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Ref: RMT/mgck 

 

3rd May, 2019 

 

 

Dear Mr Greenwood-Lush, 

 

It is with the greatest enthusiasm that I write this letter in support of the application of the Institute of Cardiovascular 

and Medical Sciences (ICAMS) for an Athena SWAN Silver award. 
 
I have been Director of ICAMS for 7.5 years and as a researcher, clinician, wife and mother, I am fully aware of the 

challenges women face in academia. In my leadership role, I am committed to ensuring the career development and 

successes with equal opportunities for all. Indeed, I am extremely proud to have founded the ‘Women in Hypertension 

Research Programme’ under the umbrella of the International Society of Hypertension, which was established to support 

and inspire women in academia worldwide.  
 
It has been most rewarding to observe the positive culture change in ICAMS since our Bronze award. Athena SWAN 

initiatives and developments are now a fixed feature in our institute.  The engagement from colleagues across the board 

has been tremendous, as evidenced by the 83% response rate to our staff survey and our new initiatives. A major focus 

has been to ensure prominent role models for our aspiring women academics. We have also instituted a comprehensive 

cultural change of forward thinking policies emphasising equal opportunities for career development for all.  
 
New initiatives include the 12 P’s for PIs commitment, the Fellowship Opportunities in Cardiovascular 

Science (FOCUS) scheme, career development reviews, the Network for Early Career Research Development (NERD), 

and the Women in Research Network (WIRN). Impacts of these changes have been tangible. We have made huge 

strides in improving gender balance of our invited speakers, providing accessible role models to our researchers. In our 

staff survey, 100% of ICAMS staff agree that “they had been treated fairly regardless of gender with respect to 

recruitment and selection”. We have also seen an increase in promotion success rates, matching a large improvement in 

survey responses in 2018; 83% of males and 94% of females agreed that “appropriate support and advice is provided in 

the institute at each stage of promotion”. 
 
Despite progress we recognise there is still work to be done. We suffer from a gender imbalance at Professorial/Reader 

levels. The fact that this is an issue across the field means we cannot rely entirely on equality in hiring practices; we 

need to develop and promote our female researchers from within. I am committed to supporting a culture that provides 

the best opportunities and prospects for our female academics and to ensure greater female visibility and leadership. 

Finally, we recognise the importance of career development among our technical and administrative colleagues – an 

important focus of our action plan moving forwards. 
 
I will continue to work with the SAT committee and will provide personal and institutional support to implement the 

proposed action plans. With commitment and buy-in from ICAMS staff and promoting a culture where equality is a core 

value of ICAMS, all staff will have fair and equal opportunities to achieve their goals and ambitions.  
 
All information provided is an honest, accurate and true representation of ICAMs. 

 

Yours sincerely,  

 

mailto:Rhian.Touyz@glasgow.ac.uk
http://www.gla.ac.uk/researchinstitutes/icams/staff/rhiantouyz/
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Acronyms  

General: 

BAP = Bronze action plan 

BHF = British Heart Foundation 

ECR = Early career researcher 

ICAMS = Institute of Cardiovascular and Medical Sciences 

PGR = Post graduate research 

PGT = Post graduate taught 

P&DR = Performance and development review 

MVLS = Medical, veterinary and life sciences (college) 

NERD = Network for Early Career Researcher Development 

NHS = National Health Service 

SAT = Self-assessment team 

STEMM = Science, Technology, Engineering, Medicine and Mathematics 

UoG = University of Glasgow 

WIRN = Women in Research Network 

YIN = Young investigator network 

  

SAT subcommittees and action points: 

CD = Career development and mentoring  

HR = Human resources policies 

S&PP = Student and parental policies 

WD = Web content and dissemination  
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2. DESCRIPTION OF THE DEPARTMENT 

Recommended word count:  Bronze: 500 words  |  Silver: 500 words 

The University of Glasgow (UoG)) is divided into four Colleges, each of which is further 

divided into Schools and Research Institutes. Key decision-making processes occur at 

both College and Research Institute/School level. Institute of Cardiovascular and Medical 

Sciences (ICAMS) sits in the College of Medical, Veterinary and Life Sciences (MVLS) and 

the ICAMS Director is Professor Rhian Touyz (F).  ICAMS has a multidisciplinary approach 

to research. Research quality in ICAMS is illustrated through the British Heart Foundation 

(BHF) Excellence Award to create a Centre of Excellence (2014-2019), which was recently 

renewed (2019-2024).   

 

In 2017/18, the ICAMS community comprised 174 staff (54% female). This includes broad 

categories of non-clinical (research and teaching) academics, clinical posts, managerial 

and professional roles (MPA), technical posts, and operational posts (Fig 2.1, Table 2.1).  

ICAMS has a philosophy of not differentiating between clinical and non-clinical research. 

However, we recognise that the career of clinician/non-clinicians can be susceptible to 

different challenges, and we generally present data here separately for these staff 

groups.   

 

Figure 2.1 – Staff by Role and Gender (one operational support colleague included under 

the technical job family for confidentiality throughout the application). 
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Table 2.1 – Staff by Role and Gender (one operational support colleague included under 

the technical job family for confidentiality throughout the application). 

 

ICAMS teaching portfolio is exclusively postgraduate students, including 

• Postgraduate taught (PGT) students over seven courses.  

• Postgraduate Research (PGR) students; MSc (Res), PhD and MD degrees.  

ICAMs student cohort includes 186 students, with a preponderance of females in both 

PGR and PGT courses (Fig 2.2, Table 2.2).   

 

Figure 2.2 – Students by Type and Gender 

 

 

Table 2.2 – Total number of Students by Gender 

 Female Male % Female Total 

Academic 41 36 53% 77 

Clinical 21 31 40% 52 

MPA 15 2 88% 17 

Technical 17 11 60% 27 

Total 94 80 54% 174 

 Female Male % Female Total 

PGR 43 23 65% 66 

PGT 70 50 58% 120 

Total 113 73 61% 186 
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Staff are based in the Glasgow Cardiovascular Research Centre (GCRC) on the University’s 

main campus, a purpose-built building with showers, flexible meeting and social spaces, 

and, following our Bronze AP (BAP), bookable private rooms for nursing mothers, baby-

changing facilities and gender neutral toilets.  Details of this flexible environment are in 

staff induction materials, website, and are discussed in open forum meetings.  

 

Staff with clinical roles at the Queen Elizabeth University Hospital/Golden Jubilee 

Hospital have office space in GCRC, while those at Glasgow Royal Infirmary have office 

space in a dedicated on-site University building. Significant investment has been made in 

video conferencing and audio-visual technologies allowing hospital-based staff to 

participate in meetings/seminar series.  

 

The published ICAMS management structure purposely embeds the Athena SWAN SAT 

within Institute life, facilitating bidirectional flow of communications between 

committees. SAT representatives give regular updates to the Executive, Scientific 

Steering Committee, and the staff Open Forum. 

 

Figure 2.3 – ICAMS Structure and Management 

 

 

The Open Forum, a major innovation, launched in 2015 meets 6-monthly and provides 

information from the University, College and Institute to staff allowing a risk-free 

platform for anonymous written suggestions to improve Institute life. Forums have been 

used to highlight AS actions, and to discuss staff survey findings with all colleagues. 

ICAMS’ monthly newsletter “The Pulse of ICAMS”, features a dedicated AS section 

keeping all ICAMS staff well informed and engaged. 
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We were awarded 1000 additional words for the present application, due to the 

complexity of ICAMS. Throughout this application, the actions in the action plan are 

mapped to the section they are most relevant to; they therefore may not be in numerical 

order in the text. 

