female (4-year average: 80%). 
R&T staff at G9 and above are mainly on open-ended (permanent) contracts. There is no gender imbalance between the few staff at these higher levels who are on fixed-term or open-ended with funding end date contracts (Figure 4.10). 









Figure 4.10 4-year average of grade 9-10 staff by contract type
Abbreviations: OE with FED: open ended with funding end date. Numbers on graph show %F/M at each grade and contract type.
   [image: ]
Clinical research fellows and clinical lecturers are on fixed-term contracts then return to clinical training (Figure 4.11). While more senior staff are on open-ended contracts, there are no gender biases in contract type between staff within each grade.

Figure 4.11: III Clinical staff by contract type 2015-2019
Numbers on graph show %F/M for each contract type/year
  [image: ]



Academic leavers by grade and gender and full/part-time status 
Comment on the reasons academic staff leave the department, any differences by gender and the mechanisms for collecting this data.  
Around 30-40 staff leave each year. The majority are G6/7 reflecting the high proportion of staff at this level who are predominantly employed on research funding. Around half are female (55%) reflecting the proportion of females at G6/7 (Figure 4.12). As the majority of Institute staff are full-time (4-year averages: Research: 95%; Clinical: 92%), the majority of leavers are also full-time (4-year average 93%).
To insert a landscape page, please copy from here down to the next red marker and paste into the document where the landscape page is required.

[image: ][image: ]

34
34


Figure 4.12: Numbers of F/M R&T staff who leave III
Numbers on graph show the percentages of F/M leavers within each grade.
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As part of our BAP, we aimed to track the next destination of leavers. Between 2015-2019, 149 (55%F) individuals left and we have next destination information on 90 (60%). 91% remain in scientific jobs or training within academia, the NHS, or industry, indicating that most continue in jobs relevant to their work in III. To improve the usefulness of the information we gather, e.g. to shape career development assistance, we will examine the gender of students and staff with respect to next destination, aiming to collect data on at least 90% of leavers (SAP3.9).
As part of our BAP, 29 (48%F) exit interviews have been conducted since 2017 (37% of 2017-2019 leavers). The vast majority (97%,100%F) were positive about their working environment/relations with only 2 individuals (both male) reporting inadequate access to training and development opportunities. We will increase the number of exit interviews via SAP3.9, using feedback to inform and tailor future training and support.
We are particularly interested in destinations of senior female staff. Of the 3 female G8 staff who left since 2015, one retired and two moved to pharmaceutical companies/biotech to pursue their careers. A female reader returned to her home country to lead a research department. A female professor retired.
Excepting those that return to the NHS to complete their training (see Figure 4.11, fixed term), clinical staff turnover is low, reflecting their low numbers overall. Since 2015-6, 9 clinical full-time staff have left (56%F), Figure 4.13.
Figure 4.13: Clinical leavers 2015-19[image: ]
 






SAP Actions
	SAP3.1a
	Embed the Career Mapping Scheme to ensure all academic staff are supported in their career development and progression, with a specific focus on supporting staff through G8 to G9, and G9 to professorial promotion over the next 5 years.

	SAP3.4
	When a staff member joins the redeployment register, the Head of Professional Services will send them and their line manager information about UoG support services including a Careers Adviser and CV support

	SAP3.5
	Increase awareness of post academic career options by:
(i)	 Collating information on post academic career resources, including NERD events such as CV writing workshops, Advice Shop (below) SULSA – post academic careers workshop & resources and UoG support services including a Careers Adviser and CV support and make this available via AS website
(ii)	Supporting NERD with the establishment of ‘Advice shop’: a database of post-academic contacts (currently 25 including scientific writers, publishing staff, NHS scientists, Pharma scientists including non-lab based personnel). Interested academic staff will be paired with a relevant individual to receive bespoke advice/information.

	SAP3.9
	Line managers and supervisors to encourage their staff and PGR students to participate in an exit interview by explaining the value of the process. Exit interviews will be coordinated by either local HR, Head of Professional Services or Head Technician
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Supporting and advancing women’s careers
Recommended word count: Bronze: 6000 words  |  Silver: 6500 words
1.3. Key career transition points: academic staff
1. Recruitment
Break down data by gender and grade for applications to academic posts including shortlisted candidates, offer and acceptance rates. Comment on how the department’s recruitment processes ensure that women (and men where there is an underrepresentation in numbers) are encouraged to apply.
Vacancies are advertised on UoG websites, external recruitment sites and via Institute and personal twitter accounts reaching a wide audience. 
Since Bronze:
· The language used in all adverts is gender-neutral and contains information about family-friendly policies
· We have implemented a requirement for all recruitment committees to be gender mixed and for two people to undertake interview shortlisting based on pre-determined essential and desirable criteria
· All recruitment committee members undertake Equality and Diversity and Recruitment and Selection training (the latter includes unconscious bias training). 

Figure 5.1: Overview of research staff recruitment 2015-2019
Numbers on graph show %F/M at each stage of the application process
 [image: ]

Figure 5.1 and Table 5.1 broadly indicate gender balance in applications and shortlisting at G6-7. Although numbers are small, breakdown by grade reveals that women are less likely to apply for higher grade posts.

Table 5.1: Numbers and %F of R&T staff who applied, were shortlisted and hired by grade from 2015-19
	
	
	2015-16
	2016-17
	2017-18
	2018-19

	
	
	F
	M
	%F
	F
	M
	%F
	F
	M
	%F
	F
	M
	%F

	Grade 6
	Applications
	40
	27
	60%
	88
	69
	56%
	75
	82
	48%
	42
	53
	44%

	
	Shortlist
	10
	12
	45%
	16
	13
	55%
	12
	16
	43%
	6
	13
	32%

	
	Hires
	5
	8
	38%
	11
	8
	58%
	6
	6
	50%
	3
	7
	30%

	Grade 7
	Applications
	90
	94
	49%
	56
	68
	45%
	125
	166
	43%
	52
	52
	50%

	
	Shortlist
	26
	20
	57%
	15
	19
	44%
	49
	31
	61%
	13
	12
	52%

	
	Hires
	11
	10
	52%
	5
	10
	33%
	14
	10
	58%
	5
	5
	50%

	Grade 8
	Applications
	8
	3
	73%
	
	
	 
	
	
	 
	5
	12
	29%

	
	Shortlist
	6
	1
	86%
	
	
	 
	
	
	 
	1
	4
	20%

	
	Hires
	4
	1
	80%
	
	
	 
	
	
	 
	 0
	2
	0%

	Grade 9
	Applications
	
	
	
	1
	4
	20%
	
	
	 
	
	
	

	
	Shortlist
	
	
	
	0
	1
	0%
	
	
	 
	
	
	

	
	Hires
	
	
	
	0
	1
	0%
	
	
	 
	
	
	

	Reader
	Applications
	
	
	
	
	
	
	
	
	 
	
	
	

	
	Shortlist
	
	
	
	
	
	
	
	
	 
	
	
	

	
	Hires
	
	
	
	
	
	
	
	
	 
	
	
	

	Professor
	Applications
	0
	2
	0%
	
	
	
	0
	1
	0%
	
	
	

	
	Shortlist
	0
	1
	0%
	
	
	
	0
	1
	0%
	
	
	

	
	Hires
	0
	1
	0%
	
	
	
	0
	1
	0%
	
	
	



We recently held a recruitment exercise for a new Director for the III virology centre; these data are not shown in the table as they did not lead to a filled position. This exercise has, however, provided some important learning. 74 applications (17F/57M) were received and 2F and 2M interviewed. Both female candidates were offered the position but, unfortunately, declined due to issues relating to international relocation. This learning has been captured in a guidance document for senior recruitment SAP4.1, details below.
We will continue to have female ECRs and PIs visit as part of our external seminar series, meet with staff, and learn about our research environment (SAP5.7a). Ongoing mentorship and support of our ECRs will also increase the pool of strong internal candidates for new vacancies.

Table 5.2 shows that, despite low numbers there is no gender bias in clinical recruitment.  Female clinical staff are supported through many of our SAPs (e.g. 3.1a, 4.1, 4.3) and this includes deferral for one 2019-CRF who is currently on maternity leave. 
Table 5.2: Numbers and %F of clinical staff who applied, were shortlisted and hired by grade from 2015-19
	
	
	2015-16
	2016-17
	2017-18
	2018-19

	
	
	F
	M
	%F
	F
	M
	%F
	F
	M
	%F
	F
	M
	%F

	Clinical Research Fellow
	Applications
	0
	1
	0%
	15
	8
	65%
	9
	4
	69%
	6
	6
	50%

	
	Shortlist
	0
	1
	0%
	11
	4
	73%
	2
	2
	50%
	4
	4
	50%

	
	Hires
	0
	1
	0%
	1
	3
	25%
	2
	1
	67%
	2
	2
	50%

	Clinical Lecturer
	Applications
	
	
	
	0
	3
	0%
	 
	 
	 
	
	
	

	
	Shortlist
	
	
	
	0
	3
	0%
	 
	 
	 
	
	
	

	
	Hires
	
	
	
	0
	1
	0%
	 
	 
	 
	
	
	

	Clinical Senior lecturer
	Applications
	
	
	
	
	
	 
	1
	2
	33%
	
	
	

	
	Shortlist
	
	
	
	
	
	 
	1
	2
	33%
	
	
	

	
	Hires
	
	
	
	
	
	 
	1
	2
	33%
	
	
	



SAP Actions
	SAP 4.1
	Produce a guidance document summarising recommendations for recruitment at G8 and above:
(i) Selection panels required to consider using an external recruitment agency
(ii) Selection panels and recruitment agency (if used) required to identify both female and male potential candidates, such that the list of potential candidates to be contacted has at least 30% female 
(iii) All identified potential candidates to be contacted by the selection panel (or recruitment agency) to alert them to the vacancy
(iv) All potential candidates to receive an Institute recruitment pack with information about flexible working and family friendly policies, career development opportunities, our approach to promoting a positive research culture and life in Glasgow.

	SAP5.7a
	Seminar organisers to receive UoG Guidance on Embedding EDI into Conferences and Events and use a standardised text when requesting suggestions for seminar speakers to achieve gender balance seminar speakers in all subject areas. 

	SAP3.1a
	Embed the Career Mapping Scheme to ensure all academic staff are supported in their career development and progression, with a specific focus on supporting staff through G8 to G9, and G9 to professorial promotion over the next 5 years.

	SAP4.3a
	Improve mentorship scheme through:
(i) external training for mentorship co-ordinator and (ii) annual internal and external training opportunities for scheme mentors (iii) Mentorship scheme workshop for mentees (iv) Showcase successful matches and link to YouTube videos on developmental mentorship on III AS mentorship website.


 



Induction
Describe the induction and support provided to all new academic staff at all levels. Comment on the uptake of this and how its effectiveness is reviewed.Bronze Action: We focussed on developing a structured staff induction programme 

Progress:
· A memory stick for all new staff with links to III’s webpages, UoG policies and instructions on the essential forms to be completed
· Mandatory Equality and Diversity training, with sustained completion rates, Research Integrity Training, and a Health and Safety Wellbeing e-induction
· AS webpages with information on e.g. mentorship scheme, family-friendly policies, and facilities for nursing mothers
· Regular meetings with line manager during first 6 months to set SMART objectives and identify career development opportunities. 
· G8 staff and above present at the internal seminar series and/or III awayday ensuring they are quickly introduced to the wider community.

Outcome:
These actions have improved staff experience of the induction process with male and female staff now feeling equally supported (Figure 5.2).


Figure 5.2: comparison of 2016/19 surveys show staff are more likely to agree that the induction process met their needs 
Numbers on graph show %F/M in each column block
[image: ]


Although this signals high satisfaction, we recognise the importance of the induction experience and want to further improve this:
	SAP4.2a
	Develop a bespoke induction pack for each job family - use focus groups with recently recruited staff to inform content.

	SAP4.2b
	‘First Five’….email/personal introductions made by new staff member’s line manager to five key individuals the new employee should meet with during the first month.

	SAP4.2c
	New staff to be featured in weekly newsletter and OneLAN screens.

	SAP4.2d
	New staff to meet senior academic management and P&S staff leads in their area at quarterly ‘Hello & Welcome’ tea & coffee sessions.

	SAP4.2e
	New technical staff to meet with Chief Technician and Technical Champions within first month.






Promotion
Provide data on staff applying for promotion and comment on applications and success rates by gender, grade and full- and part-time status. Comment on how staff are encouraged and supported through the process. A female promoted from G8-9 (2017) commented:
“My mentor took time to evaluate my CV, how I could highlight my achievements to make them more visible to the promotion panel. Additionally, they pointed out what parts of my CV could use a better track record, alongside helping me plan how to enhance those aspects. This was invaluable for my promotion" 

A female promoted from G8-9 (2019) commented:
“Two members of the promotion guidance group talked through their comments with me. They provided constructive ideas on where my achievements could be reported on the form to demonstrate the breadth of my success.”  

Bronze Action: We focussed on increasing applications for promotion by providing clarified guidance and opportunities to discuss prospects with senior colleagues.
Progress:
· Promotion discussions during PDR monitored via a checklist signed by reviewer and reviewee. 
· Annual promotion workshops including presentations and Q&A with III Deputy Director and HR representative. 71%F/100%M staff at the 2019 workshop agreed they were more confident about applying for promotion. Females who did not agree were more senior/previously been through promotion.
· Promotion Guidance group comprising staff with recent promotion experience and/or staff who sit on University promotion boards has helped nine individuals (56%F) to date. 





· Mentorship scheme provides support for staff during promotion.






	

Outcomes:
· A steady increase in promotion applications and success rates, Table 5.3.
•	All female applicants in 2015-19 were promoted compared to a 50% success rate prior to Bronze (Table 5.3, full promotion date 2015-19 in Table 5.4 and Figure 5.3). 
•	This increase in applications, and therefore promotions, is particularly striking for females with a more than 3-fold increase. 	

Table 5.3 Number of male and female research staff applying for promotion before and after the Bronze award
	
	Number Applied
	% Applied
	Number Successful
	 % Successful within gender

	
	F
	M
	F
	M
	F
	M
	F
	M

	2013-2015
	4
	12
	25
	75
	2
	10
	50%
	83%

	2016-2019
	13
	25
	34
	66
	13
	24
	100%
	96%



The vast majority of III R&T/clinical staff are full-time (93%F/96%M) and all applications for promotion have come from full-time staff. The annual academic promotion round is launched in November via email with information on criteria, how to apply, and links to the University toolkit and explanatory videos. Applications are submitted in December, and outcomes known by summer.  
Criteria for promotion require progress in: outputs e.g. publications; awards including grants; PhD supervision; impact; learning and teaching; leadership/management; and esteem. 