 

Words: 474 
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3. THE SELF-ASSESSMENT PROCESS 

Recommended word count: Bronze: 1000 words  |  Silver: 1000 words 

 

(i) a description of the self-assessment team 

Dr Jennifer Logue has been the SAT chair during our AS journey, with Dr Paul Welsh 

deputising during Dr Logue’s maternity leave. Since our BAP, there has been a natural 

turnover. Recruitment to the SAT is voluntary to ensure buy-in of enthusiastic staff. 

Members have been refreshed via open forum invites, scientific steering committee, 

networks, and the newsletter. All career tracks are now represented, including 

Management, Professional & Administrative (MPA) and technical staff, to help better 

respond to career development needs and equality issues for all Professional and Support 

(PS) staff.  

 

From April 2018 the SAT comprised 12 males and 17 females (59%F) (Table 3.1) broadly 

representing the ICAMS community (54%F). The large SAT demonstrates the high level of 

enthusiasm and extent to which AS work is viewed as important within ICAMS; it also has 

allowed sharing out of roles and work so no members are unduly burdened. As such our 

SAT is divided into four subcommittees (each with a defined lead) with specific tasks 

broadly relation to Website and Dissemination (WD), Human Resources (HR), Students 

and Parental Policy (S&PP), and Career Development (CD). 

 

Table 3.i.1 – Composition of the ICAMS Self-Assessment Team 

Name Gender Job title Relevant 

departmental 

roles 

SAT sub-

committee 

Experience of 

work life 

balance 

Colin Berry M Professor Principal 

Investigator and 

line manager 

WD Dual career 

household; 3 

young children 

Jillian Blair F Head of 

Admin 

Staff induction 

processes and 

management 

role 

 HR No family 

commitments; 

time divided 

between work 

& hobbies 

Angela 

Bradshaw 

F Lecturer  Co-ordinator 

(and founder) 

NERD 

S&PP 

Subcommittee 

head 

Dual career 

household; 2 

young children, 

1 with 

additional 

needs; Flexible 

work since 

2014; Family all 

live outside the 

UK 

Katriona 

Brooksbank 

F Clinical 

Research 

Manager 

Administrative 

and student 

liaison 

S&PP Dual career 

household; 3 

children; Part-
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time studying 

for LLB planned 

Fergus 

Brown 

(sub David 

Tedman) 

M Head 

(Deputy) of 

MVLS HR 

n/a  HR  Lives with his 

partner in a 

dual-career 

household 

Katie Farrell F Gender 

Equality 

Officer 

n/a Overall 

guidance on 

best policy  

Dual-career 

relationship; 

manages & 

promotes work-

life balance. 

Dilys 

Freeman 

F Senior 

Lecturer 

MSc programme 

Director  

HR  Experience as a 

mentor to 

students and 

post-docs 

Lesley 

Graham 

F Research 

Associate 

NERD co-

ordinator 

CD Dual-career 

relationship; 

young children 

Stuart Gray M Lecturer  Deputy director 

of Sport & 

Exercise Science 

MSc 

 S&PP Three young 

children; 

partner works 

part-time 

David 

Hughes 

M Chief 

Technician 

Technician 

career 

development 

WD Caring 

responsibilities 

for elderly 

parents 

Stephanie 

Lavery 

F Programme 

Support/PA 

 MPA 

representative 

 WD No family 

commitments; 

time divided 

between work 

& 

hobbies/friends 

Robert 

Lindsay 

M Reader Principal 

Investigator and 

line manager 

CD  Dual career 

household; 3 

school aged 

children 

Jennifer 

Logue 

F Reader Chair of Athena 

SWAN SAT 

CD 

subcommittee 

head 

Dual academic 

career 

household; 2 

young children 

Angela 

Lucas-

Herald 

F Clinical 

Research 

Fellow 

Out of clinical 

training for PhD 

 HR Dual career 

household; 

recent 

maternity leave 

with first child; 

primary carer 

for mother with 

complex 

medical needs 

Mandy 

MacLean 

F Professor “Café with 

Heart” outreach 

project 

WD  Single mother 

of two 

Patrick 

Mark 

M Professor MSc programme 

Director 

 S&PP Dual career 

household; 2 

young children; 

Mentor for 
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lecturers and 

PhD students  

with 3 episodes 

of maternity 

leave in past 4 

years 

Alyson 

Miller 

F Senior 

Lecturer 

Recent staff 

recruit 

HR Experience of 

working culture 

in other 

countries 

Rachel 

Myles 

F Clinical 

Senior 

Lecturer 

ICAMS 

welcoming 

committee / 

mentor 

CD Dual career 

household - one 

based abroad; 2 

young children 

Stuart 

Nicklin 

M Professor Principal 

Investigator. 

Institute 

Convenor of 

Learning and 

Teaching. 

S&PP 3 young 

children; wife 

works part-time 

Terry Quinn M Clinical 

Senior 

Lecturer 

Hosts clinical 

research 

electives for 

students with an 

interest in stroke 

CD Dual career 

household; 2 

young children; 

caring 

responsibilities 

for parents 

Aleksandra 

Radjenovic 

F Senior 

Lecturer 

Medical physicist CD Mother of 2 

teenage 

children. 

Flexible work 

since 1998 

Aileen 

Rankin 

F Technician Technician rep 

for SAT 

CD Dual career 

household. Tim 

divided 

between work, 

hobbies and 

friends. 

Godfrey 

Smith 

M Professor ICAMS Deputy 

Director 

S&PP Dual career 

household; 1 

pre-teen child 

Alexandra 

Riddell 

F PhD 

student 

Student rep for 

SAT 

CD Time split 

between 

hobbies/ 

friends/ partner 

Francisco 

Rios 

M Research 

Fellow 

Day to day lab 

mentor for 

junior staff 

WD 

Subcommittee 

head 

Experience of 

working culture 

in different 

countries 

Rhian Touyz F Professor Director of 

ICAMS 

S&PP Mother of 2; 

dual career 

household. 

Tom Van 

Agtmael 

M Senior 

Lecturer 

Departmental 

guest speaker 

programme 

WD Dual academic 

career 

household; 

looking after 

elderly 
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grandparent 

and parents 

Paul Welsh M Senior 

Lecturer 

SAT deputy 

chair. Gender 

Equality Steering 

Committee 

member.  

HR  

Subcommittee 

head 

Dual career 

household; 

father to 3 

children; carer 

for elderly 

parent 

Lorraine 

Work 

F Senior 

Lecturer 

Founder: WIRN S&PP Mother of 2; 

working flexibly 

since 2010 

      

(ii) an account of the self-assessment process 

 

SAT Process 

Following a successful Bronze award (November 2015), subcommittees meet by 

arrangement (at least twice a year, usually more) to progress and monitor the relevant 

actions, and the whole SAT meets at least twice per year. ICAMS provides administrative 

support for the SAT meetings so that minutes are available. The SAT has held 7 formal 

meetings since our BAP, as well as numerous informal meetings and email 

communications between subgroups. The SAT spent considerable time reviewing 

applications from both the UoG and other UK institutions, as well as Best Practice 

Booklets to brainstorm initiatives that would meet our institute’s specific needs (Table 

3.2). To ensure effective action planning, and good use of academic time, ICAMS has paid 

for an intern (Adam MacDonald), to support the SAT for 3 months since Feb 2019. 

 

The SAT chair attends the College level Gender Equality Committee (representation from 

10 SATs) allowing the dissemination of College and University initiatives, sharing of best 

practice and critical friends for each application. The Deputy SAT chair is a member of the 

University Gender Equality Steering Committee (which also acts as the University SAT), 

thus ensuring excellent communication at all levels of the self-assessment process.  
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Table 3.ii.1 Illustrative/abbreviated SAT timeline of the ICAMS journey since Bronze 

application (not all meetings listed) 

SAT timeline Key tasks/outcomes/initiatives 

Nov 2015 Bronze submission 

14/12/2015 ECR grant panel workshop 

11/01/2016 Email sent around ICAMS for SAT member refreshment 

Feb 2016 All subgroups met and allocated tasks. 