Figure 5.3: Number of females/males promoted from 2015-19
Numbers on graph are actual number of F/M staff promoted to indicated grade, Apps: Applications.
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Table 5.4: Full data on promotions 2015-19*
	Period
	Transition
	Applied
	Successful
	Success Rate

	
	
	F
	M
	%F
	F
	M
	%F
	F
	M

	2015-16
	Grade 6 -7
	0
	0
	0
	0
	0
	0
	NA
	NA

	
	Grade 7- 8
	0
	0
	0
	0
	0
	0
	NA
	NA

	
	Grade 8-9
	1
	3
	25
	1
	3
	25
	100%
	100%

	
	Grade 9 - Reader
	0
	2
	0
	0
	2
	0
	NA
	100%

	
	Reader - Professor
	0
	0
	0
	0
	0
	0
	NA
	NA

	2016-17
	Grade 6 -7
	4
	2
	67
	4
	1
	80
	100%
	50%

	
	Grade 7- 8
	0
	1
	0
	0
	1
	0
	NA
	100%

	
	Grade 8-9
	1
	2
	33
	1
	2
	33
	100%
	100%

	
	Grade 9 - Reader
	0
	1
	0
	0
	1
	0
	NA
	100%

	
	Reader - Professor
	0
	4
	0
	0
	4
	0
	NA
	100%

	2017-18
	Grade 6 -7
	1
	2
	33
	1
	2
	33
	100%
	100%

	
	Grade 7- 8
	1
	0
	100
	1
	0
	100
	100%
	NA

	
	Grade 8-9
	0
	0
	0
	0
	0
	0
	NA
	NA

	
	Grade 9 - Reader
	0
	0
	0
	0
	0
	0
	NA
	NA

	
	Reader - Professor
	0
	2
	0
	0
	2
	0
	NA
	100%

	
	SCL-Reader
	0
	1
	0
	0
	0
	0
	NA
	0%

	2018-19
	Grade 6 -7
	3
	3
	50
	3
	3
	50
	100%
	100%

	
	Grade 7- 8
	0
	1
	0
	0
	1
	0
	NA
	100%

	
	Grade 8-9
	2
	0
	100
	2
	0
	100
	100%
	NA

	
	Grade 9 - Reader
	0
	1
	0
	0
	1
	0
	NA
	100%

	
	Reader - Professor
	0
	1
	0
	0
	1
	0
	NA
	100%

	
	CSL-Clinical Prof
	1
	0
	100
	1
	0
	100
	100%
	NA


*Clinical staff only shown in years/grades in which there were applications


Since Bronze, we focussed on promotion challenges for G8-9 staff, informed by an analysis of career progression for G8/9 females (Table 5.5) and focus groups which highlighted some staff did not feel encouraged to seek promotion. 
Actions include:
Trialling a Career Mapping scheme for G8-9 staff (BAP4.4 extended in SAP3.1a) in which senior management provide bespoke careers advice to strengthen future promotion applications. Participants identify and discuss career plans, preparing a SMART action plan with progress tracked during regular meetings. Original participants include 3F (Females 15, 16, and 17, Table 5.5), each has successfully applied for large scale research funding. F17 will apply for promotion to Reader in 2020. Tracking staff trajectory in this way helps target future Career Mapping (e.g. to F7 and F19, and leadership development to F5, Table 5.5).   We will update this table annually ensuring staff continue to receive timely and appropriate support.
Supporting ECRs to participate in leadership training including the UoG Early Career Development Programme (Females 16 & 17, Table 5.5) (BAP4.12 and continued as SAP3.1b). The scheme has an excellent success rate: across the University, participants have a 97% success rate at promotion compared to 78% for non-participants. Internally, F16 and F17 were targeted for Leadership training to support them as their research groups grow. 



Table 5.5: Trajectory of senior R&T females 2015-19
  [image: ]




Most senior staff understand the university’s promotion criteria (88%F/83%M) while individuals at G6-7/postdocs are much less likely to agree (44%F/28%M), Figure 5.4. Those who apply for promotion are supported.


A female promoted from G6-7 (2018) commented:
“When applying for promotion from Grade 6-7, I felt encouraged and supported by my line manager and senior management. I found their advice and input really helpful. All stages of the process were well explained with people taking the time to have one-to-one chats with me and read my application.”



We will target G6 staff and their line managers with information about recent UoG changes to streamline G6-7 promotion (SAP3.2). We will continue to support G7 staff to secure independent funding, a condition for promotion to G8 (SAP 3.1f).
Figure 5.4: Survey 2019 responses show different agreement by staff by grade on whether they understand the promotion criteria
 [image: ]
Recent efforts at UoG to support a positive research culture have focussed on a series of actions designed to embed key values including collegiality, collaborative working and recognition for varied contributions to research into revised promotion criteria and staff will be updated via annual workshops (SAP3.1c).

SAP Actions
	SAP3.1a
	Embed the Career Mapping Scheme to ensure all academic staff are supported in their career development and progression, with a specific focus on supporting staff through G8 to G9, and G9 to professorial promotion over the next 5 years.

	SAP3.1b
	Support G8-9 academic staff to undertake external Leadership training annually whilst continuing to nominate staff for internal UoG leadership training.

	SAP3.1c
	Raise awareness of inclusion of collegiality in professorial promotion criteria through a workshop on ‘Collegiality in a positive research culture’.

	SAP3.1f
	Enhance support available to G7 staff wishing to apply for independent fellowships and thus support their transition to G8. Create a leaflet with information on:
(i) Transparent process for fellowship sponsorship; 
(ii) Intensive support available for fellowship grant writing and interview preparation;
(iii) NERD events e.g. grant writing, availability of fellowships and discussions on grant review process;
(iv) Opportunities for personal development, in line with the Concordat for Researcher Development, including Committee Shadowing
(v) Ensure annual Promotion Workshop specifically details the criteria for G7 to G8 promotion.

	SAP3.2
	Raise awareness of the streamlined process for G6 to G7 promotion by ensuring it is featured in Annual Promotion Workshops and by circulating details of the process by email to all G6 staff and their line managers in advance of the annual promotions exercise. 




Department submissions to the Research Excellence Framework (REF)
Provide data on the staff, by gender, submitted to REF versus those that were eligible. Compare this to the data for the Research Assessment Exercise 2008. Comment on any gender imbalances identified.
The majority of Institute staff eligible for the 2008 Research Assessment Exercise (RAE) and the 2014 REF were submitted (Table 5.6). Four researchers were not submitted in 2008 (2F/2M) and 7 males were not submitted in 2014. Thus, in 2014, all eligible females were submitted, an improvement on 2008. All eligible staff will be submitted for REF 2021, the process has been discussed at townhall meetings and biannual III Principal Investigator meetings.
Table 5.6: III staff submitted for RAE and REF
	
	Female
	Male
	%F of those 

	
	Submitted
	Eligible
	%
	Submitted
	Eligible
	%
	Submitted
	Eligible

	RAE 2008
	10
	12
	83
	17
	19
	89
	37
	39

	REF 2014
	23
	23
	100
	52
	59
	88
	31
	28
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1.4. Key career transition points: professional and support staff
(i)	Induction
Describe the induction and support provided to all new professional and support staff, at all levels. Comment on the uptake of this and how its effectiveness is reviewed.

P&S staff broadly receive the same induction experience as academic staff. In the 2019 survey, of the 24F/8M P&S staff who had joined since 2016, 88%F/63%M staff felt the induction process met their needs.


 A male technician recruited in 2019 commented:

“I was quickly introduced to the lab and given my introductory pack. I was fortunate to have a line manager who gave me a ’to-do’ list, which allowed me to go through this at my own pace.”




To improve the consistency of P&S staff induction, we will create a tailored induction pack with input from recently recruited P&S staff (SAP4.2a).


 (ii)	Promotion
Provide data on staff applying for promotion, and comment on applications and success rates by gender, grade and full- and part-time status. Comment on how staff are encouraged and supported through the process.

The University does not promote P&S staff; posts are graded on the role/service required, not by post-holder expertise. Where a role changes in responsibility, a regrading application is submitted. Between 2016-19, the posts of a total of 5 P&S staff (60%F) have been regraded (Table 5.7). All received support from their Line Managers and III HoPS.  Applications are then considered by a University-wide committee. 


One females Ops staff whose position was regraded from G2-3 commented:
"While the regrading procedure was quite convoluted, it was made easier by the support of my line manager; principal investigator and the institute administration staff. Everyone who helped was instrumental in having my post regraded."




Table 5.7: All P&S staff who have applied for regrading have been successful, 2015-19
	M/F
	Year
	Job Family
	Original Grade
	Applied for
	Success

	M
	2016
	Tech
	5
	6
	Yes

	F
	2017
	Tech
	5
	6
	Yes

	F
	2017
	Ops
	2
	3
	Yes

	F
	2018
	Tech
	4
	5
	Yes

	M
	2019
	Tech
	4
	5
	Yes



P&S staff are encouraged to develop their skills and supported to apply for higher grade positions within the university or beyond. Of note, two (50%F) former HoPS deputies are now HoPS in other Institutes within the College. 


The female staff member commented:
“I was Deputy HoPS in III from 2015-17 and undertaking a self-study PgCert. As a mother of three young children, (one of whom has a disability), it is very difficult to commit to training outwith working hours. The HoPS allowed me study leave, encouraged me to engage with a College initiative that helped complete my studies, and to take part in a university leadership programme. In May 2017, the HoPS agreed my secondment to another university Institute and she provided mentoring and support during the bedding in period. In Aug 18, I successfully applied for the grade 8 permanent role in this Institute with references from HoPS and III Deputy Director.”



We will continue to support staff with regrading applications and the acquisition of skills, experience and competencies to strengthen applications for higher grade positions. 

SAP Actions
	SAP4.2a
	Bespoke induction pack for each job family. 

	SAP3.6a
	[bookmark: _Hlk24456641]Lead improvements in line manager understanding of the regrading process for P&S staff via a workshop and examples of successful regrading applications.

	SAP3.6e
	Implement new fund for external training/conference attendance for P&S staff, including funding to support ‘Chartered Scientist’ training for Technicians.

	SAP3.6f
	Provide funding for at least one member of P&S staff to undertake external Leadership training annually whist continuing to nominate staff for internal UoG leadership training.

	SAP3.6h
	Organise a biennial away day for III P&S staff

	SAP3.8a
	Improve visibility of funds for training and opportunities for career development by creating:
(i) a Technician’s online hub and (ii) an MPA online hub with information on training funds, career development & training opportunities, outreach activities and job family specific information e.g. Glasgow Professional Behavioural Competencies Framework, MPA network, Technician’s Commitment. Circulate information at launch of annual PDR and periodically promote through the weekly newsletter and twitter feeds.

	SAP3.8d
	P&S staff to plan at least one career development activity during PDR.

	SAP4.3c
	Collaborate with other Institutes and Schools in MVLS to pool staff resources and numbers and extend mentorship scheme to P&S staff.  





388 words 

1.5. Career development: academic staff

(i) Describe the training available to staff at all levels in the department. Provide details of uptake by gender and how existing staff are kept up to date with training. How is its effectiveness monitored and developed in response to levels of uptake and evaluation?
Staff have access to a wide range of internal and external training opportunities. Line managers assess training needs throughout the year and at PDR. The online PDR system includes “My Learning and Development History” enabling staff to request training in specific categories and record attendance. Course attendees complete an evaluation form and effectiveness is assessed via the survey. 
Staff are informed of training opportunities via Institute and University emails/websites. Opportunities, including the Wellcome Trust Institutional Strategic Support Fund schemes that are targeted at ECRs, are publicised via OneLAN screens on each floor. Staff feel they are treated fairly regardless of gender in access to training, Figure 5.5.  
Figure 5.5: 2019 survey shows show staff agree they are treated fairly regardless of gender in access to training
 [image: ]

Table 5.8 details uptake of internal training courses by gender. The large drop in numbers in 2018-19 reflects the removal of two courses focussed on succeeding in research. However, NERD events cover similar material and we will use re-vamped PDR workshops to advertise these training opportunities to postdocs (SAP3.7b). 




Table 5.8 Number of staff on internal training courses, 2015-19
	
	R&T/clinical

	
	F
	M

	2015-16
	26
	12

	2016-17
	25
	14

	2017-18
	20
	14

	2018-19
	12
	3



Postdocs are encouraged to apply for e.g. BBSRC Flexible Talent Mobility Award, providing training and internships with industry; 7 (71%F) III postdocs received funding in 2018-19. Many staff benefit from attending one-day workshops e.g. through SULSA prompting us to initiate an internal ECR training fund for such courses (SAP3.7a).  
Bronze Action: We focussed on encouraging uptake of leadership training
Progress: 
· 4 females and 1 male have completed external (e.g.  Aurora Leadership Programme) or internal (Aspiring Leadership Development Programme) programmes
· 3 females and 1 male are currently participating in programmes
Outcome: Two R&T G8 females who received leadership training were promoted to G9. One commented:










“I attended the course as I transitioned from a small lab to a mid-sized group. I think I‘d now feel over-whelmed by how to encourage and support my staff if I hadn’t attended the course.” 














We will build on this progress with SAP Actions
	SAP3.1b
	Support G8-9 academic staff to undertake external Leadership training annually whilst continuing to nominate staff for internal UoG leadership training.

	SAP3.1d
	Create formalised support mechanisms for all staff to plan and write grant applications via new organised Grant Writing Retreats.

	SAP3.7a
	Promote availability of the new Institute training fund to further support academic staff career development and training opportunities. Circulate information at launch of annual PDR, include on Athena SWAN webpages and periodically promote these through the weekly newsletter and twitter feeds.

	SAP3.7b
	Design PDR workshops specific for ECRs (G6-8 staff) and senior staff (G9 and above) with guidance on completing the form tailored to career stage. Reviewers and reviewees will attend separate workshops.         Workshops will also emphasise the importance of using PDR to discuss and identify training needs and career development opportunities in line with the Concordat for Researcher Development.

	SAP3.7d
	Academic staff to plan at least one career development action during PDR.




(ii) Appraisal/development review 
Describe current appraisal/development review schemes for staff at all levels, including postdoctoral researchers and provide data on uptake by gender. Provide details of any appraisal/review training offered and the uptake of this, as well as staff feedback about the process.  
UoG’s annual PDR is mandatory for all staff and offers the opportunity to reflect on progress and performance, develop annual SMART objectives, and discuss training needs. PDR is normally conducted with the staff member’s direct line manager. Reviewers and reviewees can access PDR written guidance and online training to support them with this exercise. For clinical staff, Annual Review of Competency Progression for trainees and the Appraisal and Revalidation process for Consultant staff are mandatory and undertaken by an academic and NHS reviewer. 
Since Bronze, III PDR completion rates have increased (Table 5.9). 
Table 5.9: Increased PDR completion rates by R&T staff since Bronze
	Year
	% Completion F
	% Completion M

	2015-16
	86%
	69%

	2016-17
	93%
	86%

	2017-18
	91%
	89%

	2018-19
	91%
	92%



BAP4.8 contained two key actions to improve PDR:
· A checklist to guide a structured PDR discussion, including development needs, career aspirations, mentoring, training needs and readiness for promotion.  There has been a small increase in checklist use from 42% in 2017 to 55% (gender break down not available) in 2019. 
· PDR workshops to help line managers make meetings more effective and inform staff what to expect and how best to prepare. 49%F/33%M R&T staff have attended a PDR workshop, however only 46%F/67%M agreed these were useful. 
We believe PDR workshops continue to be important, particularly for new staff, but we will change our approach: 
· Design PDR workshops specific for ECRs (G6-8 staff) and senior staff (G9 and above) with guidance on completing the form tailored to career stage. Reviewers and reviewees will attend separate workshops (SAP3.7b)
· Trial the delivery of workshops by a senior member of the relevant job family from another Institute where PDR is perceived more positively (SAP3.7c)

Through questions in the 2019 survey, we probed staff’s feelings about PDR (Figure 5.6):
· 66%F/71%M feel PDR provides useful feedback on their job performance
· 64%F/53%M agree PDR helps them manage their objectives 
· 53%F/35%M find PDR helpful for identifying training opportunities. 
Whilst there is more work to be done on improving the value of PDR for performance feedback and management of objectives, we are encouraged by these results. However, the PDR process is failing staff when it comes to the identification of training opportunities and this is of great concern.  A tailored approach to PDR workshops will emphasise the importance of discussing and identifying training needs and career development opportunities (SAP3.7b). ECR PDR workshops will specifically highlight the Concordat for Researcher Development recommendation that postdoctoral staff spend a minimum of 10 days/year on professional development. Staff will receive information on training opportunities and training funds at PDR launch (SAP3.7a). 
Figure 5.6: Numbers and percentages of R&T and clinical staff who agree that PDR provides useful feedback on the job performance, help to manage their objectives and help to identify training opportunities
[image: ]

SAP Actions
	SAP3.7a
	Promote availability of the new Institute training fund to further support academic staff career development and training opportunities. Circulate information at launch of annual PDR, include on Athena SWAN webpages and periodically promote these through the weekly newsletter and twitter feeds.

	SAP3.7b
	Design PDR workshops specific for ECRs (G6-8 staff) and senior staff (G9 and above) with guidance on completing the form tailored to career stage. Reviewers and reviewees will attend separate workshops.         Workshops will also emphasise the importance of using PDR to discuss and identify training needs and career development opportunities in line with the Concordat for Researcher Development.

	SAP3.7c
	Trial the delivery of workshops by a senior member of the relevant job family from another Institute where PDR is perceived more positively. Gather feedback from attendees and use this to inform next steps.

	SAP3.7d
	Academic staff to plan at least one career development action during PDR.




(iii) Support given to academic staff for career progression 
Comment and reflect on support given to academic staff, especially postdoctoral researchers, to assist in their career progression. Bronze Action: We focussed on internal development and progression to begin tackling our key pipeline issue of the drop-off in females progressing from G8 through to G9/reader and professor. 

Progress:
· Establishment of a mentorship scheme for R&T staff at G6 and above; 78%F/81%M mentees agree their mentor has helped them think about their current job and/or future career.
· Trial of a Career Mapping Scheme involving 3 female staff (1xG9; 2xG8), 
· Intensive support with fellowship applications and major grant bids; 46% success rate for external grants for G8/9 females (cf 21% for III males and 23% for females applying to MRC, see section 5.3v)
· Identifying and supporting staff to undertake leadership training; two R&T G8 females who received leadership training were promoted in 2018/19 
· Collaborating with other UoG Research Institutes to establish, develop and financially support a Network for Early Career Researchers (NERD) whose mission is to: 1. Provide career support, information & advice for ECRs, 2. Foster collegiality, collaboration & sharing of resources 3. Understand the challenges facing ECRs, advocating for their needs to senior management (Figure 5.7). Further details below.
· Establishment of an annual Institute ECR awayday organised by PGR students and ECRs, with Institute financial support, featuring invited talks from external early career lab leaders and interactive Q&A sessions with scientists working outwith academia (Photo 5.2). 
[image: ]





Outcome:
These actions have improved staff perception of the support available from 2016 to 2019, Figure 5.8.	
A female PhD student attendee said:
“The chance to openly discuss each panellist’s career with them illuminated the many different paths that individuals take to establish their career and has really helped me think about what I will do next.”


 



An anonymous attendee commented:
“The grant-writing courses that NERD provided were an excellent means of stimulating ideas for projects, with fantastic insight from senior academics on how to prepare the application, sell the main ideas behind the project, and pitfalls to avoid when writing”

Impact Highlight: NERD
NERD, initiated in 2016, is run by a cross-Institute group of postdocs and fellows.  Events have included CV workshops, a ‘Grant Brewing’ workshop that demystified the grants process, and networking events with scientists working outside academia. In a 2017 survey of ECRs, 97% agreed NERD events were a good use of their time.
Around 20 staff (mainly at G6/7) attend each event (60-70%F), reflecting the gender ratio at these grades. 55% (66%F) of staff from target staff groups report attending at least one NERD event (95 attended/177 target staff). Event feedback is used to improve sessions and plan new topics.






NERD’s efforts to support ECRs have been recognised by the University via a new Research Culture Award (Photo 5.1)
[image: ]
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Figure 5.8: 2016/19 survey results show increase in percentages of staff who agree they have opportunities for professional development
Numbers show the % of F/M staff in each column section.
 [image: ]

Through our SAP we will build on our Bronze progress with an enhanced focus on internal development and progression:
	SAP3.1a
	Embed the Career Mapping Scheme to ensure all academic staff are supported in their career development and progression, with a specific focus on supporting staff through G8 to G9, and G9 to professorial promotion over the next 5 years.

	SAP3.1b
	Support G8-9 academic staff to undertake external Leadership training annually whilst continuing to nominate staff for internal UoG leadership training.

	SAP3.1d
	Create formalised support mechanisms for all staff to plan and write grant applications via new organised Grant Writing Retreats.

	SAP3.1f
	Enhance support available to G7 staff wishing to apply for independent fellowships and thus support their transition to G8. Create a leaflet with information on:
(i) Transparent process for fellowship sponsorship; 
(ii) Intensive support available for fellowship grant writing and interview preparation;
(iii) NERD events e.g.  grant writing, availability of fellowships and discussions on grant review process;
(iv) Opportunities for personal development, in line with the Concordat for Researcher Development, including Committee Shadowing
(v) Ensure annual Promotion Workshop specifically details the criteria for G7 to G8 promotion.

	SAP3.3
	(i) Continue to support the Institute’s ECR annual away day;
(ii) Raise awareness of networking opportunities (e.g. NERD, seminar speaker lunches, social events) via weekly newsletter, email and twitter.

	SAP3.5
	Increase awareness of post-academic career options by:
(i) (i) Collating information on post-academic career resources, including NERD events such as CV writing workshops, Advice Shop (below), SULSA – post-academic careers workshop & resources and UoG support services including a Careers Adviser and CV support and make this available via AS website.
(ii) Support NERD with the establishment of ‘Advice shop’: a database of post-academic contacts (currently 25 including scientific writers, publishing staff, NHS scientists, Pharma scientists including non-lab based personnel). Interested academic staff will be paired with a relevant individual to receive bespoke advice/information.




A G7F mentee said:
“I’ve had two mentors (my original mentor retired). Both have helped me to work out issues, giving me confidence to resolve problems or raise issues to achieve my career goals.”

Impact Highlight: Mentorship scheme
Our mentorship scheme, initiated in 2016 (BAP4.11), pairs academic staff from G6-8 with senior academics or local industry-based mentors. Our scheme is based on the GROW model, Figure 5.9.

[image: ].

Currently there are 38 mentorship partnerships. The 2019 survey data show 78%F/81%M mentees agree their mentor has been useful in helping them think about their current job and/or their future career.



SAP ActionsOne anonymous mentor commented:
 “Workshop was excellent. Was good to take time out to really think about what we are trying to do and also have time to reflect on our own situation.”

We can do more to improve our scheme and encourage additional participants. In September 2019, we held a mentorship training day with an external trainer. 18 (67%F) staff attended, a mix of mentors and mentees. The 11 attendees who completed the feedback form agreed they found it very useful. 
[image: ]






Many attendees felt this training should be provided to all involved. These comments and additional insight from a workshop on running mentorship schemes attended by III’s mentorship co-ordinator, informed SAP4.3a

Outcome
We have shared our experiences with MVLS colleagues as a beacon of good practice. Our approach, process and materials have been widely adopted, demonstrating the transferrable value of our programme.



	SAP4.3a
	Improve mentorship scheme through: 
(i) External training for mentorship co-ordinator
(ii)  Annual internal and external training opportunities for scheme mentors 
(iii) Mentorship scheme workshop for mentees 
(iv) Showcase successful matches and link to YouTube videos on developmental mentorship on III AS mentorship website. 

	SAP4.3b
	Encourage staff to become mentors through sharing of information and experiences at internal senior academic meetings and linking mentorship to new collegiality criteria in professorial promotion.




(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).
PGT students have a dedicated academic mentor, a practice initiated within III in 2016 and now adopted by other College programmes. Mentors assist with career progression, e.g. CV writing and PhD applications. Students also attend a career workshop run by academic staff with input from the University careers service and an external speaker from industry, providing equivalent support for academic and post-academic careers.
A training needs plan is prepared by PGR students and supervisors within 3 months of commencing study. Students also keep a Development Log documenting attendance at training courses, workshops and conferences. Progression is monitored by supervisors and independent ‘assessors’ who meet the student for an annual review and throughout the year as needed to provide pastoral care, discuss progress or challenges. 
Bronze Action: We aimed to encourage students to discuss training needs, career plans and personal development during the annual review, via an annual review guide.

Outcome: This has had a positive impact based on recent Postgraduate Researcher Experience Surveys (PRES):

Significant increase in students who agree that their supervisor(s) helped them identify training and development needs: 74%F/68%M in 2016 to 80%F/81%M in 2018

We will continue to build on this progress with our SAP.





SAP Actions

	SAP2.5
	Create a leaflet for students detailing opportunities for career support from Institute staff, to include:
(i) Discussions about academic careers with small tutorial groups
(ii) Short introductions to staff’s career pathways during lectures
(iii) Careers workshop focussing on PhD and employment opportunities, includes CV advice from Uni Career’s Advisor, representatives from academia and industry 
(iv) Workshop on ‘Next steps towards a PhD’ and advice on applications for PhD courses
(v) Opportunities for interview practice.

	SAP2.7
	In advance of annual PGR review meetings:
(i) Circulate the PGR Annual Review Guide to students and supervisors which emphasises discussions about career progression 
(ii) Collate and circulate information on academic and post academic career resources, including NERD events such as CV writing workshops, SULSA – post academic careers workshop & resources.


 
(v) Support offered to those applying for research grant applications
Comment and reflect on support given to staff who apply for funding and what support is offered to those who are unsuccessful.
Support for research grants spans all stages from identification of opportunities through to proposal development and submission, interview preparation and post-award management. 
In 2016, the College re-designed and enhanced their dedicated research management scheme, embedding local support within Institutes. Academic staff (G8 and above) are assigned a dedicated project co-ordinator who provides ‘cradle-to-grave’ support for grants. 

Within the Institute, we have enhanced this support to enable all grants above £100,000 to be peer reviewed internally.  

A G8 female commented:
“My draft application was read multiple times by several senior colleagues. Their advice was invaluable; I would not have been successful without their input.”


Staff are also supported to prepare for grant interviews through a series of mock interviews.  


One G9 female said:
"My grant application was evaluated and critiqued by several peers and colleagues in our department throughout the process of its writing and to questioning me within mock-interview panels. This help was seminal for the success of my grants" 


We are trialling an ‘Immunobiology Research Club’ where staff discuss applications under preparation and review feedback received on unsuccessful grants. 
A G9 female participant has been awarded funding for an application discussed at the club, she commented: 

“I found the club helped me consolidate my ideas, generate new ideas, elucidate the strengths and weaknesses of my proposal and helped me recognise which bits lacked clarity for others not directly involved in my field of research.”


The research club will be trialled 2019-20 and feedback used to roll out this initiative to all III disciplines (SAP3.1e).
We analysed the grants submitted and awarded by G8-9 staff over the last four years. To  provide a nationwide comparator we have used data from a relevant UKRI council, the Medical Research Council project grants 2017-18 (https://mrc.ukri.org/research/funded-research/success-rates/) (Figure 5.10).  
Although more G8-9 males than females apply for grants in III (45%F/55%M), reflecting the higher number of males at this level, our gender balance is more than for MRC (35%F/64%M). 
In general, III females are more successful than males, representing 63% of successful awardees. III females, therefore, have a much higher success rate than III males (46%F/21%M) and indeed than for UK-wide females applying for MRC project grants (23%). 
This higher success rate does not reflect a choice to apply for small, less risky grants: the 4-year average awarded to males and females is similar: F: £1.25million; M: £1.1 million with females receiving 25% and males 18% of the total amount applied for.
Figure 5.10: Grant application and awards G8-9/readers 2015-19
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Our 2019 survey suggests a slight gender bias in staff’s perception of the support available, Figure 5.11. To improve this, staff will be encouraged to participate in quarterly grant writing retreat days (SAP3.1d).





Figure 5.11: The 2019 survey shows that grade 8 and above females feel less supported than males in applying for and managing grants
[image: ]
Between 2017-19, G7 staff (42%F) submitted 50 applications ranging from internal pump priming awards to large scale fellowships. 9M (31% of applicants) and 10F (48% of applicants) were successful. Although slightly fewer female ECRs apply for grants, they are more likely to be successful. 


One female postdoc commented:
“I moved to Manchester (for personal reasons) to establish my independent research career. Despite this, I received an outstanding level of support from III during the preparation of my fellowship.”


We will focus our attention on encouraging more female ECRs to apply for grants through NERD activities and at PDR (SAP3.1f).
Successful grant applicants are celebrated within III and more widely in MVLS, e.g. some of our recent successful staff were invited to a University-wide Principal’s reception, Photo 5.4, and their success broadcast in the III newsletter.

[image: ]
Photo 5.4: Recent successful grant applicants celebrating their success at a Principal’s reception, June 2019.
SAP Actions
	SAP3.1d
	Create formalised support mechanisms for all staff to plan and write grant applications via new organised Grant Writing Retreats

	SAP3.1e
	Evaluate trial of Immunobiology Research Club using feedback from participants and tracking of successful applications

	SAP 3.1f
	Enhance support available to G7 staff wishing to apply for independent fellowships and thus support their transition to G8. Create a leaflet with information on:
(i) Transparent process for fellowship sponsorship; 
(ii) Intensive support available for fellowship grant writing and interview preparation;
(iii) NERD events e.g.  grant writing, availability of fellowships and discussions on grant review process;
(iv) Opportunities for personal development, in line with the Concordat for Researcher Development, including Committee Shadowing
(v) Ensure annual Promotion Workshop specifically details the criteria for G7 to G8 promotion
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1.6. Career development: professional and support staff
(i)	Training
Describe the training available to staff at all levels in the department. Provide details of uptake by gender and how existing staff are kept up to date with training. How is its effectiveness monitored and developed in response to levels of uptake and evaluation?

P&S staff have access to a suite of University training including role-specific/personal development/management courses. Line managers assess training needs throughout the year and at PDR. Uptake of internal courses is recorded centrally (Table 5.11), attendees complete an evaluation form and effectiveness is assessed via the survey. Technical staff also undertake on the job training or shadowing that is not recorded centrally. We will encourage technical staff to also consider relevant internal courses (SAP3.8a, 3.8c) and continue to review uptake as part of annual AS data analysis. 

Table 5.11 P&S staff uptake of internal training
Note numbers of staff in 2018-9: Ops: 10 (6F), MPA: 22 (29F), Tech: 73 (51F)
	
	Operations
	MPA
	Technical

	
	F
	M
	F
	M
	F
	M

	2015-16
	0
	0
	5
	0
	0
	0

	2016-17
	0
	1
	10
	1
	0
	0

	2017-18
	3
	0
	10
	0
	0
	0

	2018-19
	3
	2
	10
	0
	0
	0



We used our 2018 P&S specific survey to probe access to training and professional development. The majority of F/M agreed they had access to relevant opportunities, Figure 5.12. The slight gender bias is a concern and we have planned several actions to address this including a new P&S-specific training fund from 2020 and job-family specific online information hubs (SAP3.8a). 








Figure 5.12: P&S specific survey shows majority of MPA and Tech/Ops staff agree they have access to opportunities for training and professional development

  [image: ]

We have supported 3F MPA staff to work on secondments at higher grades, providing on the job training. One individual successfully applied for a higher grade following the secondment and the other two individuals are still on secondment.


SAP Actions

	SAP3.6e
	Implement new fund for external training/conference attendance for P&S staff, including funding to support ‘Chartered Scientist’ training for Technicians.

	SAP3.6f
	Provide funding for at least one member of P&S staff to undertake external Leadership training annually whilst continuing to nominate staff for internal UoG leadership training.

	SAP3.6f
	Organise a biennial Institute P&S staff away day.

	SAP3.8a
	Improve visibility of funds for training and opportunities for career development by creating 
(i) a Technician’s online hub and (ii) an MPA online hub with information on training funds, career development & training opportunities, outreach activities and job family specific information e.g. Glasgow Professional Behavioural Competencies Framework, MPA network, Technician’s Commitment. Circulate information at launch of annual PDR and periodically promote through the weekly newsletter and twitter feeds.







 (ii)	Appraisal/development review
Describe current appraisal/development review schemes for professional and support staff at all levels and provide data on uptake by gender. Provide details of any appraisal/review training offered and the uptake of this, as well as staff feedback about the process.

The annual PDR for P&S staff mirrors that of R&T staff, with forms tailored to roles. As for R&T staff, completion rates have increased since 2015, Table 5.12.

Table 5.12: Increased PDR completion rates by R&T staff since Bronze
	Year
	% Completion F
	% Completion M

	2015-16
	86%
	78%

	2016-17
	96%
	85%

	2017-18
	97%
	91%

	2018-19
	99%
	91%



Whilst 75%F/60%M P&S staff feel PDR provides useful feedback on their job performance and the management of objectives (62%F/53%M), the majority do not find this process useful in helping them identify training opportunities (43%F/40%M), Figure 5.13. These concerns were also raised during P&S staff focus groups. We aim to change this perception by encouraging staff to identify one career development activity during PDR, making use of the new training fund to explore opportunities internally and externally.
Figure 5.13: Numbers and percentages of P&S staff who agree that PDR provides useful feedback on the job performance, help to manage their objectives and help to identify training opportunities
[image: ]


	SAP3.8a
	Improve visibility of funds for training and opportunities for career development by creating 
(i) a Technician’s online hub and (ii) an MPA online hub with information on training funds, career development & training opportunities, outreach activities and job family specific information e.g. Glasgow Professional Behavioural Competencies Framework, MPA network, Technician’s Commitment. Circulate information at launch of annual PDR and periodically promote through the weekly newsletter and twitter feeds.

	SAP3.8b
	Design PDR workshops tailored to P&S staff job families. Reviewers and reviewees will attend separate workshops. Workshops will also emphasise the importance of using PDR to discuss and identify training needs and career development opportunities.

	SAP3.8c
	Create a PDR checklist tailored for P&S staff reviews to include training opportunities, skills development and career progression.