April 2016 ICAMS bronze award announced. ICAMS representation at awards 

ceremony (Aleksandra Radjenovic, Sheffield, June 2016) 

May 2016 Action plan progress updated between heads of subcommittees. 

9/1/2017 Report of progress to ICAMS Executive (Dr Logue) 

13/3/2017 Update institute of progression of action plan at Open Forum. 

Discussion of ideas for action plan 

20/3/2017 Full SAT meeting  

May 2017 ECR Focus group focusing on mentorship, academic career 

progression and non-academic careers 

22/6/2017 Gender equality outreach and best practice sharing: University of 

Navarra meeting at ICAMs 

August 2017 PIs sign up to 12 P’s for PIs initiative 

10/10/2017 Staff engagement meeting; update ICAMS on initiatives result from 

last staff survey 

10/12/2017 ICAMS Family Christmas party held (Sunday 2-4pm) 

14/12/2017 ECR promotion workshop held 

15/1/2018 Report of progress to ICAMS Executive (Dr Logue) 

April-May 2018 Staff survey held 

17/5/2018 SAT meeting to discuss survey results and develop action plan 

14/6/2018 NERD grant workshop for ECRs 

Jan 2019 Begin drafting Silver action plan 

Feb 2019 Plan presented to GEC and reviewed. Presented to Executive for 

comment 

11/3/2019 SAT Meeting – Address final comments and discuss plans for 

refreshing SAT membership and committees in 2019. 

 

Staff consultation 

A staff survey (based on UKRC-WISE Higher Education STEMM Quick Cultural Analysis 

Tool) was conducted in April/ May 2018 (avoiding school holidays) with a high 83% 

response rate (141/170; 52% F, 43% M, 5% prefer not to say) indicating considerable 

representative buy-in to implement cultural changes in line with the AS process. We also 

held pulse consultations and focus group work with MPA and technical colleagues, and 

ECRs.  

 

As a result of staff consultations and data analysis, implemented actions so far have 

included several beacon activities.  
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Example Beacon activity 

We are proud of the contribution of ICAMS to the equality agenda and wider life of the 

University and the academic community.  

• Professor Mandy MacLean was one of three shortlisted in the Research Award 

category in the 2015 UK WISE Awards.  

• Prof Touyz is a founding member of the International Society of Hypertension 

(ISH) Women in Hypertension Research Network (http://ish-

world.com/women-in-hypertension/).  

• Dr Jennifer Logue founded and leads the Women in Research Network (WIRN) 

(section 5.3) 

• Dr Angela Bradshaw leads the cross-institute Network for Early career 

Researcher Development (NERD) (section 5.3). 

• In June 2016, ICAMS hosted a visit from 14 female students and lecturers from 

University of Navarra Women for Science and Technology initiative to share 

experiences of gender equality work in the UK and best practice (Fig 3.ii.2). 

 

Figure 3.ii.1 – The career development philosophy and aims of NERD 

 

Figure 3.ii.2 -  ICAMS visit from University of Navarra  
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Key lessons 

Some of the key lessons made during our ICAMS AS journey are listed in Table 3.ii.3. 

Table 3.ii.3 - Key lessons learned from the ICAMS AS journey 

Lessons from bronze journey 2019 process onwards 

Importance of a clear link 

between the ICAMS SAT, ICAMS 

staff and management, and the 

University. 

• AS is now a permanent agenda item on the 

ICAMS Scientific Steering Committee  

• SAT chair makes yearly reports direct to ICAMS 

executive committee 

• AS is now a permanent agenda item in the Open 

Forum 

• ICAMS represented in College level Gender 

Equality Committee. 

Early Career Researchers (ECRs) 

are our key group to target to 

ensure an improving equality 

pipeline 

• Our 2015 Young Investigators Network (YIN) has 

a more focused dedicated career development 

outlook (NERD) 

• Grants and promotions workshops for ECRs are 

key  

Poor representation of (ECRs) on 

the SAT despite data showing they 

are at the key career transition 

point  

• SAT membership open to all, and includes 

student representation 

• Targeting to ensure all career stages 

represented and have relevant actions 

Career development initiatives 

need to be visible and accessible 

so as to become part of the life of 

the institute 

• Embedding of career development within the 

ICAMS management structure.  

• Leaders of each initiative as members of the 

SAT. 

• NERD 

• WIRN 
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(iii) plans for the future of the self-assessment team 

We recognise the importance of change. Whilst our current chair and membership has 

served us well, we require new leadership to refresh ideas and better develop our culture 

using a range of background, experiences, and career paths. A new chair and deputy will 

be recruited at next open forum. SAT members will be eligible to stay in service, but new 

volunteers will also be sought particularly from recently recruited staff. 

The primary focus of the SAT will be to ensure efficient implementation of the action 

plan, develop further ideas, as well as to further embed our current initiatives.  SAT 

subcommittees will be responsible for ensuring the action plan is carried out, and 

monitoring success outcomes. Difficulties with any actions will be fed back via the main 

SAT to the Executive for solutions. The subcommittee chairs will also meet the SAT chair 

every 4 months to review progress. Finally, the overarching SAT will continue to meet at 

least twice a year. Each subcommittee will provide an update for an annual report which 

will feed into the ICAMS Executive report (January each year).  

 

 

AP 3.1 Ensure the SAT continues successful actions to date including NERD network, 

ensure gender balanced selection committees, and all staff complete 

unconscious bias training. 

AP 3.2 Review all data for trends that require intervention and to evaluate success of 

other ongoing actions. 

AP 3.3 Repeat staff survey to further assess impact of Silver Action Plan (AP) 

AP 3.4 Rotate SAT membership in ICAMS 

 

 

 Word count: 1081 (81 additional words used) 
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4. A PICTURE OF THE DEPARTMENT 

Recommended word count: Bronze: 2000 words  |  Silver: 2000 words 

4.1. Student data  

(i) Numbers of men and women on access or foundation courses 

n/a 

(ii) Numbers of undergraduate students by gender 

n/a 

(iii) Numbers of men and women on postgraduate taught degrees  

Full- and part-time. Provide data on course application, offers, acceptance and 

degree completion rates by gender. 

Figure 4.1.iii.1 – List of PGT courses run at ICAMS 

 

 

Table 4.1.iii.1 - PGT Headcount 

PGT HEADCOUNT 

(HESA Benchmark 

17/18– 

Biological Sciences) 

Full-time Part-time Total 

Female Male F% Female Male %F Female Male %F 

2014-15 57 49 54% 2 4 33% 59 53 53% 

2015-16 70 43 62% 8 15 35% 78 58 57% 

2016-17 74 39 65% 10 12 45% 84 51 62% 

2017-18 72 49 60% 7 11 39% 79 60 57% 

2017-18 (exc. Sport Sci) 58 28 67% 1 1 50% 59 29 67% 

Benchmark All 

Providers 

71% 71% 71% 

Benchmark Russell 

Group 

73% 77% 74% 

 

� Cardiovascular Sciences [MSc(MedSci)] 

� Clinical Pharmacology [MSc(MedSci)] 

� Clinical Trials & Precision Medicine [MSc] 

� Diabetes [MSc(MedSci)] 

� Precision Medicine [MSc] 

� Sport & Exercise Science & Medicine [MSc/PgDip/PgCert: online distance learning] 

� Translational Medicine [MRes] 
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Data presented by Table 4.1.iii.1 show broadly stable numbers by gender studying full-

time and part-time postgraduate courses.  

Overall our percentage female is slightly lower than the HESA averages. Investigating this, 

our male-dominated Sport Science PGT course, launched in 2015, skews our results. 

Excluding Sports Sciences, our gender balance compares favourably to the national 

benchmark and is more gender balanced than RG benchmark.  

The female proportion was 42% for Sports Science, versus 67% for all other courses. The 

former is equal to the HESA RG Benchmark for Sports and Exercise Sciences in 2017/18 

and substantially higher than the national equivalent benchmark at 29% female. This is a 

problem for Sports Science in general across the UK and internationally1; Loughborough 

University (sector leader in Sports Science) have 39% females on their Sport Science 

taught MSc course (HESA 2017/18). 

To encourage female MSc students to remain in academia we will utilise ICAMS female 

Sports Science PhD students as role models (AP 4.1):   

AP 4.1 Organise an annual “Women in Sports Science” afternoon for MSc students 

showcasing female PhD students and ECRs from both ICAMS and the West of 

Scotland.  

 

Following our BAP, we have improved the prominence of part-time study options 

advertised to students via the website. Part-time numbers remain low compared to full-

time, potentially due to the stepping-stone PGT study provides towards PhD, meaning 

students focus their efforts in a full-time capacity. However, they increased between 

2014/15 and 2017/18. In a positive trend, the Sports Science course delivered over 3 

years has improved engagement with part-time study (41%F).  

 

 

 

 

 

 

 

 

 

 

 

 

                                                
1
 The Guardian (2016) Gender gap in UK degree subjects doubles in eight years, Ucas study 

finds, Available at: https://www.theguardian.com/education/2016/jan/05/gender-gap-uk-
degree-subjects-doubles-eight-years-ucas-study (Accessed: 25th January 2019) 
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Figure 4.1.iii.2 – PGT Applications; Offers; Acceptances by Gender 2015-2018 

 

 

Table 4.1.iii.2 – Success Rates Applications/Offers 

  SUCCESS RATES APPS/OFFERS 

 2015 2016 2017 2018 

Female 57% 64% 65% 70% 

Male 57% 60% 56% 65% 

 

Student intake process is stable across the review period and applications/offers/accepts 

are reasonably gender-balanced (Figure 4.1.iii.2). Success rates of offers/applications are 

not significantly different by gender and reflect the benchmark for Biological Sciences UG 

attainment (Table 4.1.iii.2) (First Class Hons: 70%F: 30%M; 2:1 Hons: 66%F: 34%M in 

HESA 2017/18). 

Applicants apply online and places are offered based on published minimum academic 

criteria with no interviews, reducing the risk of unconscious bias. There is a difference 

between the total acceptances shown and headcount (Figure 4.1.iii.2) as many students 

accept multiple offers and then withdraw before the course begins. 
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Table 4.1.iii.3 – PGT enrolment and completion rates by Gender 2014-2018 

  Enrolled Completed (%) Completed 

2014-15 Female 56 56 100% 

Male 48 48 100% 

2015-16 Female 64 64 100% 

Male 43 43 100% 

2016-17 Female 64 64 100% 

Male 40 40 100% 

2017-18 Female 70 68 97%* 

Male 50 47 94%* 

*2F 3M could still complete as have extended their period of study 

 

The proportion completing PGT courses is high, stable and there is no difference by 

gender (Table 4.1.iii.3). 

 

Figure 4.1.iii.4 – PGT Degree Attainment by Gender 2014-2018 

 

 

Figure 4.1.iii.4 shows a slight trend towards a higher proportion of females achieving 

distinction level classification, though the difference is small and varies by year. To 

investigate,we reviewed Post Graduate Taught Experience Survey (PTES) results from 

2016-2018 and have identified no issues raised about support for learning by students 

that may explain this disparity. Selection bias, particularly self-selecting high-achieving 
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female students, may be the reason for this difference. In the last year 2018/19 the 

criteria for distinctions changed with less emphasis on the summer project work. We will 

investigate this trend further to make sure specific student groups do not feel 

disadvantaged by assessment practices (AP 4.2). 

 

AP 4.2 Conduct focus group work with male and female PGT students examining 

experiences of teaching and assessment.  
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(iv) Numbers of men and women on postgraduate research degrees 

Admit 

Year 
  Enrolled Discontinued Completed % Completed 

2011-12 
Female 14 2 12 86% 

Male 11   11 100% 

2012-13 
Female 22   22 100% 

Male 15   15 100% 

2013-14 
Female 11 1 10 91% 

Male 5   5 100% 

2014-15 
Female 17 1 15* 88% 

Male 11   11 100% 

*1F still active in programme 

 

Table 4.1.iv.1 – Number of Full and Part-time PGR students by Gender 2014-2018 

PGR HEADCOUNT 

(17/18 HESA 

Benchmark - Biological 

Sciences) 

Full-Time Part-Time Total 

Female Male F% Female Male %F Female Male %F 

2014-15 38 23 62% 7 8 47% 45 31 59% 

2015-16 34 16 68% 6 11 35% 40 27 60% 

2016-17 44 28 61% 5 11 31% 49 39 56% 

2017-18 42 23 65% 1 0 100% 43 23 65% 

Benchmark All 

Providers 

61% 60% 61% 

Benchmark Russell 

Group 

65% 63% 60% 

 

Table 4.1.iv.1 shows our gender ratios for overall PGRs are in line with HESA benchmarks. 

The slightly larger number of part-time males is due to inclusion of Cardiology Clinical 

Fellows (a discipline dominated by males) who work 50/50 NHS and University whilst 

completing their PhDs (benchmarking data was not available by subject). As many of our 

PhD programmes are managed above Institute level by the College Graduate School, we 

will work with our Graduate School to ensure that, when part-time study options are 

possible, these are advertised clearly (AP 4.3). 

 

AP 4.3 Clearly advertise part-time PGR study options, when available. 

 

  



 

 
22 

Figure 4.1.iv.1 – PGR Applications; Offers; Acceptances by Gender 2014-2018 

 

 

Figure 4.1.iv.1 shows a trend for a slightly higher offer rate for females: over the time 

window 56% applications were from females of which 65% were successful. Of the 

remaining 44% applications from males, 58% were successful. 

For BHF and MRC funded studentships there are formal interviews with predefined 

ranking criteria.  

Clinical Fellows are recruited as staff following standard recruitment procedures 

(discussed in s.5.1(i) below).  

For other students the process is mixed as many must apply for external studentships 

with selection made by the funder.  

For self-funded/international students the process involves submission of a written 

research proposal and an interview (skype interviews are offered). The ICAMS 

postgraduate convenor developed an interview template to standardise this process, 

now used routinely. 

  

Following our BAP to diversify selection committees, our selection committees 

have better gender balance (by mandate; they cannot convene unless both genders are 

represented). All staff involved now also complete online courses in unconscious bias 

and equality and diversity. 
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(v) Progression pipeline between undergraduate and postgraduate student levels 

As we have no undergraduates, we recruit PGT/PGR students externally, from diverse 

first-degree subjects and doctors-in-training. Potential students are identified through 

undergraduate and post-graduate teaching, intercalated BSc projects, academic 

foundation years, seminar programmes, summer schools, student electives and holiday 

research placements. 60% of PhDs are women, similar to medical UGs nationally 

(58.1%, HESA, 2017/18).  

 

Table 4.1.v.1 - Percentage female pipeline: PGT to Grade 7 research staff. 