	SAP3.8d
	P&S staff to plan at least one career development activity during PDR – to be captured in P&S staff PDR checklist.

	SAP3.7c
	Trial the delivery of workshops by a senior member of the relevant job family from another Institute where PDR is perceived more positively. Gather feedback from attendees and use this to inform next steps.





 (iii)	Support given to professional and support staff for career progression
Comment and reflect on support given to professional and support staff to assist in their career progression.

We will encourage P&S staff and their line managers to use PDR to discuss career progression and identify development activities, supporting external training via the new training fund (SAP3.8a).  We will continue to support the regrading applications.

Two new initiatives are in development across the University:

(i) The Glasgow Professional Behavioural Competency Framework comprises eight behavioural clusters to define how P&S staff can contribute to individual and organisational success. The Framework will be used for recruitment & selection, PDR discussions and career progression. 
(ii) UoG is a signatory of the Technician’s Commitment, a UK-wide initiative ensuring visibility, recognition, career development and sustainability for all HE technicians. UoG recently launched an associated Action Plan including support for the professionalisation and career development of technicians. III technicians, including 6 champions (3F/3M) are playing key roles in delivering this Action Plan locally.  

To complement these initiatives, we will trial the provision of funding to support technicians wishing to apply for Chartered Scientist status and the participation of P&S staff in leadership courses, including the Aurora Programme. 


One G8 female P&S staff who attended Aurora training commented:
“Participation in the programme challenged me to consider the many forms of leadership within the higher education landscape and to reflect on my approach to leadership as a P&S staff member.”



SAP Actions
	SAP3.6c
	Raise awareness of the Technician’s Commitment and Action Plan amongst P&S staff and their line managers with a dedicated session at the P&S staff away day, updates at townhall meetings, and information on the AS website and circulated in the weekly newsletter.

	SAP3.6d
	Raise awareness of the new Glasgow Professional Behavioural Competency Framework amongst P&S staff and their line managers with a dedicated session at the P&S staff away day, and information on the AS website and circulated in the weekly newsletter.

	SAP3.6e
	Implement new fund for external training/conference attendance for P&S staff, including funding to support ‘Chartered Scientist’ training for Technicians.

	SAP3.6f
	Provide funding for at least one member of P&S staff to undertake external Leadership training annually whist continuing to nominate staff for internal UoG leadership training.

	SAP3.8a
	Improve visibility of funds for training and opportunities for career development by creating 
(i) a Technician’s online hub and (ii) an MPA online hub with information on training funds, career development & training opportunities, outreach activities and job family specific information e.g. Glasgow Professional Behavioural Competencies Framework, MPA network, Technician’s Commitment. Circulate information at launch of annual PDR and periodically promote through the weekly newsletter and twitter feeds.

	SAP4.3c
	Collaborate with other Institutes and Schools in MVLS to pool staff resources and numbers and extend mentorship scheme to P&S staff.  

	SAP5.4
	[bookmark: _Hlk24714927]Webpage profiles for all P&S staff who wish to have one, with automatic updating of publications from Enlighten database.
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1.7. Flexible working and managing career breaks
Note: Present professional and support staff and academic staff data separately
Cover and support for maternity and adoption leave: before leave 
i. Explain what support the department offers to staff before they go on maternity and adoption leave.
III and UoG are committed to supporting staff planning maternity/paternity/adoption leave. Relevant policies and guidance documents are included in induction materials and highlighted on our AS website, including a ‘Maternity Leave: what to do & when?’ timeline (BAP4.25 – Table 5.13). 
Table 5.13: Maternity Leave: What to do & when…
	Maternity Leave: What to do & when….

	When
	What to do….

	You know you’re pregnant
	Take a look at the University’s Maternity Leave Policy the Maternity Leave Policy - Toolkit, the Frequently Asked Questions - Maternity Policy and Shared Parental Leave Policy

	You’re ready to tell your line manager
	Let your line manager know you’re pregnant as soon as reasonably practicable so you can undertake any relevant risk assessments (with a local Health & Safety Officer). Discuss your attendance at antenatal appointments, how/when you’d like others to find out about your pregnancy and plans for maternity cover arrangements.

	You’re considering your options for maternity pay and leave
	Review the options available and discuss this with your line manager. You might also find it helpful to discuss the options available to you with the College’s HR Team

	You’ve decided on your maternity leave dates and payment option
	Enter a formal request for maternity leave through Employee Self Service giving the date you plan to begin your maternity leave and the payment option you’ve selected

	Before you go on maternity leave
	There are a few more things you should discuss with your line manager:
· Agree handover arrangements
· Discuss and agree how contact will be managed during your maternity leave period
· Use of Keeping In Touch (KIT) days
· How will you use any annual leave remaining and new leave accrued Return to work plans (if known), including any plans to request a change to working pattern(if known)
· Academic staff should consider the College-wide Academic Returners Fund Support Scheme

	During your maternity leave
	Maintain contact as previously agreed with your line manager, including using KIT days Discuss your requirements for returning to work e.g. breastfeeding facilities, risk assessments, workload, additional support, potential training requirements etc

	At least 8 weeks before the end of your maternity leave
	If you wish to return to work before your maternity leave period ends (52 weeks) you should contact your line manager at least eight weeks before you want to come back

	Before you return to work
	· Discuss any flexible working arrangements in good time with your line manager so that the paperwork can be dealt with
· Will you apply for Childcare vouchers? 
· Academic staff should consider the Academic Returners Research Support Scheme and the Carers’ Conference Fund. 
· Consider joining the University of Glasgow Parents & Carers Forum (Yammer), and/or the Parent Buddy Network



UoG Finance Office provide a Maternity Cost Calculator to assist decision-making and in 2018 removed employment length eligibility criteria, increasing full pay during maternity leave to 18 weeks. 
Bronze Action: Upon notification of pregnancy, a risk assessment is undertaken and adjustments to the type of work/working environment are made. 

Progress: III paid for technical support to a newly appointed G8 research fellow, one of our case studies (BAP4.25).







She said:
“I had my second child in September 2019. I have been fully supported by the Institute who paid for a technician to conduct my research involving a dangerous parasite during this time.” 








As our Health & Safety Officers are often the first to be made aware of a pregnancy, we have asked that they direct staff to the relevant AS website information and provide a copy of the above timeline. 

(ii) Cover and support for maternity and adoption leave: during leave
Explain what support the department offers to staff during maternity and adoption leave. 
During maternity/adoption leave, the line manager and staff member maintain a mutually agreed level of contact. This helps the employee keep up-to-date and provides opportunities to discuss work-related issues. Staff are encouraged to use KIT/SPLIT days - paid at the normal salary rate - to support staff during leave, facilitate career development activities such as finalising publications or grants, and help with transition back to work. Since 2016, 5 staff have taken advantage of KIT days (total of 96.5hours). 


One G7 postdoc commented:
“keep in touch days are a really great way to keep up with your projects. This also meant returning to work didn't feel so daunting.”


1. Cover and support for maternity and adoption leave: returning to work 
Explain what support the department offers to staff on return from maternity or adoption leave. Comment on any funding provided to support returning staff.  
Near the return date, the line manager and staff member discuss plans including phased return and flexible working. As part of BAP, all returning mothers now have access to improved facilities for private breastfeeding and milk storage.  
Academic staff (including postdocs) can access the College-wide Academic Returners Fund (max £10,000 irrespective of FTE), designed to support resumption of academic activity (including buyout of teaching or other duties; travel; small equipment and training). This scheme is advertised by email, on OneLAN screens on each floor and our website and is included in our maternity pack. Bronze Action: We aimed to support academic staff following maternity leave
Progress: Since 2016, two R&T staff (G7, G8) have benefitted from the scheme (BAP4.25). 

The G8 recipient said:
“I have been fully supported by III following my mat leave. My request to the flexible working scheme was well received and immediately supported without need for justification. Also, the financial support I received through the Academic Returners Fund helped me to focus on laboratory work enabling me to achieve a higher quality research, thereby aiding my career development.”




The G8 recipient said:
“I have been fully supported by III following my mat leave. My request to the flexible working scheme was well received and immediately supported without need for justification. Also, the financial support I received through the Academic Returners Fund helped me to focus on laboratory work enabling me to achieve a higher quality research, thereby aiding my career development.”








Staff with teaching responsibilities have a reduced teaching load for 6 months following return to work. Since 2016, no staff with teaching duties have taken maternity leave.
Maternity return rate 
Provide data and comment on the maternity return rate in the department. Data of staff whose contracts are not renewed while on maternity leave should be included in the section along with commentary.
Between 2015-2019, 30 (26 academic staff, 4 P&S staff) took maternity leave; the vast majority returned to work (Table 5.14a,b). 
Table 5.14a: numbers and return rate for academic staff who took maternity leave
	Year leave started
	Number Mat leavers
	Number yet to return
	Number returned
	Return rate

	2015-16
	9
	0
	7
	 77%

	2016-17
	5
	0
	5
	100%

	2017-18
	5
	0
	4
	80%

	2018-19
	7
	1
	6
	100%*



Table 5.14b: numbers and return rate for P&S staff who took maternity leave
	Year leave started
	Number Mat leavers
	Number yet to return
	Number returned
	Return rate

	2015-16
	1
	0
	1
	100%

	2016-17
	2
	0
	2
	100%

	2017-18
	0
	NA
	NA
	NA

	2018-19
	1
	1
	0
	100%*


NA: not applicable as no staff in this position and * with the assumption that those expected to return in early 2020 will do so.
Of the few academic staff who did not return to III, two returned to their home countries to be closer to family, both continue to work in academic science. The third sought a position closer to home to reduce her commute. These data indicate that staff who want to return to work following maternity leave do so, suggesting the support in place for returning parents is appropriate and helpful. We will strengthen many of these actions in SAP5.1.

SAP Action

	SAP5.1a
	Improve awareness of leave policies via sign posting on our AS webpages and a ‘Family Friendly Policy of the Month’ initiative selecting one policy to highlight each month via the newsletter, twitter and the OneLAN screens on each floor.

	SAP5.1b
	Bench&Bairns to launch a ‘Top Tips for supporting staff and students with caring responsibilities’ guide to signpost line managers to resources, policies etc.

	SAP5.1c
	Create Case Studies featuring staff who have used KIT days and feature these on the AS website, and the ‘Family Friendly Policy of the Month’ initiative.

	SAP5.1e
	Raise staff awareness of options to support transition from Mat leave or part-time work following a career break to full-time via case studies on AS website and guidance on the process.








	SILVER APPLICATIONS ONLY
Provide data and comment on the proportion of staff remaining in post six, 12 and 18 months after return from maternity leave.



	All academic and P&S staff who returned from maternity leave since 2015-17 continue to be employed 18 months after return, Tables 5.15a,b. This excellent return rate indicates staff are supported, we will continue to build on this (SAP5.1).

Table 5.15a: Academic staff in employment following maternity leave 

	Year leave started
	Number returned from Mat leave
	6 months post return
	12 months post return
	18 months post return

	2015-16
	7
	7
	7
	7

	2016-17
	5
	5
	5
	5

	2017-18
	4
	4
	3*
	*

	2018-19
	1
	1
	*
	*



Table 4.15b: P&S staff in employment following maternity leave

	Year leave started
	Number returned from Mat leave
	6 months post return
	12 months post return
	18 months post return

	2015-16
	1
	1
	1
	1

	2016-17
	2
	2
	2
	2

	2017-18
	NA
	NA
	NA
	NA

	2018-19
	*
	*
	*
	*


NA: not applicable as no staff in this position and * not enough time has passed for data collection 
















Paternity, shared parental, adoption, and parental leave uptake
Provide data and comment on the uptake of these types of leave by gender and grade. Comment on what the department does to promote and encourage take-up of paternity leave and shared parental leave.
In 2018, the University increased standard paternity leave to 2 weeks’ full pay. We featured this policy change in the weekly newsletter and the OneLAN screens.
Bronze Action: We aimed to increase awareness and uptake of paternity leave
Progress: 
· Rise in staff taking paternity leave from 1 in 2015-16 to 9 in 2018-19 (Tables 5,16a,b)






Table 5.16a: Academic staff on paternity leave 2015-2019
	Year leave taken
	Number of staff
	Combined number of days

	2015-16
	1
	10

	2016-17
	2
	20

	2017-18
	5
	40

	2018-19
	9
	90



Table 5.16b: P&S staff on paternity leave 2015-2019
	Year leave taken
	Number of staff
	Number of days

	2017-18
	1
	10



Uptake of shared parental leave is low (2F) potentially reflecting that there is currently no enhanced University scheme above statutory pay. 


One female P&S, G8 took 3 weeks and one G7 postdoc commented:
“I took 6 months maternity leave after my child was born and then shared 3 months leave through Shared Parental Leave. This was great for both my husband and I as it meant I could get back to work and know my child was being well looked after. On return to work, I have been well supported – e.g. an informal flexible working hours agreement with my lab head really helps with unexpected nursery pickups."



Whilst there has been no adoption leave requests, support for adoption leave follows that for maternity leave.
1F P&S has taken 3 periods of unpaid ordinary parental leave. Our staff survey results indicate that 20%F/28%M respondents believe that the policy relating to emergency time off to care for dependents is relevant to them, but they don’t know about it. We hosted Bench&Bairns events in September 2019 to increase understanding (1 event at each site, total of 20 attendees/17F). 


One male attendee said:
“I didn’t know the ordinary parental leave was applicable until the child is 18 years old, I thought it was younger - that was good to know”





[image: ]Photo 5.5: One of the two September Bench&Bairns events where HR discussed leave policies. 


Flexible working 
Provide information on the flexible working arrangements available.  
4% (4-year average) of R&T staff work part-time with an average of 63%F, comparable to UK-wide levels (61% in Biological Sciences). Informal flexible working is widely adopted in III, however we also support formal requests. Since 2015, 28 formal requests for flexible working (10 academic, 18 P&S staff, 96%F) have been submitted. All but one application was successful. The unsuccessful P&S application could not be supported at the time due to business needs. (Table 5.17). 


One female P&S staff member reported that:
“Flexible working allows me to come into work earlier, avoiding rush hours. I also work from home one day/week so have a few extra hours in my day providing a much better work/life balance.”




Table 5.17: Applications for Flexible working 2016-19
	
	R&T
	Clinical
	P&S

	
	F
	M
	%F
	F
	M
	%F
	F
	M
	%F

	Applied
	7
	0
	100
	2
	1
	67
	18
	0
	100

	Successful
	6
	NA
	100
	2
	1
	67
	17
	NA
	100

	% Successful
	86
	NA
	-
	100
	100
	-
	94
	NA
	-



Our 2019 survey results indicate that 27%F/30%M respondents believe the flexible working policy is relevant to them, but they don’t know anything about it. We will promote this through SAP5.1d.

	SAP5.1d
	Run a flexible working awareness workshop for line managers. Continue to raise awareness of formal and informal flexible working amongst staff and line managers to help promote a healthy work-life balance.



Transition from part-time back to full-time work after career breaks
Outline what policy and practice exists to support and enable staff who work part-time after a career break to transition back to full-time roles.
Flexible working arrangements can be amended ensuring they continue to meet staff needs. III fully supports requests from staff wishing to transition from part-time to full-time work where budgets allow. 


One of our Case Studies features an example of this:
“The Institute’s commitment to flexible working has meant that over the past 8 years I have gradually increased my hours and changed my working pattern, transitioning from part-time to full time”. 




	SAP5.1e
	Raise staff awareness of options to support transition from Mat leave or part-time work following a career break to full-time via case studies on AS website and guidance on the process.
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1.8. Organisation and culturePhoto5.3. Discussions on the value of mentorship at the 2019 III Mentorship workshop.

1. Culture
Demonstrate how the department actively considers gender equality and inclusivity. Provide details of how the Athena SWAN Charter principles have been, and will continue to be, embedded into the culture and workings of the department.  An anonymous survey respondent said:
“I think the Bench&Bairns event was great. Promoting a more inclusive environment for working mothers. I think a lot of women in science, especially in academia, are scared to have children as they think it will impact their career negatively. Making it more normal and talked about in the workplace is a really good idea.”

An anonymous survey respondent commented: 
“I really appreciated the Sway … and the Athena Swan-relevant items .., again underlining that this is important for the whole institute and not only for people who are affected at the moment.”