 PGT PGR G6 G7 

2014/15 53% 59% 71% 64% 

2015/16 57% 60% 82% 61% 

2016/17 62% 56% 92% 67% 

2017/18 57% 65% 83% 64% 

 

Table 4.1.v.1 shows that the higher proportion of female PGT and PGR in ICAMS is 

replicated within gender proportions of ECR staff grades.  
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4.2. Academic and research staff data 

 

(i) Academic staff by grade, contract function and gender: research-only, teaching 

and research or teaching-only 

ICAMS has clinical and non-clinical academic and research staff, however as a research 

institute there are no teaching-only staff. As job title and career pathways vary between 

these, they will be presented and considered separately, even though many actions are 

common across the job families (Table 4.2.i.1) 

 

Table 4.2.i.1 – Grades and their equivalent Roles 
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Non-Clinical Staff 

Figure 4.2.i.1 – Non-Clinical Academic Staff by Grade & Gender 2015-2018 
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Clinical Staff 

Figure 4.2.i.2 – Clinical Staff by Grade & Gender 2014-2018 
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For non-clinical academic and research staff, there is a female predominance within the 

early career (ECR) grades 6 and 7 (figure 4.2.i.1). However, this trend is not maintained 

and there is a significant drop-off towards higher grades. The female drop-off at grade 8 

over time can be explained, in part, by an increase in female grade 9s due to promotion 

and recruitment. This pipeline has been the main focus of our BAP.  

BAP Actions included, and Silver AP will continue to include, improving sponsorship and 

career development opportunities for our female-dominated (ECR) cohort (AP 3.1, 5.4, 

5.5, 5.24), intensive support for research fellowship applications (AP 5.9) and support for 

promotion applications (AP 5.3).  

For clinical staff (Figure 4.2.i.2), Clinical Research Fellow and Clinical Lecturer grades are 

well-balanced. These largely consist of medical staff at registrar training grades from 

cardiology, diabetes and geriatrics; 72% of UK Cardiology registrars are male2 showing 

ICAMS has successfully attracted female cardiology registrars to these positions. The 

concern comes when the registrars finish clinical training and would become Clinical 

Senior Lecturers and Honorary NHS Consultants; males dominate the senior clinical 

grades in ICAMS. We appointed a female Professor of Vascular Surgery in 2015.  

Our Silver AP will continue support for Clinical Lecturers’ career progression. The main 

means of obtaining a senior position is through the attainment of a Clinician Scientist 

Fellowship as supported by our FOCUS fellowship scheme (section 5.3.iii, action AP 5.9). 

In our BAP we set an ambitious target (considering our low baseline) of two female 

Clinical Lecturers to apply for these highly competitive fellowship schemes  

Role models are key to encouraging these talented researchers to pursue an academic 

career. Since our BAP we regularly invite many mid-career female Principal Investigators 

as guest lecturers, including medics, as role models but hope that as we achieve more 

success in retaining our early career females, clinical and non-clinical, that will have a 

snowball effect. Our actions related to culture (section 5.5.viii) will help emphasise 

                                                
2 Royal College of Physicians (2017) 2016–17 census (UK consultants and higher specialty 

trainees), Available at: https://www.rcplondon.ac.uk/projects/outputs/2016-17-census-uk-
consultants-and-higher-specialty-trainees (Accessed: 21st January 2019). 

 

 

The impact to date includes increased promotion applications success rates at early 

career grades (see section 5.1.iii) and our first successful fellowship application as a direct 

result of the FOCUS fellowship scheme (section 6, see case study: Rachel Myles). 

Our FOCUS fellowships scheme has led to one successful Wellcome Clinician 

Scientist Fellowship (see case study) with another has had an interview for Diabetes UK 

and is awaiting an outcome from the British Heart Foundation. A further female Clinical 

Lecturer obtained a competitive CSO Clinical Lecturer position 
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successful examples of career progression whilst maintaining work-life balance (AP 5.20, 

5.22, 5.23).    

 

AP 5.1 Maintain ICAMS website with up-to-date family-friendly policies and Athena 

SWAN initiatives; ensure and visible diversity in role model imagery. 

AP 5.3 Deliver bi-annual promotion workshop led by senior staff and targeted at ECRs. 

AP 5.4 Improve completion of Equality and Diversity (E&D) training and career 

development through the ICAMS supplementary P&DR form. 

AP 5.5 Deliver training in collaboration with College HR on maximising P&DR to 

support career development for reviewer/reviewees. 

AP 5.9 Assess results of FOCUS Fellowship scheme and undertake evaluation with 

participants. 

AP 5.20 We will highlight flexible working and emergency time off policies in the 

ICAMS newsletter and at the staff open forum. 

AP 5.22 Promote and audit core hours policy for all Institute decision-making 

committee meetings. 

AP 5.23 Provide diverse range of social events in ICAMS appropriate for all genders 

and scheduled to allow those with caring responsibilities to attend. 

AP 5.24 Achieve 50:50 gender split in guest speaker nominations through continued 

Bronze AP approach. 
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SILVER APPLICATIONS ONLY 

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

 

There are no recent examples of technical staff transitioning to academic roles 

(although Dr Welsh, our deputy SAT chair, began his University career as a 

technician in 2003).  

Several of our technical staff have undertaken MScs and PhDs during their role 

in ICAMS, using data they have generated in their labs and being given time in 

the week to write; the university provides reduced fees for staff. In terms of 

impact, the development of a new Research Scientists career track (see 

section 5.3.ii) provides a career structure for staff with specific technical skills 

to advance their careers into an academic role. 
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(ii) Academic and research staff by grade on fixed-term, open-ended/permanent 

and zero-hour contracts by gender 

 

It is UoG (and ICAMS) Policy to provide three contract types:  

• open-ended (OE): permanent appointments; 

• open-ended with funding-end-date (OEwFED): involve same terms and conditions 

as open-ended contracts, but include funding expiry date due to posts being 

generated by externally-funded fellowships and grants 

• fixed-term (FxT): issued for posts of <1 year’s duration, often to cover periods of 

maternity leave or sickness absence or to provide bridging cover for research 

posts.  

We do not issue zero-hour contracts.  

 

Figure 4.2.ii.1 – Numbers & Percentages of Non-Clinical Staff on OE/OEwFED/FxT 

Contracts by Gender 2014-2018 

 

 

Figure 4.2.ii.1 shows very few staff on fixed-term contracts, in line with their restricted 

use. In line with staff picture at Grades 6/7 (ECR), the majority of OEwFED contracts are 

held by women; and OE contracts (mostly for senior staff at Grade 8 and higher) are 

predominately held by men.  

Via our BAP we implemented several actions to support staff in the transition towards 

OE contracts, which involves establishment of independent research profile. 
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Figure 4.2.ii.2 – Numbers & Percentages of Clinical Staff on OE/OEwFED/FxT by Gender 

2014-2018 

 

 

Figure 4.2.ii.2 shows the gender split between contracts for clinical staff. An increasing 

proportion of women are engaged on FxT contracts; these are exclusively used for staff 

in clinical training grades where posts are fixed in length related to the end of clinical 

training. This therefore does not undermine “job security” in the same way as it might 

for academic staff. Women predominate in these grades, which accounts for this 

discrepancy. The general underrepresentation of women in senior clinical academic 

levels, discussed above in s.4.2.(ii), correlates to the minority of clinical female academics 

on OE contracts.  

Our actions to tackle this will improve the growing representation of clinical women on 

open-ended contracts (AP 3.1, 5.1, 5.5, 5.6, 5.7, 5.9, 5.10, 5.24).  

ICAMS supplements the UoG redeployment scheme with Institute processes. Via our 

BAP, ICAMS embedded line manager retention planning and/or future career discussions 

within annual Performance and Development Review (P&DR). Along with a reviewees’ 

funding-end-date, these plans are recorded in an additional form produced by ICAMS (AP 

5.4). 

 

AP 3.1 Ensure the SAT continues successful actions to date including NERD 

network, ensure gender balanced selection committees, and all staff 

complete unconscious bias training. 