Photo 5.6: Bench& & Bairns Christmas Party 2018
Bronze Action: We focussed on embedding a positive culture supportive of all staff
Progress:
· Promote and track uptake of E&D training, including on PDR checklist
· Use AS website and Institute-wide meetings to raise awareness of issues central to a positive culture, including unconscious bias
· In 2018, we introduced a weekly electronic Institute newsletter (SWAY) and 67%F/58%M staff agree that this has improved communication







· We have held regular ‘Bench&Bairns’ (Photo 5.6) events bringing together staff, particularly those with children, to provide a forum to share experiences, discuss challenges of maintaining healthy work/life balances and build support networks



Outcomes: 
· Increase in staff who feel that the atmosphere in III is inclusive for both women and men with a marked increase amongst female staff (2016: 73% compared to 2019: 90%, Figure 5.14) 
· Increase amongst female staff who consider the Institute’s working environment to be equally supportive for men and women (2016 49%F/81%M, 2019 78%F/80%M)
· Increase in staff who support the Institute’s actions to address gender equality
· Steady rise in completion of E&D training.  In 2015/16 63%F/60%M staff had completed training compared to 92%F/92%M staff in 2018/19 
· In 2019, 95F%/94%M staff confirmed that they are ‘aware of the problems that can be caused by unconscious bias’; our SAT co-chair was invited to speak about unconscious bias with Erasmus PhD students at the University of Barcelona 


Figure 5.14: 2016 and 2019 surveys show improvements in Institute culture
[image: ]

In our 2019 survey we asked about work-life balance for the first time with 66% of staff (68%F/66%M) feeling comfortable with their work-life balance.  We would like to improve this and increase the provision of wellbeing activities (SAP5.9).
Following SAT discussions that the ‘Bench&Bairns’ name excluded non-researchers and those with responsibilities for caring other than for children, we have renamed this working group the Family Friendly Team. 
We hosted an event dedicated to staff with wider caring responsibilities. This included a talk from a Carers Information Worker detailing the resources within The Care Act 2014 and where to access local help. Details relevant to UoG policies were discussed by a HR representative and two Institute staff described their experiences of power of attorneys and being an executor for a will.


One G8F attendee stated:
“It was really helpful to hear about being an executor for a will – I had no idea how much is involved. The advice from the speakers was really practical.” 



	SAP1.2a
	Maintain IIIs website with AS events and initiatives, up- to-date family-friendly policies; ensure visible diversity in role model imagery.

	SAP1.2b
	Use the Institute’s’ weekly newsletter to announce upcoming AS events and highlight articles of relevance to the diversity & inclusion, well-being and research culture agendas.

	SAP1.2c
	Increase Institute Twitter posts with a focus on diversity & inclusion, wellbeing and research culture agendas. Dedicated time in the Comms Officer job plan to support this.

	SAP5.9
	Introduce an annual Institute ‘Week of Wellbeing’ to encourage staff to try out new activities. Use feedback to gather ideas for a portfolio of wellbeing activities to be offered during the year.



HR policies 
Describe how the department monitors the consistency in application of HR policies for equality, dignity at work, bullying, harassment, grievance and disciplinary processes. Describe actions taken to address any identified differences between policy and practice. Comment on how the department ensures staff with management responsibilities are kept informed and updated on HR polices.
Institute HR ensure compliance with university HR policies and procedures; changes are discussed at monthly meetings between the Director, Deputy Director and HoPS. HR policies are communicated to staff during induction with compulsory E&D training, signposting to dignity at study and work policy, familiarisation with AS principles, links to University grievance policy, and disciplinary policy and procedure. Periodic policy reminders are sent to staff via the weekly newsletter and changes to policies are emailed.
We used the 2019 survey to assess the effectiveness of these approaches: feedback indicates that we must do more to raise awareness of key policies. For example, only 54%F/59%M staff are aware of the University’s Dignity at Work and Study policy. We will use the weekly newsletter to promote policy awareness (SAP5.2).
Of greater concern, only 62%F/70%M are confident that III would deal effectively with complaints about harassment, bullying or offensive behaviour. We consider it essential to improve this and will increase staff and student confidence through SAP5.2, 2.4. 

	SAP5.2a
	Use Institute away days to discuss and agree what we want our healthy behaviours to be, how should we treat each other, how do we expect people to behave. Summarise in an Institute Research Culture statement to be shared with all staff by email, the weekly newsletter and the AS webpage.

	SAP5.2b
	Use OneLAN screens and weekly newsletter to continue to raise awareness of the University’s Dignity at Work and Study policy, including the definitions of inappropriate behaviour.

	SAP5.2c
	Instigate an annual Respect Workshop for all new staff to make clear the Institute’s approach to dealing with complaints about inappropriate behaviour and signpost support available within the University, including the Respect Advisers Network.

	SAP5.2d
	Institute wellbeing webpage within AS pages with information on Dignity at Work & Study policy, Respect Advisors mental health resources and support, including Institute’s mental health first aiders.

	SAP5.2e
	Make Bystander intervention online training mandatory and assessed at PDR.

	SAP2.4
	Update student induction to include a session on the ‘Dignity at work and study policy’, the Respect Advisers Network and the Students’ Representative Council Advice Centre. Signposting to relevant policies and support also available on the III AS website.




Representation of men and women on committees 
Provide data for all department committees broken down by gender and staff type. Identify the most influential committees. Explain how potential committee members are identified and comment on any consideration given to gender equality in the selection of representatives and what the department is doing to address any gender imbalances. Comment on how the issue of ‘committee overload’ is addressed where there are small numbers of women or men.
Representation on Institute committees is generally in line with III demographics (Tables 5.18a-c, BAP4.20). The exception is the strategy group which, given its role in planning future priorities, is mainly composed of professors, therefore males predominate. In 2019-20, at least 2 G9 females will join, giving 37%F and taking female representation to above that within the Institute at G8 and above (30%). 


Tables 5.18a-c: Gender and job family breakdown of committees
	Committee
	Number F
	Number M
	%F

	Operations 
	2
	2
	50

	Institute management
	10
	8
	55

	Strategy
	5
	15
	25

	Health and Safety
	6
	3
	67

	Post-grad
	2
	2
	50



b, Committee members by job family
	Committee
	Number MPA
	Number Tech
	Number R&T
	Number Clinical

	Operations 
	1
	1
	1
	1

	Institute management
	2
	1
	12
	3

	Strategy
	2
	0
	12
	2

	Health and Safety
	1
	5
	2
	1

	Post-grad
	0
	0
	4
	0



c, Committee by Grade
	Committee
	Number Grade 7
	Number Grade 8
	Number Grade 9
	Number Prof
	Number CSL
	Number C-Prof

	Operations 
	1
	1
	0
	1
	0
	1

	Institute management
	3
	1
	3
	8
	0
	3

	Strategy
	0
	1
	2
	10
	0
	2

	Health and Safety
	5
	1
	1
	1
	0
	1

	Post-grad
	0
	0
	2
	2
	0
	0


Bronze Action: We aimed to improve gender balance of III committees

Progress: Increased agreement by III staff and students that committee gender representation is fair, Figure 5.15





Figure 5.15: 2016/9 survey results show increased agreement that there is fair gender representation on committees
 [image: ]
Committee work within and beyond the university is captured on PDR/clinical appraisal and in the workload model.
Since Bronze, ECRs have had the opportunity to attend key-decision-making committees as observers to help demystify the process. However, uptake has been very low (1M, G7) , likely due to poor advertising. We will extend this action in SAP5.3 ensuring wider dissemination through the newsletter and twitter.
	SAP5.3a
	Raise awareness of committee ‘shadowing’ opportunities by targeted emails to G7 and above staff, announcements on OneLAN screens and weekly newsletter.

	SAP5.3b
	Instigate an annual Succession Planning Exercise to be undertaken by IMG and discussed at PI meetings to identify staff for leadership roles/training.

	SAP5.3c
	(i) Advertise upcoming committee positions to all III staff (by email and newsletter), including essential and desirable criteria to encourage all suitable staff to apply. Prioritise gender balance on committees where possible
(ii) Achieve gender balance on the Strategy Group.



Participation on influential external committees 
How are staff encouraged to participate in other influential external committees and what procedures are in place to encourage women (or men if they are underrepresented) to participate in these committees? 
All staff are encouraged to participate in external committees, e.g. through Institute emails and at PDR. Time is made available for these activities which are recognised as evidence of esteem in promotion criteria. Within the annual PDR, external roles are discussed and assistance in seeking roles provided, if required. 
Table 5.19 shows a summary of the number of grant/award panels III F/M R&T staff participate in. These panels include bodies such as Wellcome Trust, UKRI and European Research Council. Overall, 27 (19%F) R&T or clinical staff, all at G9-10, reported participation on such committees. 20% of G9-10 R&T/clinical staff are female, therefore females in III are fairly represented on external committees. 

Table 5.19: Summary of R&T staff participation in National and International Grant Panels
	
	Male
	Female

	National Grant/Award Panels
	32
	10

	International Grant/Award Panels
	19
	11




III P&S staff also report involvement in external committees, for example one G8F is involved in the Microbiology Society's Policy Committee and attends the Scottish Government Cross-Party working group for science & technology. A second G8F has taken part in internal grant panels for University of Ulster’s Global Challenge Research Fund. 


Workload model 
Describe any workload allocation model in place and what it includes. Comment on ways in which the model is monitored for gender bias and whether it is taken into account at appraisal/development review and in promotion criteria. Comment on the rotation of responsibilities and if staff consider the model to be transparent and fair.  
The University launched an electronic Work Load Model (WLM) in 2017. This WLM has functionality to capture teaching, clinical, and administrative responsibilities and is configured to include outreach, mentoring and AS activity. Periods of maternity/parental/adoption leave are highlighted ensuring consideration when allocating/reviewing workload.  
Despite the WLM, survey data and open comments highlight that many staff remain concerned about workload transparency and recognition of all work-related activities. Worryingly, the percentage of academic staff who agree that workload allocation is transparent has decreased from 2016 to 2019 and the percentage of females who agree with this statement is lower than for male staff (in 2019: 29%F/35%M), Figure 5.16.






Figure 5.16: 2019 survey results show lack of agreement that workload allocation is transparent
 [image: ]

We will address this in SAP5.5 as, based on discussion at our G8/9 promotion focus group, this is seen as a career progression issue, particularly with respect to teaching responsibilities. We will take on lessons learned from a recent review of teaching within Immunology. This led to more equitable distributions of more clearly defined roles delivered by staff for a defined period of time. In the final year of the role, a deputy shadows the lead before assuming full responsibility ensuring continuation of teaching quality. This review and workload allocation methodology will be rolled out across III over the next two years:
Steps towards a transparent teaching workload	
1. Line manager and those who lead teaching to prepare a summary of teaching responsibilities (including co-ordination, marking, lecturing, required training).
2. Line manager in consultation with all staff to plan a revision of responsibilities taking into account other staff duties.
3. Revised plan discussed and agreed by all.

	SAP5.5
	Based on the lessons learned from Immunology teaching review, use PI forums and townhall meetings to discuss and agree Institute’s approach to transparent workload allocation. Summarise the recommendations emerging from these discussions for ratification and adoption by IMG.




Timing of departmental meetings and social gatherings 
Describe the consideration given to those with caring responsibilities and part-time staff around the timing of departmental meetings and social gatherings.
Bronze Action: We led Institute-wide efforts to adopt core hours (10am-4pm) for all meetings, BAP4.22.

Progress: Increased majority of staff agree that meetings are held within core hours, Figure 5.17






Figure 5.17: 2016/19 surveys show increased agreement that meetings are held within core hours
 [image: ]
The vast majority of staff agreed previously and still agree that work-related social activities are appropriate for all genders (2019: 93%F/92%M). However, our recent survey indicates we could improve scheduling to allow those with caring responsibilities to attend, Figure 5.18. Discussions at the 2019 focus group suggest staff appreciate a range of events scheduled to suit different working styles. Each of our sites has a social activities group who plan events with the majority within core hours and inclusive of two events/year that bridge staff at both sites. 




Figure 5.18: 2016/19 surveys show many individuals believe more can be done to schedule social activities so those with caring duties can attend
[image: ]
[image: ]Photos 5.7: III staff and students having fun at various social events in 2019



	SAP5.6
	Canvass staff for views on most appropriate timing of events and suggestions for new events. Implement revised timings and new events in 2020 and use event feedback to inform any subsequent changes.




Visibility of role models
Describe how the institution builds gender equality into organisation of events. Comment on the gender balance of speakers and chairpersons in seminars, workshops and other relevant activities. Comment on publicity materials, including the department’s website and images used.
80%F/82%M of all survey respondents agreed that the ‘Institute uses individuals of all genders as role models’. External seminar programmes are run by the four III disciplines. One of our centres has achieved gender balance by specifically encouraging suggestions for female speakers and prioritising early and mid-career scientists over senior researchers (Table 5.20, BAP4.23). The nationwide annual Glasgow Virology Workshop, organised by the same centre, also has gender-parity in speakers and chairs, and follows the UoG Guidance on Embedding EDI into Conferences and Events. In contrast, male speakers still dominate within the other three areas. To improve this, seminar organisers will be given a standard text to circulate when requesting suggestions for seminar speakers. This text will be based on the successful changes at the Virology Centre, SAP5.7.  
Table 5.20 Numbers of female/male external speakers in 2019
	Research Discipline
	Number Female
	Number Male
	%F

	Bacteriology
	2
	5
	29

	Immunology
	6
	10
	38

	Parasitology
	6
	10
	38

	Virology
	5
	5
	50


We are finding innovative ways for seminar speakers with caring responsibilities to be part of our programmes. Recently, III covered the costs for a junior female speaker to travel from the Midlands with her young child and partner, and a seminar was presented through video conferencing enabling a female professor to present from her office because she was unable to travel for family reasons. These initiatives will be offered more widely to speakers across our programmes.
Within the Immunology and Virology seminar programmes are two prize lectures: the Delphine Parrott Memorial lecture (named after the first UoG female professor); and the Sir Michael Stoker Prize. The Delphine Parrott Prize is presented to a female immunologist who has had a major impact on the field (PHOTO 5.8-10). The Sir Michael Stoker Prize speaker is selected by the virology  student and postdoc community as a virologist they respect and admire (PHOTO 5.11). Since 2011 there have been 6M and 3F awardees. In both cases, ample opportunities are available for students and postdocs to meet the speakers. 



One female PhD student commented on a recent Delphine Parrott seminar:

“Two amazing speakers and I’m feeling really motivated after seeing two awesome female scientists!!”

[image: ]Photo 5.8: Institute PhD student, Holly Webster, receives a poster prize at the 2019 Delphine Parrott Memorial lecture from two external speakers, Dr Jessica Strid (Imperial College London) and Prof Anne Cooke (University of Cambridge)



[image: ]Photo 5.9: A busy poster session at the 2019 Delphine Parrott Memorial lecture

[image: ]Photo 5.10: Professor Jannie Borst (Netherland Cancer Institute) receives the 2018 Delphine Parrott memorial plaque from Dr Megan MacLeod.





[image: https://pbs.twimg.com/media/D8dwCcPXkAAvqqY.jpg]Photo 5.11: Professor Ann Palmenberg, winner of the 2019 Sir Michael Stoker Award pictured with virology students and staff

.
International Women’s Day has helped us promote female role models. In 2018, we hosted the high-profile female scientist Prof Faith Osier, Photo 5.12, who, in addition to presenting her research, took part in the UoG screening of Hidden Figures and a panel discussion on the hurdles’ women face in academia. 
[image: ]





Photo 5.12: Professor Faith Osier, International Women’s Day speaker, 2018



In 2019, we asked III staff and students to nominate the women who have inspired them. Pictures of the nominated women were circulated on Institute OneLAN screens throughout the week of International Women’s Day. 

One female postdoc commented:
“It makes me proud to think of all that women have achieved over the decades in an environment so dominated by males, and also inspired... if these women can become professors/ leaders in their field, why can’t I?” 


A review of III webpages show that we have good representation of females and males. On the III landing page 6F/4M are present and discipline specific landing pages have similar ratios of males and females. Our AS front page has 6F/4M. We will ensure this equivalent representation of genders on webpages by a 6month review with action taken should the balance be lost.
 
		SAP5.7a
	Seminar organisers to receive UoG Guidance on Embedding EDI into Conferences and Events and use a standardised text when requesting suggestions for seminar speakers to achieve gender balance seminar speakers in all subject areas.

	SAP5.7b
	Profile role models at International Women’s Day event. Event to be discussed by November each year for delivery on IWD. Gather feedback and suggestions for subsequent events.

	SAP5.7c
	Initiate annual audit of Institute webpages for balanced gender representation and use of inclusive language.

	SAP5.7d
	Expand the designation of gender-neutral toilets at the virology building across all Institute buildings.

	SAP5.7e
	Mark LGBT history month with annual LGBTQ+ awareness event. Gather feedback and suggestions for subsequent events.

	SAP5.7f
	Scottish transgender alliance presentation at Institute Away Day. Gather feedback and suggestions for subsequent events.






Outreach activities 
Provide data on the staff and students from the department involved in outreach and engagement activities by gender and grade. How is staff and student contribution to outreach and engagement activities formally recognised? Comment on the participant uptake of these activities by gender.  
Outreach activities are embedded in Institute culture (BAP4.24). In the last two years, 46% (56%F) of staff have taken part in at least one outreach activity. The 2019 survey shows that while female staff at G6-9 are more likely than their male counterparts to take part in outreach, male professors and clinical staff are heavily involved, providing excellent role models, Figure 5.19.  Outreach forms part of PDR and promotion criteria which includes a specific section on impact, knowledge exchange and citizenship.
Figure 5.19: Percentages of staff involved in at least one outreach activity 2017-2019 by staff grade or type.

[image: ]
  
We celebrate outreach activities in newsletters, websites and social media (Photo 5.13). In 2018, III’s Public Engagement Champion, was awarded the Microbiology Society’s Peter Wildy Prize in recognition of her extensive work in Public Engagement. Most staff (78%F/82%M) agree that outreach and public engagement activities are valued in III. 

[image: ][image: https://pbs.twimg.com/media/DRa5vcTW4AUei3Q.jpg][image: Image result for tansy hammarton peter wildy]
Photos 5.13: III staff and students involved in outreach activities




[image: https://pbs.twimg.com/media/D4v-_BCW0AEgFhq.jpg][image: ]

1987 words

	SAP5.8
	Ensure outreach activities are valued by promoting them through weekly newsletter, twitter and celebrating them at awaydays

	SILVER APPLICATIONS ONLY
CASE STUDIES: IMPACT ON INDIVIDUALS
Recommended word count: Silver 1000 words
Two individuals working in the department should describe how the department’s activities have benefitted them. 
The subject of one of these case studies should be a member of the self-assessment team. 
Case study 1: Alison Wallace
[image: ]I’ve worked as an administrator at the University of Glasgow for many years, juggling work with a busy family life. In my first period of maternity leave, I was working as Division Administrator in the Medical Faculty.  I returned to work two days a week for two years during which time I had another period of maternity leave. I then applied for and was appointed to an administrative post at a higher grade in the Medical Faculty, still working two days a week.  The reorganisation of the University in 2010 coincided with my eldest child starting school, I moved to the Medical School, increased my hours and changed my working pattern allowing me to pick my eldest up from school and still have two days at home with my youngest. 
I was appointed as III Head of Professional Services in 2011. III is the largest institute within the University and my job has many responsibilities. To enable me to continue working part-time, a deputy was appointed.  This had two benefits, allowing less experienced staff to gain the on the job training necessary for progression to higher grades (this happened with three deputies) and that I could continue to care for my family without a loss of quality in administration. The Institute’s commitment to flexible working has meant that over the past 8 years I have gradually increased my hours and changed my working pattern, transitioning from part-time to full time. I have continued to benefit from this, for example, the Institute Director and Deputy are happy for me to work from home in school holidays when required.
I’ve been part of III’s SAT since our initial Bronze application and am really pleased we now have the opportunity to include P&S staff. I have been fortunate to receive the training necessary for me to perform my job. Our new training fund for P&S staff will ensure that more staff have these opportunities and are enabled to progress their careers as I have done.





The second case study should be related to someone else in the department.
Case study 2: Dr Clare Harding
[image: ]My first experience of Glasgow was as a postdoc in June 2013 -May 2015 working on the disease Toxoplasmosis that causes serious illness in immunocompromised individuals, including pregnant women. During this time, I became pregnant with my first child – this didn’t affect my ability to progress as my line manager assigned me a technician. In 2013, I was encouraged to write a Sir Henry Wellcome fellowship to enable me to pursue independent research, including dedicated time at the prestigious Whitehead Institute for Biomedical Research in the USA. I received excellent support to write the fellowship and prepare for the interview. This application was successful, I continued to work in Glasgow until May 2015 before moving with my family to Boston.
In thinking about my future career, I considered the UK an obvious choice because of the support available to women during pregnancy and for working parents. I know that through their Bronze Action Plan, III is committed to flexible working and supporting staff with families. This, and the excellent research environment at III, convinced me to write a Sir Henry Dale Fellowship to return to Glasgow. Again, I was fully supported by researchers and administrative staff within III – even though I was mainly on the other side of the world! This commitment to my career progression gives me confidence that I, and my future students and staff, will receive dedicated support for career advancement, for example through the Institute mentorship scheme that I’ve joined as a mentee and mentor.
I had my second child in September 2019, 6 months after starting at Glasgow. I have been fully supported by III who have paid for a technician to support my research during this time. I have also been encouraged to apply for the Academic Returners Fund when I return from Mat leave to kick start my return to work – the flexibility of this funding is perfect and exactly what I need as I get my lab running. This support has made it possible to have children and build my independent group all at the same time.

 
Both case studies: 688 words





Further information
Recommended word count: Bronze: 500 words  |  Silver: 500 words
Please comment here on any other elements that are relevant to the application.
Our aims for Bronze were to improve career development, increase the proportion of senior female academic staff and improve the culture within the Institute. We have made progress with all three of these aims, although significant challenges remain, particularly in promoting and recruiting female professors. Figure 7.1 summaries our progress, challenges and Silver actions to ensure we continue to attain gender equality.
Words (including figure 497
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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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	Key

	Objective
	Rationale
	Action planned
	Time-frame
	Person responsible
	Target outcome

	THEME 1. EMBED AS ETHOS AND ACTIVITIES

	1.1



	Ensure the SAT configuration reflects the Institute’s staff and student composition.
	To gather fresh insights from a diverse membership to help the SAT deliver the SAP, to ensure fair distribution of AS workload, and help embed AS principles broadly.

Current SAT includes 23 members (14F/9M) broadly reflecting the Institute’s gender split.
	1.1a Rotate co-chair every 3 years, appoint a co-chair elect 12 months before rotation.
	Dec 2019, repeat 3 yearly
	Previous SAT co-chair with input from Institute Director and Deputy Director
	New co-chair appointed every 3 years, with 12 pre-ceding 12 months as co-chair elect. 

	
	
	
	1.1b Extend the SAT remit to include representatives from: Network for Early Career Researcher Development (NERD), Technician’s Commitment, LGBTQ+, Research Culture champion to ensure representation from staff with interests in inclusion across all protected characteristics, with due consideration to intersectionality.
	Dec 2019, repeat 3 yearly
	SAT chair
	Extended SAT remit ratified by IMG in Nov 2019, new representatives to attend first SAT in Jan 2020.

2 NERD committee members on SAT since 2018.

	
	
	
	1.1c Establish new SAP working groups (WG) to lead key areas of AS activity. WGs to provide regular updates to the SAT.
	Jan 2020
	Whole SAT
	New SAP working groups established by Jan 2020, and terms of reference, remit and membership agreed.

	
	
	
	1.1d Annual audit of SAT membership to check representation of all job families and student groups and assess gender balance.
	October 2020, annually thereafter
	SAT chair with input from Head of Professional Services (HoPS)
	SAT membership reviewed and updated.

30% of SAT representatives will change every 3 years.

SAT membership to reflect Institute’s gender profile with at least 40% male membership.

	
	
	
	1.1e Invitation for new SAT members at annual AS update meeting, by email, weekly newsletter and twitter, with targeted recruitment as needed.
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	Key

	Objective

	Rationale
	Action planned
	Time-frame
	Person responsible 
	Target outcome

	1.2


	Maintain open and transparent routes of information sharing and communication with all staff and student groups to increase awareness of, and engagement with, our diversity and inclusion agenda. 
	While the Institute newsletter (67%F/58%M staff agree) and social media channels (45%F/34%M staff agree), have helped improve communication there is room for improvement. Focus groups on communication also demonstrated that staff struggle to find information on the website.


	1.2a Maintain Institute’s website with AS events and initiatives, up- to-date family-friendly policies; ensure visible diversity in role model imagery.
	In progress

Ongoing, with annual review from May 2020
	AS Engagement team & Comms Officer
	>95% (F=M) staff agree that they ‘are aware that the Institute is taking action promote gender equality’ as a new question in the next survey.

Increase percentage of staff who feel that the Institute newsletter and social media channels have helped to improve communication to at least 80% (F=M) in next survey.

>75% of staff report '"I am kept up to date with AS activities and outcome data" to be included as new question in next survey.



	
	
	
	1.2b Use the Institute’s weekly newsletter to announce upcoming AS events, highlight articles of relevance to equality, diversity & inclusion (EDI), well-being and research culture agendas, and promote the availability of the anonymous AS feedback boxes, and the confidential email address.
	Ongoing weekly spotlight on EDI/AS articles 
	AS Engagement team & Comms Officer
	

	
	
	
	1.2c Increase Institute Twitter posts with a focus on diversity & inclusion, well-being and research culture agendas. Dedicated time in the Comms Officer job plan to support this.

	October 2020, bi-annual review of activity thereafter
	AS Engagement team & Comms Officer
	

	
	
	
	1.2d AS annual report and update meeting for all staff and students to inform and update on activities and progress.
	Report circulated annually in October, followed by meeting in January 
	SAT chair with input from AS Engagement team & Comms Officer
	




	Key

	Objective
	Rationale
	Action planned
	Time-frame
	Person responsible 
	Target outcome

	1.2
	Maintain open and transparent routes of information sharing and communication with all staff and student groups to increase awareness of, and engagement with, our diversity and inclusion agenda.
	In the 2019 survey 57%F/55%M staff agreed that communication with Institute management is effective.
	1.2e Increase effectiveness of Townhall meetings by inviting anonymous questions prior to the meeting and circulating a SMART action plan in response to discussions within 2 weeks of the meeting, via email and the weekly newsletter.
	Ongoing
	AS Engagement team & Comms Officer
	Increase to >70% of F/M staff report that “communication with Institute management is effective” in next survey.

	1.3
	Embed AS activities across the Institute and consult with staff & students to gather information on experience and impact of AS activities. 
	To enhance inclusivity culture and ensure we are supporting staff/students appropriately by identifying and addressing concerns/issues and evaluate the impact of our Silver Action Plan.
	1.3a Biennial staff and student survey.

	March 2021

Repeat 2 yearly

	SAT AS Engagement team with support from whole SAT
	>90% engagement in staff and student surveys. 
Summary of key findings and updated actions provided to staff and students through annual report and talks.

>95% (F=M) staff agree that they ‘are aware that the Institute is taking action promote gender equality’ as a new question in the next survey.



	
	
	
	1.3b Annual review of E&D data on: 1. Gender balance on recruitment panels 2. E&D training uptake 3. Applicants, offers and acceptances for all new posts by gender. 4. Promotions success rates by gender (anonymised) Data analysis and recommendations
reported to the SAT; data used to evaluate Action Plan, which will be updated as required;
	September annually
	SAT AS Engagement team with input from all other SAT teams
	



	Key

	Objective

	Rationale
	Action planned
	Time-frame
	Person responsible 
	Target outcome

	THEME 2: PROMOTE A GENDER BALANCED STUDENT BODY & SUPPORT STUDENT PROGRESSION

	2

	Ensure a gender balanced and inclusive student body, support student well-being & progression
	Over the last four years, our PGT and PGR student populations have been closer to gender balance than national averages:
PGT acceptance: 57%F versus 70%F nationwide.

PGR acceptance: 51%F versus 60%F nationwide.
	2.1 Mandatory unconscious bias training for those involved in the PGT offers process & PGR recruitment process - Achieve this by having all involved in offers/recruitment refresh their recruitment and selection training, which now includes a specific unconscious bias module.
	Summer 2020 and annually thereafter to capture changes in staff involved in offers and recruitment process 
	AS Student development & staff/student recruitment teams 
	100% of staff involved in offers & recruitment process to have completed training by the time of shortlisting for the 2021 intake.

	
	
	In the 2019 survey:
81%F/76%M students agreed that the Induction process had met their needs.

93%F/78%M agreed they had been treated fairly regardless of gender during recruitment and selection.
	2.2 Annual review and analysis of E&D data on: 
(i) Applicants, offers and acceptances for all new studentships; 
(ii) Degree completion rates by gender
Action Plan updated if necessary, to address any emerging issues.
	January  - annually 
	AS staff/student recruitment team
	Data analysis and recommendations
reported to the SAT; Action Plan updated as required; Summary of key findings and updated actions provided to staff and students.
>90% of students (F=M) to agree the induction process met their needs and that they were treated fairly during recruitment and selection.





	Key

	Objective

	Rationale
	Action planned
	Time-frame
	Person responsible 
	Target outcome

	2
	Ensure a gender balanced and inclusive student body, support student well-being & progression.
	In the 2019 survey 82%F/91%M students agreed the Institute should take action to promote gender equality.
	2.3 Annual review of PGR induction materials to ensure AS information is up-to-date; continue to have PGR representatives on SAT. 
	August 2020, annually thereafter
	AS student development & AS engagement teams
	>95% (F=M) students agree that they ‘are aware that the Institute is taking action promote gender equality’ as a new question in the next survey.

Minimum of two PGR representatives (1F &1M) on SAT. 

	
	
	Postgraduate Research Student Experience Survey (PRES) 2018/19 – 55% F and 48% M students agreed with the statement ‘I know where to find institutional policies in relation to discrimination, bullying and harassment and how to report them’.
	2.4 Update student induction to include a session on the ‘Dignity at work and study policy’, the Respect Advisers Network and the Students’ Representative Council Advice Centre. Signposting to relevant policies and support also available on the Institute’s AS website.
	October 2020, annually thereafter
	AS staff & student development team
	PRES 2020/21: >75% F&M students agree with the statement ‘I know where to find institutional policies in relation to discrimination, bullying and harassment and how to report them’.




	Key

	Objective

	Rationale
	Action planned
	Time-frame
	Person responsible 
	Target outcome

	2
	Ensure a gender balanced and inclusive student body, support student well-being & progression.
	Raise awareness of PGR and employment opportunities amongst undergraduate and PGT students. 

Although we do not lead undergraduate programmes, we believe it important to provide information and encouragement to undergraduate and PGT students to increase awareness of opportunities for further academic study and demonstrate to students that female scientists can be successful and balance this with a family life.

	2.5 Create a leaflet for students detailing opportunities for career support from Institute staff, to include:
(i) discussions about academic careers with small tutorial groups, (ii)
short introductions to staff’s career pathways during lectures, (iii) Careers workshop focussing on PhD and employment opportunities, includes CV advice from Uni Career’s Advisor, representatives from academia and industry (iv) Workshop on ‘Next steps towards a PhD’ and advice on applications for PhD courses, (v) opportunities for interview practice.
	Summer 2020  
	AS staff & student development team with input from PGT co-ordinators
	Workshop attendees to complete evaluation forms, to include free text commentary box to capture feedback and suggestions for unmet needs.

	
	
	PRES 2018/2019: 66%F and 62%M students agreed that ‘I have access to role models I can identify with in my School/University (e.g. in Open Days, marketing materials, inductions, networking events, visiting speakers, mentors)’.
	2.6 Ensure visibility of diverse role models through (i) Annual audit of PGT/PGR promotional material and website to ensure gender balance (ii) Recording staff attendance at open day events (iii) Balance of genders and career stages in external seminar programmes.

	May 2020, annually
	AS Engagement, AS staff & student development team, & Institute seminar co-ordinators
	PRES 2020/21: >80% agreement with the statement ‘I have access to role models I can identify with in my School/University (e.g. in Open Days, marketing materials, inductions, networking events, visiting speakers, mentors)’.

	Key

	Objective

	Rationale
	Action planned
	Time-frame
	Person responsible 
	Target outcome

	2
	Ensure a gender balanced and inclusive student body, support student well-being & progression.
	Institute 2019 survey:

73% PGR students (73%F/75%M) agreed that  the annual review supports their scientific development
 
58% (64%F/47%M) PGR students felt that the annual review helps them to plan their career progression.