AP 5.1 Maintain ICAMS  website with up-to-date family-friendly policies and 

Athena SWAN initiatives; ensure and visible diversity in role model 

imagery. 
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AP 5.4 Improve completion of Equality and Diversity (E&D) training and career 

development through the ICAMS supplementary P&DR form. 

AP 5.5 Deliver training in collaboration with College HR on maximising P&DR to 

support career development for reviewer/reviewees. 

AP 5.6 Deliver training in collaboration with College HR for P&DR reviewers on  

communication skills for sensitive performance management. 

AP 5.7 Promote and evaluate the impact of participation in career  development 

initiatives. 

AP 5.9 Assess results of FOCUS Fellowship scheme and undertake evaluation 

with participants. 

AP 5.10 Ask TRM to audit historical and future grant applications. Use this 

evidence-base in consultation with Institute Executive to develop actions 

to address emergent issues.  

 

AP 5.24 Continue prioritisation of guest speaker nominations aiming for a 50:50 

gender split 
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(iii) Academic leavers by grade and gender and full/part-time status  

 

 Figure 4.2.iii.1 – Turnover - leavers from overall staff with percentages by Grade & Gender 2015-2018  
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Table 4.2.iii.1 – Leavers by Grade & Gender on Full/Part-time contracts 2014-2018 (blank cells indicate zero counts) 

  2014-15 2015-16 2016-17 2017-18 

Female Male Total Female Male Total Female Male Total Female Male Total 

Grade 6 Full-time 5 2 7 3 1 4 5 1 6 4 2 6 

Part-time 1 
 

1 1 1 2 
      

Grade 7 Full-time 2 2 4 6 1 7 1 1 2 4 2 6 

Part-time 1 
 

1 1 
 

1 
   

1 
 

1 

Grade 8 Full-time 
   

2 2 4 
      

Part-time 
   

1 
     

1 
 

1 

Grade 9 Full-time 
            

Part-time 
            

Reader Full-time 
            

Part-time 
            

Professor Full-time 
   

1 
 

1 
      

Part-time 
          

1 1 
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Turnover in ICAMS is low and is mostly seen in lower grades as displayed in Figure 4.2.iii.1. 

As women tend to dominate these earlier grades their turnover is higher than men. This 

reflects movement of people at this grade into other post-doctoral positions, academic 

appointments and non-academic careers.  

Senior grades are excluded as there were no leavers at Grade 9 or Reader level, and 1 

female Professor retired in 2016 and 1 male professor moved to another institution 

fulltime (was previously employed 50% Glasgow; 50% at the other institution).   

Table 4.2.iii.1 shows that there are more full time leavers than part time leavers, due to 

the fact we have more people employed full time.  

Whilst we do not currently record the reason for leaving with precision, we do have the 

data on the reason for contracts ending as presented in Table 4.2.iii.2 and a general area 

of destination for those leaving is presented in Table 4.2.iii.3. 

 

Table 4.2.iii.2 – Reason for contract ending by gender 2014-2018 

  Female Male Total 

2014-15 Left at funding end date 4 2 6 

Resignation 4 2 6 

Blank 1   1 

2015-16 Left at funding end date 3 2 5 

Resignation 7 2 9 

Retirement 1   1 

TUPE Transfer Out 4 2 6 

2016-17 Left at funding end date 1 4 5 

Resignation 4   4 

End of Contract 1   1 

2017-18 Left at funding end date 5 2 7 

Resignation 4 3 7 

End of Contract 1   1 
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Table 4.2.iii.3 – General Area of Destination for leavers by Gender 2014-2018 

  Destination Female Male Total 

2014-15 NHS/General Medical Practice 1 1 2 

Not Known 8 2 10 

Working in Higher Education   1 1 

2015-16 Not Known 10 3 13 

Working in Higher Education 4 2 6 

Retired 1   1 

2016-17 Not Known 4 1 5 

Working in another education institution   1 1 

Working in Higher Education 2   2 

2017-18 Not Known 8 5 13 

Working in a Research Institute (Public) 1   1 

Working in the private sector 1   1 

 

The high movement in 2015/16 was due to the relocation of a large research group to 

another university (within commuting distance of Glasgow); several staff moved to the 

new institution and others took up other roles locally. As shown by Table 4.2.iii.2, leavers 

are a combination of funding-end-dates and resignations. The numbers are small and, 

whilst the number of females leaving appears higher, this is due to the turnover being 

dominated by ECRs.  

As moving role is standard for these grades, leaving may be a positive. Examples from 

recent years include three ECRs moving for tenured posts at other institutions (2F;1M), 

three moving to senior roles in pharmaceutical companies (2F;1M) and two moving to 

project management roles in start-up biotechnology firms (2F). However, we need 

better clarity on where our staff, particularly ECRs, move to. Our BAP action to use the 

HR leavers’ questionnaire, where the onus was on the leaver to complete, was ineffective 

as it has seldom been completed. After a pulse staff consultation, it is clear line managers 

and colleagues generally know the destination of leavers in their team. Therefore, we will 

mandate that line managers pass this information to administrators for recording (AP 

4.4).  

 

AP 4.4 ICAMS Line Managers to share leaver destination information to Institute 

administrators. 

 

Word count: 1980 
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Job advert equality statement: 

“It is the University of Glasgow’s mission to foster an inclusive climate, which 

ensures equality in our working, learning, research and teaching environment. 

We strongly endorse the principles of Athena SWAN, including a supportive 

and flexible working environment, with commitment from all levels of the 

organisation in promoting gender equity” 

5. SUPPORTING AND ADVANCING WOMEN’S CAREERS 

Recommended word count: Bronze: 6000 words  |  Silver: 6500 words 

5.1. Key career transition points: academic staff 

 

(i) Recruitment 

ICAMS advertises all new posts openly on the University’s external website 

andjobs.ac.uk. At least one male and female sit on every appointing committee. 

Candidates for interview are selected using pre-determined essential and desirable 

criteria and at least two people undertake shortlisting. All staff sitting on appointment 

committees must have undertaken both Equality and Diversity and Recruitment and 

Selection training (the latter of which includes unconscious bias training). Compliance is 

100% and is monitored by HR before approval or interview date. 

Since Bronze 100% of job applications now contain a strengthened equality statement 

(Fig 5.1.i.1). We have also ensured that our website contains links to our family-friendly 

policies and AS initiatives (AP 5.1). 

 

Figure 5.1.i.1 – Job advert positive action statement 

 

 

 

 

 

 

 

AP 5.1 Maintain ICAMS  website with up-to-date family-friendly policies and 

Athena SWAN initiatives; ensure and visible diversity in role model 

imagery. 
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Non-Clinical 

 Figure 5.1.i.2– (Non-Clinical): Percentage of Applicants; Interviewed; Appointed by 

Gender 2014-2018
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Table 5.1.i.1 – (Non-Clinical): Number of Applications; Shortlisted; Hires by Grade (6-8) & Gender 2014-2018 

  2014-15 

  

2015-16 

  

2016-17 2017-18 

Female % Female Male Female % Female Male Female % 

Female 

Male Female % 

Female 

Male 

Grade 

6 

Applications 55 63% 33 3 25% 9 1 17% 5 9 82% 2 

Shortlist 9 64% 5 2 50% 2 2 50% 2 1 50% 1 

Hires 5 71% 2 2 100% 0 1 100% 0 0 0% 0 

Grade 

7 

Applications 4 57% 3 35 38% 56 5 50% 5 23 41% 33 

Shortlist 2 67% 1 12 40% 18 2 50% 2 7 41% 10 

Hires 2 67% 1 6 67% 3 1 100% 0 3 43% 4 

Grade 

8 

Applications 2 50% 2   0% 6             

Shortlist 1 33% 2   0% 1             

Hires   0% 2   0% 1             

 

Table 5.1.i.2 – (Non-Clinical): Number of Applications; Shortlisted; Hires by Grade (9>) & Gender 2014-2018 

  2014-15  

  

2015-16  

  

2016-17 2017-18 

Female % Female Male Female % Female Male Female % Female Male Female % Female Male 

Grade 9 Applications       8 35% 15             

Shortlist       2 50% 2             

Hires       1 100% 0             

Reader Applications                         

Shortlist                         

Hires                         

Professor Applications             1 8% 11       

Shortlist               0% 4       

Hires               0% 1       
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The application, shortlisted, and hire rates for the years 2014 - 2018 for non-clinical staff 

by gender in total (Figure 5.1.i.2) and further by grade (Table 5.1.i.1 & Table 5.1.i.2) 

highlight that whilst the application rates are higher from males, the numbers hired 

across the genders is balanced. Therefore, women had a higher success rate from 

applications. 