	2.7 In advance of annual review meetings: 
(i) Circulate the PGR Annual Review Guide to students and supervisors which emphasises discussions about career progression; 
(ii) Collate and circulate information on academic and post-academic career resources, including NERD events such as CV writing workshops, 
SULSA – post-academic careers workshop & resources.
	In progress

Ongoing
	PGR convenor with input from AS staff & student development team
	> 80% (F=M) PGR students agree that the annual review supports their scientific development and helps them plan their career progression.
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	Objective

	Rationale
	Action planned
	Time-frame
	Person responsible 
	Target outcome

	THEME 3: SUPPORT CAREER DEVELOPMENT AND PROGRESSION FOR ALL STAFF

	3.1

	Support career development and progression for academic staff with a particular focus on senior female academics.
	To build upon the impact achieved through bronze actions designed to support academic career progression. 





	3.1a Embed the Career Mapping Scheme to ensure all academic staff are supported in their career development and progression, with a specific focus on supporting staff through G8 to G9, and G9 to professorial promotion over the next 5 years.
	In progress
	AS staff & student development team with input from SAT chair, Institute Deputy Director and College HR
	>70% of G8 and G9 staff agree with the statement ‘I have made use of at least one of the career mapping scheme, promotion workshops, promotions group’ to be included in the next staff survey.

Increase in number of G8 to G9, and G9 to professorial promotion applications from Institute staff with at least 4 newly promoted female senior academics (Senior Lecturer/Reader/Professor) by 2024. 

	
	
	
	3.1b Support grade 8-9 academic staff to undertake external Leadership training annually whilst continuing to nominate staff for internal UoG leadership training.
	July 2020 – annually
	AS staff development with Head of Professional Services (HoPS) in consultation with the Institute Management Group (IMG)
	At least 5 Institute attendees by 2025 – 3 females (60%).




	Key

	Objective

	Rationale
	Action planned
	Time-frame
	Person responsible 
	Target outcome

	3.1 
	Support career development and progression for academic staff with a particular focus on senior female academics.
	To build upon the impact achieved through bronze actions designed to support academic career progression. 

	3.1c Raise awareness of inclusion of collegiality in professorial promotion criteria through a workshop on ‘Collegiality in a positive research culture’.
	August 2020

Repeat 2 yearly
	AS staff Development & Engagement teams
	70% G9 staff and above to attend workshop and complete an evaluation form with 90% affirming understanding of the new promotion criteria. 

	
	
	Of R&T staff at grade 8 or above, 65% of female and 78% of male 2019 survey respondents agreed that they received help to shape new grant applications and to apply for new grants.
	3.1d Create formalised support mechanisms for all staff to plan and write grant applications via new organised Grant Writing Retreats. 
	A trial of 3 retreats planned for 2020: March, June, October
	AS staff & student development team & MVLS Research Support team
	Use feedback from grant writing retreats to shape future events, including frequency.

Increase to >90% R&T grade 8 and above staff (F=M) who agree they have opportunities for professional development and are supported in their career progression in next survey.

	
	
	
	3.1e Evaluate trial of Immunobiology Research Club, as discussed in Section 5.3(v), p69 using feedback from participants and tracking of successful applications.

	Winter 2020
	AS staff & student development team
	Evaluation of Immunobiology Research Club presented to PIs by November 2020, to include recommendations for ways in which this could be expanded to other disciplines. 




	Key

	Objective

	Rationale
	Action planned
	Time-frame
	Person responsible 
	Target outcome

	3.1

	Support career development and progression for academic staff.
	Promotion of academic staff from grade 7 to 8 requires evidence of independent research funding applications; this is an important transition point in biomedical science with the potential to be a point of attrition for female trajectory
	3.1f Enhance support available to G7 staff wishing to apply for independent fellowships and thus support their transition to G8. Create a leaflet with information on:
(i) Transparent process for fellowship sponsorship; 
(ii) Intensive support available for fellowship grant writing and interview preparation;
(iii) NERD events e.g.  grant writing, availability of fellowships and discussions on grant review process;
(iv) Opportunities for personal development, in line with the Concordat for Researcher Development, including Committee Shadowing
(v) Ensure annual Promotion Workshop specifically details the criteria for G7 to G8 promotion
	Leaflet to be available by  Summer 2020


	AS staff & student development team with input from NERD
	Increase in Fellowship applications from Institute staff with at least 6 new research fellows (minimum 3 female) by 2024.

>80% of G7 academic staff considering a promotion application feel that they understand the university’s promotion criteria by next survey.

Increase in G7 to G8 promotion applications from Institute academic staff with at least 4 new G8 promotions (minimum 2 female) by 2024.




	Key

	Objective

	Rationale
	Action planned
	Time-frame
	Person responsible 
	Target outcome

	3.2
	Increase knowledge and understanding of the promotion process amongst G6 staff.
	Improved process for G6-G7 promotion 44%F/28%M of G6 &G7 staff understand the University’s promotion criteria.
	Raise awareness of the streamlined process for G6 to G7 promotion by ensuring it is featured in Annual Promotion Workshops and by circulating details of the process by email to all G6 staff and their line managers in advance of the annual promotions exercise.

	Ongoing


August, annually
	AS Staff Development & Engagement teams
	>80% of G6 academic staff considering a promotion application feel that they understand the University’s promotion criteria by next survey.

Increase in G6 to G7 promotion applications from Institute staff with at least 16 new G7 promotions (minimum 8 female) by 2024.

	3.3
	Increase networking opportunities to enhance career development of staff and maintain supportive environment.
	76%F/77%M staff agree that III provides networking opportunities.
	(ii) Continue to support the Institute’s ECR annual away day;
(ii) Raise awareness of networking opportunities (e.g. NERD, seminar speaker lunches, social events) via weekly newsletter, email and twitter.
	September, annually

Ongoing
	AS Staff Development & Engagement teams
	>90% staff agree ‘The Institute provides useful networking opportunities’ in the next survey.

	3.4
	Support staff when they join the redeployment register as grant -funding end dates approach.
	On average ~ 40-50 staff will join the redeployment register each year.
	When a staff member joins the redeployment register, the Head of Professional Services will send them and their line manager information about UoG support services including a Careers Adviser and CV support.
	In progress

Ongoing
	AS staff & student development team & Head of Professional Services
	>70% of staff who leave the Institute report that they received redeployment support from their line manager in their exit interview.




	Key

	Objective

	Rationale
	Action planned
	Time-frame
	Person responsible 
	Target outcome

	3.5
	Facilitate increased awareness of post-academic career opportunities.
	Studies show that the majority of G6 & G7 R&T staff working in biomedical science disciplines across the UK will not secure a permanent academic position. 
	Increase awareness of post-academic career options by:
(i)  Collating information on post-academic career resources, including NERD events such as CV writing workshops, Advice Shop (below)
SULSA – post-academic careers workshop & resources and UoG support services including a Careers Adviser and CV support and make this available via AS website
(ii) Supporting NERD with the establishment of ‘Advice shop’: a database of post-academic contacts (currently 25 including scientific writers, publishing staff, NHS scientists, Pharma scientists including non-lab-based personnel). Interested academic staff will be paired with a relevant individual to receive bespoke advice/information.
	In progress

Ongoing




To be launched early 2020 with a networking event and advertised on the weekly newsletter and via Twitter 

	AS staff & student development team with NERD 

	>70% F/M staff who leave the Institute report that they received information about post-academic career options.
 
>90% of F/M respondents to the annual NERD survey agree they have received useful information on post-academic careers.




	Key

	Objective

	Rationale
	Action planned
	Time-frame
	Person responsible 
	Target outcome

	3.6
	Support career development and progression for P&S staff.
	51%F and 61%M P&S respondents to 2019 survey agree that they are actively encouraged to develop their career.
	3.6a Lead improvements in line manager understanding of the regrading process for P&S staff via a workshop and examples of successful regrading applications.
	May 2020

Repeat every 2 years
	AS staff & student development team with MVLS HR staff
	>75% of line managers of P&S staff feel they ‘understand the university regrading process for professional and technical staff’ in next survey.

	
	
	
	3.6b Prepare an FAQ guide to the Research Scientist job family and circulate to technical staff and their line managers ahead of annual PDR meetings to promote uptake.
	Guide available by August 2020
	AS staff & student development team with MVLS HR staff
	At least 4 Institute staff members to move on to Research Scientist track by 2023 (F=M).

	
	
	
	3.6c Raise awareness of the Technician’s Commitment and Action Plan amongst P&S staff and line managers with a dedicated session at the P&S staff away day, updates at townhall meetings, information on the AS website and circulated in the weekly newsletter.
	In progress

Ongoing
	AS staff & student development & Engagement teams
	>80% technical, specialist and operations staff within P&S report awareness of the Technician’s Commitment in response to a new question in the next survey.




	Key

	Objective

	Rationale
	Action planned
	Time-frame
	Person responsible 
	Target outcome

	3.6
	Support career development and progression for P&S staff.
	51%F and 61%M P&S respondents to 2019 survey agree that they are actively encouraged to develop their career.

	3.6d Raise awareness of the new Glasgow Professional Behavioural Competency Framework amongst P&S staff and their line managers with a dedicated session at the P&S staff away day, information on the AS website and circulated in the weekly newsletter.
	Jan 2020, then ongoing
	AS Staff Development & Engagement teams
	>60% P&S staff report awareness of the Behavioural Competency Framework in response to a new question in the next survey.

	
	
	
	3.6e Implement new fund for external training/conference attendance for P&S staff, including funding to support ‘Chartered Scientist’ training for Technicians.
	August 2019
	AS staff & student development team
	At least 2 P&S staff to receive funding annually

>75% P&S staff (F=M) feel that they are actively encouraged to develop their career in next survey.

	
	
	
	3.6f Provide funding for at least one member of P&S staff to undertake external Leadership training annually whist continuing to nominate staff for internal UoG leadership training.
	July 2020 - annually
	AS staff & student development team, HoPS in consultation with the Institute Management Group
	At least 5 Institute attendees by 2025.




	Key

	Objective

	Rationale
	Action planned
	Time-frame
	Person responsible 
	Target outcome

	3.6
	Support career development and progression for P&S staff.
	51%F and 61%M P&S respondents to 2019 survey agree that they are actively encouraged to develop their career.

	3.6g Establish technician’s forum with representatives drawn from all subject areas. Two forum members will join the MVLS Technician Commitment working party.
	In progress

Ongoing
	AS staff & student development team
	At least two Institute technicians on MVLS working party at any one time. 

	
	
	
	3.6h Organise an Institute P&S Staff Away Day.

	Jan 2021

Every 2 years
	AS staff & student development team; Head of Professional Services
	Annual awaydays implemented with >70% of P&S staff attending and agreeing that the awayday was useful.
>75% P&S staff (F=M) feel that they are actively encouraged to develop their career in next survey.




	
Key

	Objective

	Rationale
	Action planned
	Time-frame
	Person responsible 
	Target outcome

	3.7
	Improve value of Performance, Development & Review (PDR) for academic career development and progression. 
	Majority of academic respondents in 2019 survey do not feel that PDR is useful in helping them identify training opportunities (51% F/37% M agree).
	3.7a Promote availability of the new Institute training fund to further support academic staff career development and training opportunities. Circulate information at launch of annual PDR, include on Athena SWAN webpages and periodically promote these through the weekly newsletter and twitter 
	In progress

Ongoing
	AS Staff Development & Engagement teams with Comms Officer

	Increase to >70% of academic staff (F=M) who agree that PDR is useful in helping them identify training opportunities in next survey.

Increase to >90% academic staff (F=M) who agree that they are actively encouraged to develop in their career in next survey.


	
	
	
	[bookmark: _Hlk25931249]3.7b Design workshops specific for ECRs (G6-8 staff) and G9 and above staff with guidance on completing the form tailored to career stage. Reviewers and reviewees will attend separate workshops. Workshops will emphasise the importance of using PDR to discuss and identify training needs and career development opportunities as per the Concordat for Researcher Development.
	August 2020 – annually thereafter
	AS staff & student development team with input from HR
	

	
	
	
	3.7c Trial the delivery of workshops by a senior member of the relevant job family from another Institute where PDR is perceived more positively. Gather feedback from attendees and use this to inform next steps
	Trial in August 2020
	AS staff & student development team
	>50% of R&T staff (F=M) attend a PDR workshop in 2020

>70% attendees agree that having a presenter from another Institute was helpful.

	Key

	Objective

	Rationale
	Action planned
	Time-frame
	Person responsible 
	Target outcome

	3.7
	Improve value of Performance, Development & Review (PDR) for academic career development and progression
	Majority of academic respondents to 2019 survey do not feel that PDR is useful in helping them identify training opportunities (51% F/37% M agree).
	3.7d Academic staff to plan at least one career development action during PDR - included in Institute PDR checklist.

	PDR 2020, annually thereafter
	AS staff & student development team
	>85% academic staff to have identified at least one career development activity during PDR.


	3.8
	Improve value of Performance, Development & Review (PDR) for P&S staff career development and progression
	[bookmark: _Hlk25934707]Majority of P&S staff do not feel PDR is useful in helping them identify training opportunities (43% F/40% M agree).
	3.8a Improve visibility of funds for training and opportunities for career development by creating 
(i) a Technician’s online hub and (ii) an MPA (Management, Professional, Administrative) online hub with information on training funds, career development & training opportunities, outreach activities and job family specific information e.g. Glasgow Professional Behavioural Competencies Framework, MPA network, Technician’s Commitment. Circulate information at launch of annual PDR and periodically promote through the weekly newsletter and twitter feeds.
	Available from August 2020
	AS staff & student development team with Comm’s Officer
	Increase to >70% P&S staff (F=M) agree that PDR is useful in helping them identify training opportunities.

Increase to >70% P&S staff (F=M) agree that they are ‘made aware of career development opportunities’ as a new question in the next survey.

Increase to >90% P&S staff (F=M) who agree that they are actively encouraged to develop in their career in next survey.






	Key

	Objective

	Rationale
	Action planned
	Time-frame
	Person responsible 
	Target outcome

	3.8
	Improve value of Performance, Development & Review (PDR)  for P&S staff career development and progression
	Majority of P&S staff do not feel PDR is useful in helping them to identify training opportunities (43% F/40% M agree).
	3.8b Design PDR workshops tailored to P&S staff job families. Reviewers and reviewees will attend separate workshops. Workshops will also emphasise the importance of using PDR to discuss and identify training needs and career development opportunities. 
	PDR 2020, annually thereafter

	AS staff & student development team with input from HR
	Increase to >70% P&S staff (F=M) agree that PDR is useful in helping them identify training opportunities.


	
	
	
	3.8c Create a PDR checklist tailored for P&S staff reviews to include training opportunities, skills development and career progression.
	
	AS staff & student development team 
	At least 50% of P&S staff to submit a PDR checklist in 2020 rising to 80% by 2022. 

>85% P&S staff to have identified at least one career development activity during PDR.

	
	
	
	3.8d P&S staff to plan at least one career development action during PDR - included in Institute PDR checklist.
	
	
	

	3.9
	Increase awareness of quality and usefulness of career support from staff leaving the Institute
	30-40 staff leave the Institute each year, mainly due to completing Postdocs, and we only know the destination of 64% of these individuals. 

Insufficient exit interview data to assess usefulness of career development opportunities for future career steps. 
	Line managers and supervisors to encourage their staff and PGR students to participate in an exit interview by explaining the value of the process. Exit interviews will be coordinated by either local HR, Head of Professional Services (HoPS) or Head Technician.
	Annually from September 2020
	AS staff & student development team, with support from local HR, HoPS and Head Technician;
Line Managers (PIs)
	Next destination data by gender available for >90% of staff leavers by 2022.

At least 70% of staff complete an exit interview and >80% of these staff agree they have received useful career development support.



	Key

	Objective

	Rationale
	Action planned
	Time-frame
	Person responsible 
	Target outcome

	THEME 4: ENHANCE RECRUITMENT, INDUCTION & MENTORING FOR STAFF

	4.1 
	Identify, attract, recruit, mentor and retain senior female academics
	Between 2015-2019:
· 7 G8 positions were advertised and 28 applications were received (46%F) 
· 1 G9 position was advertised, 5 applications were received (20%F)
· 2 professorial positions were advertised, 3 applications were received (0%F) 

Lower proportion (15%) of F at Professorial level compared to nationwide levels (20%).