Notably, within the 2015-16 period there was an instance where there were no female 

applicants for a position in Sports Science; this reflects the male domination of sport 

science research which we address in action (AP 4.1). 

 

Table 5.1.i.3 – Named Appointments by Grade & Gender 2014-2018  

NAMED 

APPOINTMENTS 

          

 

Grade  

2014-15 2015-16 2016-17 2017-18 

Female % F Male Female % F Male Female % F Male Female % F Male 

G6 4 100%   2 67% 1 3 75% 1 6 75% 2 

G7 1 50% 1 2 33% 4 2 100%   2 100%   

G8 1 100%                     

 

Table 5.1.i.3 shows a low number of named appointments. There are a higher proportion 

of females because this is generally used as a retention technique for post-doctoral 

researchers, most of whom are female, between more substantial grant-funding.   
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Clinical Recruitment 

 Figure 5.1.i.3 – (Clinical): Percentage of Applicants; Interviewed; Appointed by Gender 

2014-2018 



 

 

Table 5.1.i.3 – (Clinical): Number of Applications; Shortlisted; Hires by Grade & Gender 2014-2018 

  2014-15 

  

  

2015-16 

  

  

2016-17 2017-18 

Female % 

Female 

Male Female % 

Female 

Male Female % Female Male Female % 

Female 

Male 

Clinical 

Research 

Fellow 

Applications 9 36% 16 11 73% 4 5 63% 3 7 37% 12 

Shortlist 4 36% 7 2 50% 2 2 50% 2 4 44% 5 

Hires 3 38% 5 2 67% 1 1 50% 1 2 50% 2 

Clinical 

Lecturer 

Applications 2 33% 4 1 50% 1       1 100%   

Shortlist 2 33% 4 1 50% 1       1 100%   

Hires 2 67% 1 1 100% 0       1 100%   

Clinical 

Senior 

Lecturer 

Applications   0% 1                   

Shortlist   0% 1                   

Hires   0% 1                   

Clinical 

Professor 

Applications       1 9% 10             

Shortlist       0 0% 3             

Hires       0 0% 1             
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The data presented show application, shortlisted, and hire rates for 2014 - 2018 for 

clinical staff by gender in total (Figure 5.1.i.3) and further by grade (Table 5.1.i.3).  

Overall numbers are low. Most appointments were at Clinical Fellow and Lecturer grades; 

whilst cardiology training is male dominated, diabetes has a higher number of females, 

leading to different recruitment pools depending on the positions advertised each year. 

Overall, women had a higher success rate from applications with broad gender balance 

in appointments for Clinical Fellows.  

While there was a higher number of females appointed to the Clinical Lecturer grade, 

headcount shows a 50:50 gender split at this grade which may be due to the specific 

medical specialities advertising positions over this time-period being more female 

dominated. It does, however, offer us opportunity to mentor these new female Clinical 

Academics into independent fellowship and permanent academic positions (AP 5.8). 

We have a severe lack of females in senior (Grade 9/Professor) academic roles (Figure 

4.2.i.1). While the numbers of senior clinical/non-clinical academic posts advertised was 

low, there was still a lack of female applicants.  

 

The lower female applicant numbers to senior positions reflects generally low female 

numbers at lecturer level and above in cardiovascular medicine worldwide. We are using 

our guest speaker programme to reach junior PIs, with gender balance, as potential 

future colleagues (AP 5.24). However mentoring and support of our ECRs has also been a 

major focus as part of our BAP (AP 5.7). 

 

  

Impact from BAP = we have successfully appointed 2 senior females: a grade 9 

Senior Lecturer in 2015 (35% of applicants were female), and a female Clinical 

Professor in 2015 recruited after a joint NHS/ university recruitment process. 

Impact from BAP= in our 2018 staff survey, 100% of ICAMS staff, across all job 

families and grades, agreed that “they had been treated fairly regardless of gender 

with respect to recruitment and selection”. 
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(ii) Induction 

As part of our Bronze AP we updated ICAMS Induction materials covering information on 

employment practices and directing staff to specific University HR webpages ensuring 

accuracy. The University’s corporate induction and campus tour, and Welcome and 

Networking event for all new staff and their partner/family including an event for 

children are also advertised. New ICAMS staff are assigned an “Induction Buddy” by their 

line manager. Since BAP, materials were further updated in 2017 to cover the new career 

development initiatives and parental and carers leave planning information. 

In the 2018 staff survey, those that had been appointed since 2017, 81% of men and 61% 

of women agreed that the “Institute induction process met my needs”.  

This mirrors survey findings at Bronze, and suggests that the induction programme is still 

not working for all staff, particularly females. To more specifically work on this we will 

add induction guidance for line managers to our website, and disseminate this guidance 

to all staff before seeking further feedback from newly appointed staff. This will include 

generic guidance for job-specific induction as well as organisation induction (AP 5.2). 

 

AP 5.2 Create new induction step-by-step guide for line managers and new staff 

to include job-specific and organisation-wide induction information. 
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(iii) Promotion 

Promotion is an annual self-nomination process using standardised forms and criteria 

covering the whole University. This process is supported by the Institute Director. A multi-

disciplinary panel sets out the necessary criteria for promotion as well as deliberating the 

success of the received applications. Promotion criteria are described in Table 5.1.iii.1 

 

Table 5.1.iii.1 – Promotion Criteria 

Promotion Criteria 
 

Domains Subdomains 

Research and 

Scholarship 

Outputs; Award Generation; Supervision 

Knowledge Exchange 

and Impact 

Includes Public Engagement 

Learning and Teaching Feedback; Peer-review; Course development 

Leadership, 

Management and 

Citizenship 

Includes Pastoral Care; Student Welfare; Mentoring 

Esteem Includes Contributions to External workshops/seminars; 

Engagement in peer-review of publications/grants; 

Research Collaboration 

 

All members of the promotion panel, must complete unconscious bias training. The 

Institute Director e-mails a reminder, with appropriate links to the policy, criteria and 

application materials, to all staff more than a month before the application deadline, 

ensuring transparency and safeguarding the promotion opportunities for everyone. 

Reluctance to self-nominate can be a barrier, particularly for females. In ICAMS, line 

managers identify potential applicants for promotion during annual Performance and 

Development Review (P&DR).  Through our Bronze AP we developed the ICAMS-specific 

P&DR supplemental form containing a section to discuss promotion that year or 

development for future years (AP 5.4). Completion is 100%. The Institute Director will 

not sign-off P&DR without a complete supplemental form. 
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Our ECR Focus Group (05/2017) highlighted concerns about funding for promotion when 

staff were grant-funded; this misconception made PIs reluctant to encourage ECR staff 

to apply. Given the predominance of women amongst ECR cohorts, this was a particular 

concern following Bronze self-assessment. MVLS centrally funds additional salary costs 

related to promotion and so this is not a barrier. To combat this misconception and 

encourage applications for promotion, the Institute Director emailed all staff explaining 

central funding for salary increases at promotion. We have publicised this on the 

promotion section of our webpages. 