	Produce a guidance document summarising recommendations for G8 and above recruitment: 
(i) Selection panels required to consider using an external recruitment agency
(ii) Selection panels and recruitment agency (if used) required to identify both female and male potential candidates, such that the list of potential candidates to be contacted has at least 30% female – one way to achieve this is by reaching out to senior female academics in specific field to solicit suggestions
(iii) All identified potential candidates to be contacted by the selection panel (or recruitment agency) to alert them to the vacancy
(iv) All potential candidates to receive an Institute recruitment pack with information about flexible working and family friendly policies, career development opportunities, our approach to promoting a positive research culture and life in Glasgow.
	Guidance document developed and adopted by September 2020 with annual reviews of content.


	AS staff recruitment team and bespoke selection panels for grades 9/8-10
	At least 50% at grade 8 and 30% at grade 9/10 applicants to be F




	Key

	Objective

	Rationale
	Action planned
	Time-frame
	Person responsible 
	Target outcome

	4.2


	Strengthen/Consolidate induction process to make it more welcoming and informative
	79%F and 77%M staff feel that the induction process met their needs in the 2019 staff survey.

Although this signals high satisfaction rates - we recognise the importance of the induction experience and want to further improve this as part of an ambitious Silver Action Plan. 






	4.2a Develop a bespoke induction pack for each job family - use focus groups with recently recruited staff to inform content.
	In use from October 2020
	AS recruitment team

	>90% of new staff recruited from 2021 onwards agree that the induction process met their needs. 

	
	
	
	4.2b ‘First Five’….email/personal introductions made by new staff member’s line manager to five key individuals the new employee should meet with during the first month.

	In use from October 2020
	AS Engagement team to inform line managers

	

	
	
	
	4.2c(i) Feature new staff in Institute weekly newsletter 
(ii) Weekly ‘new staff’ welcome message on Institute OneLan screens. 
	In progress

Ongoing
	AS recruitment team with Comms Officer

	

	
	
	
	4.2d New starts to meet senior academic management and P&S staff leads in their area at quarterly ‘Hello & Welcome’ tea & coffee sessions. 
	In progress

Ongoing
	AS Engagement team with Area heads
	

	
	
	
	4.2e New technical staff to meet with Chief Technician and Technical Champions within first month.
	In progress

Ongoing
	AS Engagement team with Chief Technician
	




	Key

	Objective

	Rationale
	Action planned
	Time-frame
	Person responsible 
	Target outcome

	4.3
	Strengthen and embed our mentorship programme to support career progression as a beacon AS activity to share with others.
	61% of academic staff (55%F/70%M) agree that they have benefitted from the advice of formal or informal mentors in planning career advancement.

Of those participating in the mentorship programme, 78%F and 81%M mentees agree their mentor has been useful in helping them think about their current job and/or their future career.
	4.3a Improve mentorship scheme through 
(i) external training for mentorship co-ordinator and
(ii) annual internal and external training opportunities for scheme mentors 
(iii) Mentorship scheme workshop for mentees 
(iv) Showcase successful matches and link to YouTube videos on developmental mentorship on Institute’s AS mentorship website.
	Improved website completed by Spring 2020.

Annual training in September 2019 and annual thereafter.
	AS staff & student development team with Institute’s mentorship co-ordinator







	>75% of academic staff (F=M) agree they have benefitted from the advice of formal or informal mentors in planning career advancement.

>90% (F=M) of those participating in the mentorship programme feel their mentor has been useful in helping them think about their current job and/or their future career.

	
	
	
	4.3b Encourage staff to become mentors through sharing of information and experiences at internal senior academic meetings, and through linking mentorship to new collegiality criteria in professorial promotion.
	In progress

Ongoing
	AS staff & student development team with Institute’s mentorship co-ordinator

	The number of academic staff mentors in the mentorship programme to increase from 25 to 50 by 2023.

	
	
	
	4.3c Collaborate with other Institutes and Schools in MVLS to pool staff resources and numbers and extend mentorship scheme to P&S staff.  
	Sept-Dec 2020 scoping and planning, scheme launched in Jan 2021
	AS staff & student development team with Institute Mentorship co-ordinators
	>60% of P&S staff to be involved in mentorship scheme.





	Key

	Objective

	Rationale
	Action planned
	Time-frame
	Person responsible 
	Target outcome

	THEME 5: PROMOTE A POSITIVE & SUPPORTIVE ORGANISATIONAL CULTURE

	5.1
	Support staff with family and caring responsibilities 
	Results from the 2019 survey indicate that there are some staff for whom the University’s family friendly policies are relevant but they don’t feel they know enough about them.
	5.1a Improve awareness of leave policies via sign posting on our AS webpages and a ‘Family Friendly Policy of the Month’ initiative selecting one policy to highlight each month via the newsletter, twitter and the OneLAN screens on each floor.
	 In progress

Ongoing, monthly from January 2020 
	AS family friendly team with Comms officer
	<5% of staff (F=M) feel that they should but do not know about relevant leave policies in next survey.

	
	
	
	5.1b Bench & Bairns to launch a ‘Top Tips for supporting staff and students with caring responsibilities’ guide to signpost line managers to resources, policies etc.
	September 2020
	AS family friendly team with Comms officer
	

	
	
	Since 2015, 29 staff have been on maternity leave but only 5 staff took KIT days.
	5.1c Create Case Studies featuring staff who have used KIT days and feature these on the AS website, and the ‘Family Friendly Policy of the Month’ initiative.
	Case studies prepared by June 2020
	AS family friendly team with Comms Officer
	>50% of staff on maternity leave take at least one KIT day by 2023.

	
	
	20%F/30%M reported in 2019 survey that they should know about University policies on flexible working but did not.
	5.1d Run a flexible working awareness workshop for line managers. Continue to raise awareness of formal and informal flexible working amongst staff and line managers to help promote a healthy work-life balance.
	Annually from October 2020
	AS family friendly team
	<5% of staff (F=M) to agree that they should but do not know about relevant flexible working policies in next survey.




	Key

	Objective

	Rationale
	Action planned
	Time-frame
	Person responsible 
	Target outcome

	5.1
	Support staff with family and caring responsibilities
	As above
	5.1e Raise staff awareness of options to support transition from Mat leave or part-time work following a career break to full-time via case studies on AS website and guidance on the process.
	Case studies and process guidance available June 2020
	AS family friendly team with Comms Officer
	>90% of staff working part-time agree that ‘they are aware of the option to return to FT work’ as a new question in next survey.

	5.2
	To increase staff awareness of, and confidence in, the Institute’s approach to dealing with bullying and harassment.
	In 2019, 37%F/59%M agreed they were aware of the University’s Dignity at Work and Study Policy.

In 2019, 62%F/71%M agreed they were confident the Institute would deal effectively with a complaint about harassment, bullying or offensive behaviour.
	5.2a Use away days during 2020 to discuss and agree what we want our healthy behaviours to be, how should we treat each other, how do we expect people to behave. Summarise in an Institute Research Culture statement to be shared with all staff by email, the weekly newsletter and the AS webpage.
	Research Culture statement circulated by December 2020 
	AS Engagement team with Institute Director and Deputy Director
	>90% of staff (F=M) are aware of the University’s Dignity at Work and Study Policy.

>90% of staff (F=M) feel confident the Institute would deal effectively with a complaint about harassment, bullying or offensive behaviour.



	
	
	
	5.2b Use OneLan screens and weekly newsletter to raise awareness of the University’s Dignity at Work and Study policy, including the definitions of inappropriate behaviour.
	In progress

Ongoing
	AS Engagement team with Comms Officer
	




	Key

	Objective

	Rationale
	Action planned
	Time-frame
	Person responsible 
	Target outcome

	5.2
	To increase staff awareness of, and confidence in, the Institute’s approach to dealing with bullying and harassment.

	In 2019, 37%F/59%M agreed they were aware of the University’s Dignity at Work and Study Policy.

In 2019, 62%F/71%M agreed they were confident the Institute would deal effectively with a complaint about harassment, bullying or offensive behaviour.
	5.2c Instigate an annual Respect Workshop to make clear the Institute’s approach to dealing with complaints about inappropriate behaviour and signpost support available within the University, including the Respect Advisers Network. 
	Annually from June 2020
	AS Engagement team
	>90% of staff (F=M) are aware of the University’s Dignity at Work and Study Policy.

>90% of staff (F=M) feel confident the Institute would deal effectively with a complaint about harassment, bullying or offensive behaviour.


	
	
	
	5.2d Institute wellbeing webpage within AS pages with information on Dignity at Work & Study policy, Respect Advisors mental health resources and support, including Institute’s mental health first aiders.
	In progress

Ongoing
	AS Engagement Team and Comms Officer
	

	
	
	
	5.2e Make online Bystander intervention training mandatory, with completion assessed at the annual Performance & Development Review.
	January 2021 onwards
	AS Engagement team and line managers
	>90% staff complete Bystander Intervention Training. 




	Key

	Objective

	Rationale
	Action planned
	Time-frame
	Person responsible 
	Target outcome

	5.3
	To improve gender balance on the Institute’s decision-making committees.
	40%F/48%M staff agree that there is fair representation of all genders on Institute committees.

Committees are gender balanced apart from Strategy group (29%F/71%M).
	5.3a Raise awareness of committee ‘shadowing’ opportunities by targeted emails to G7 and above staff, announcements on OneLAN screens and weekly newsletter.

	In progress

Ongoing
	AS Engagement Team and Comms Officer 
	At least 4 individuals (2F) shadow senior staff in any one year.

	
	
	
	5.3b Instigate an annual Succession Planning Exercise to be undertaken by the Institute Management Group and discussed at PI meetings to identify staff for leadership roles/training.
	June 2020, annually thereafter
	SAT chair with Institute Director and Deputy Director
	>90% of G8 and above staff (F=M) agree ‘The appointment of staff to leadership positions is transparent’ as a new question in next survey.

	5.3
	To improve gender balance on the Institute’s decision-making committees.
	40%F/48%M staff agree that there is fair representation of all genders on Institute committees.

Committees are gender balanced apart from Strategy group (29%F/71%M).
	5.3c (i) Advertise upcoming committee positions to all Institute staff (by email and newsletter), including essential and desirable criteria to encourage all suitable staff to apply. Prioritise gender balance on committees where possible
(ii) Achieve gender balance on the Strategy Group.
	Ongoing
	AS Engagement Team and Comms Officer
	All committees, including Strategy Group, are gender balanced by Dec 2020.

Details of committee membership available via Institute website.

>80% of staff agree there is a fair representation of all genders on Institute committees.





	Key

	Objective

	Rationale
	Action planned
	Time-frame
	Person responsible 
	Target outcome

	5.4
	Support any P&S staff member who wishes to have a web profile.
	Communication focus group demonstrated agreement that all staff should have webpage profiles
	Webpage profiles for all P&S staff who wish to have one, with automatic updating of publications from Enlighten database.

	In progress
	AS staff & student development team with Comms Officer
	>60% of P&S staff to have staff profile by 2020.

	5.5
	Improve the transparency of workload allocation.
	28%F/35%M agree that workload allocation is transparent.
	Based on the lessons learned from Immunology teaching review, use Principal Investigator forums and townhall meetings to discuss and agree Institute’s approach to transparent workload allocation. Summarise the recommendations emerging from these discussions for ratification and adoption by IMG. 
	Across 2020
	SAT chair and Institute Director/Deputy Director
	>70% of staff agree that workload allocation is transparent.

	5.6
	Ensure that the timing of work-related social activities is suitable for attendees with caring responsibilities.
	2019 survey 63% F and 69%M staff agreed with the statement ‘Work related social events are scheduled, where possible, to allow those with caring responsibilities to attend’.
	Canvass staff for views on most appropriate timing of events and suggestions for new events. Implement revised timings and new events in 2020 and use event feedback to inform any subsequent changes.
	Trial revised timings in 2020
	AS Engagement team and line managers
	>90% staff (F=M) agree that ‘Work related social events are scheduled, where possible, to allow those with caring responsibilities to attend’ in next staff survey.




	Key

	Objective

	Rationale
	Action planned
	Time-frame
	Person responsible 
	Target outcome

	5.7
	Increase visibility of role models and enhance support for individuals with protected characteristics.
	During Bronze, 3 out of 4 subject areas failed to achieve gender balance in their external seminar programmes.

In the 2019 survey, 79%F/82%M staff and 85%F/88%M PGR students agree that the Institute uses individuals of all genders as role models.
	5.7a Seminar organisers to receive UoG Guidance on Embedding Equality, Diversity & Inclusion into Conferences and Events and use a standardised text when requesting suggestions for seminar speakers to achieve gender balance seminar speakers in all subject areas. 
	In progress

Seminar programmes audited in May 2020 and annually thereafter
	AS Engagement team and area seminar co-ordinators 
	Gender balance of invited seminar speakers across the Institute to be achieved by 2022.

>90% of students & staff to agree that the Institute uses individuals of all genders as role models.

	
	
	
	5.7b Profile role models at International Women’s Day event. Event to be discussed by November each year for delivery on IWD. Gather feedback and suggestions for subsequent events. 
	Annually from March 2020 
	AS Engagement team 
	March 2020 IWD event to attract at least 30 attendees (65%F).

>90% of students & staff to agree that the Institute uses individuals of all genders as role models.

	
	
	
	5.7c Initiate annual audit of Institute webpages for balanced gender representation and use of inclusive language.
	Annually from April 2020
	AS Engagement team & Comms Officer
	SAT to analyse audit results and make changes to webpage imagery and language used, as required.




	Key

	Objective

	Rationale
	Action planned
	Time-frame
	Person responsible 
	Target outcome

	5.7
	Increase visibility of role models and enhance support for individuals with protected characteristics.
	In the 2019 survey, 79%F/82%M staff and 85%F/88%M PGR students agree that the Institute uses individuals of all genders as role models.
	5.7d Expand the designation of gender-neutral toilets at the virology building across all Institute buildings.
	In progress
	AS Engagement team & Institute Director/Deputy Director
	Gender-neutral toilets to be available in all Institute buildings by end of 2020.

	
	
	
	5.7e Mark LGBT history month with annual LGBTQ+ awareness event. Gather feedback and suggestions for subsequent events.
	Annually from February 2020, 
	AS Engagement team
	First event to be held in 2020 and annually thereafter. 

	
	
	
	5.7f Scottish transgender alliance presentation at Institute Away Day.
Gather feedback and suggestions for subsequent events.
	May 2020 Awayday and then biennially
	AS Engagement team
	First presentation at May 2020 Away Day. 

	5.8
	Ensure the Institute recognises and rewards participation in outreach activities.
	In 2019 survey, 78%F and 82%M staff agreed that ‘Outreach/Public Engagement activities are valued in the Institute’.
	Ensure outreach activities are valued by promoting them through weekly newsletter, twitter and celebrating them at awaydays.
	July 2020 - annually
	AS Engagement team
	>90% staff (F=M) agree that ‘Outreach/Public Engagement activities are valued in the Institute’ in the next staff survey. 




	Key

	Objective

	Rationale
	Action planned
	Time-frame
	Person responsible 
	Target outcome

	5.9
	Increase the provision of wellbeing activities for staff. 
	In 2019 survey, 68%F/65%M agreed they were comfortable with their work/life balance.
	Introduce an annual Institute ‘Week of Wellbeing’ to encourage staff to try out new activities. Use feedback to gather ideas for a portfolio of wellbeing activities to be offered during the year.
	Annually from November 2020
	AS Engagement team
	Inaugural Institute Week of Wellbeing held in November 2020 with at least 5 activities. 75% of attendees reporting positive impact on wellbeing via event evaluations. 

>70% of all staff agree that ‘the Institute provides opportunities for wellbeing activities’ in the next survey.

>80% of staff feel comfortable with their work/life balance.
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PGR G 6/7 G 8 G 9/R Prof Clin P&S
Female 52% 63% 100% 100% 80% 33% 26%
Male 53% 38% 56% 90% 90% 100% 50%
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Photo 5.1: III lead for NERD,  Lilach Sheiner (left) ,   collects  the NERD Research Cul ture  Award, May 2019. Pictured  with Rhian Touyz , Institute  Director   at Institute of  Cardiovascular and Medical  Sciences    
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Photo5.3: Discussions on 
what mentorship is at III 
mentorship workshop, 
2019
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