 

We hold bi-annual promotion workshops specifically targeted at ECRs (AP 5.3). This is a 

Q&A panel with the Director and Deputy Director of ICAMS along with the Deputy Head 

of College HR. ICAMS hosted a  workshop specifically for Grades 6-8 in December 2017. 

Of the 9 attendees, 8 provided feedback (7F;1M).  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Illustrating strong impact of the workshop, 100% agreed (75% strongly) that it 

improved their understanding of the promotion process 

Further illustrating impact of these actions, in 2018 4 (3F;1M) applied for promotion 

(100% success).  



 

 

 Table 5.1.iii.2 – Staff by Grade & Gender Applied; Successful/Unsuccessful for Promotion 2014-2018 

 

 

Applications Of which successful  

 
 Male Female Male Female Total 

Grade applied for  No. % No. % No. % No. % No. % 

G7  2014-2015 0   3 100% 0   1 100% 1 33% 

2015-2016 0   1 100% 0   1 100% 1 100% 

2016-2017 0   0   0   0   0   

2017-2018 0   3 100% 0   3 100% 3 100% 

G8 & Clinical lecturer 2014-2015 0   2 100% 0   2 100% 2 100% 

2015-2016 0   0   0   0   0   

2016-2017 0   0   0   0   0   

2017-2018 1 100% 0   1 100% 0   1 100% 

G9 & clinical senior lecturer 2014-2015 1 50% 1 50% 1 100% 0   1 50% 

2015-2016 1 100% 0   1 100% 0   1 100% 

2016-2017 1 100% 0   1 100% 0   1 100% 

2017-2018 0   0   0   0   0   

Reader  2014-2015 0   1 100% 0   0   0 0% 

2015-2016 0   0   0   0   0   

2016-2017 1 100% 0   1 100% 0   1 100% 

2017-2018 0   1 100% 0   1 100% 1 100% 

Professor  2014-2015 3 100% 0   2 100% 0   2 67% 

2015-2016 0   0   0   0   0   

2016-2017 0   0   0   0   0   

2017-2018 1 100% 0   1 100% 0   1 100% 

TOTAL 9 43% 12 57% 8 50% 8 50% 16 76% 
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Figure 5.1.iii.1 – “I understand the University promotion process and criteria” 

 

 

There is a high success rate for promotion applicants, however there are far more males than 

females applying, with no females applying in 2016/17 (Table 5.1.iii.2). In 2014/15 there was low 

success for ECRs. In terms of impact we are pleased that following our promotions workshop lead 

by senior staff, three early career females applied for and were successfully promoted in 2017/18. 

This matched a large improvement in survey responses.  

We will continue these initiatives as “growing-our-own” is necessary to correct the gender disparity 

along our academic pipeline (AP 5.3).  

 

AP 5.3 Deliver bi-annual promotion workshop led by senior staff and targeted at 

ECRs. 

 

 

In 2018 83% of males and 94% of females agreed that “appropriate support 

and advice is provided in the Institute at each stage of promotion” compared to 

67% of males and 52% of females in 2014.  
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(iv) Department submissions to the Research Excellence Framework (REF) 

Table 5.1.iv.1 – REF return rates for eligible staff in 2008 and 2014 

 

 

 

 

 

 

 

The proportion of eligible staff submitted to REF 2014 increased compared to RAE 2008 and is similar 

by gender at both timepoints (Table 5.1.iii.2).  All tenured academic staff will be submitted for 

REF2021. We aim to maximise transparency and knowledge around REF2021 within ICAMS and 

recently held an open meeting (all staff invited by email) with eternal auditors of our interim data. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 Female Male 

 Total % Total % 

RAE 2008  

Submitted 3 75% 13 72% 

Not submitted 1 25% 5 28% 

REF 2014   

Submitted 16  89% 41 91% 

Not submitted 2  11% 4 9% 
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SILVER APPLICATIONS ONLY 

5.2. 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. 

 

 

The organisational induction process is very similar for PS staff and the new induction guide will 

be applicable to all job families (AP 5.2). Job-specific induction varies depending on the post, 

with shadowing being the main approach. Many administrative roles involve using central 

University IT systems and formal training days are provided early in the role.  

There appears to be fewer concerns with induction for PS staff; 80% (4/5) of those employed 

in the last year (all females) agreed that the “Institute induction process met my needs”. 

 

AP 5.2 Create new induction step-by-step guide for line managers and new staff 

to include job-specific and organisation-wide induction information. 

 

 

(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 career ladder for PS staff focuses on developing professionally and applying for positions at 

a higher grade within the University or elsewhere. A more bespoke possibility has arisen in our 

College, partly driven by ICAMS, whereby a higher grade role can develop within a job and there 

is opportunity to apply for regrading within ICAMS. However, moving role is more common and 

we have had many PS staff who have been successful in developing their skills within ICAMS and 

successfully obtaining more senior positions in the University. Recent examples include a female 

administrator who was appointed as College Head of Purchasing and another female 

administrator who moved from grade 5 in ICAMS to a grade 7 post in the University 

International Office. A female technician was successfully regraded from grade 6 to 7 as her role 

developed into a laboratory management position. As technician roles have recently been 

extended to grade 9 (previously stopped at 7) this allows for further development of specialist 

technical or managerial roles for this staff group in the future. 
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5.3. Career development: academic staff 

(i) Training  

Training for academics is bespoke, determined by individual needs. Personal fellowships have 

training built-in from the outset which evolves as further needs are identified. Academics consider 

training and development throughout the year with line-managers, and at P&DR which is checked 

annually by the Institute Director, thus ensuring all staff have appropriate personal development 

plans. Certain roles include mandatory training courses; recruitment and selection, P&DR reviewers, 

Graduate School PhD Supervisors. Course attendees are asked to complete an evaluation form which 

is used to assess and further develop courses. 

There is mandatory enrolment in the University’s Post Graduate Certificate in Academic Practice for 

all new Lecturers, along with the Early Career Development Programme (ECDP) that provides the 

skills and knowledge required to be a PI. The University runs a large number of training courses 

ranging from presentation skills, to specific IT courses, management skills, or first aid training.  

Tables 5.3.i.1 & 5.3.i.2 show the uptake of these University courses from 2014-2018. This is generally 

gender balanced except in 2014.  Figures 5.3.i.1; 5.3.i.2 & 5.3.i.3 show that all genders and grades of 

staff generally agreed that they have access to training, and they felt that had been treated fairly 

with regards to accessing training. Our actions to continue to embed the ICAMS P&DR form (AP 5.4) 

and improve P&DR training (AP 5.5 5.6) will tackle discussion of training opportunities. Our aim is to 

also improve culture of career discussions for PS staff (5.11-5.14). 

AP 5.2 Create new induction step-by-step guide for line managers and new staff 

to include job-specific and organisation-wide induction information. 

AP 5.4 Improve completion of Equality and Diversity (E&D) training and career 

development through the ICAMS supplementary P&DR form. 

AP 5.5 Deliver training in collaboration with College HR on maximising P&DR to 

support career development for reviewer/reviewees. 

AP 5.6 Deliver training in collaboration with College HR for P&DR reviewers on  

communication skills for sensitive performance management. 

AP 5.11 Introduce peer-shadowing for PS staff to learn new techniques and 

refresh approaches to existing skills.  

AP 5.12 Implement an informal and confidential discussion, team bonding, and 

networking opportunity for PS staff in ICAMS. 

AP 5.13 Fund Technical staff to apply for Chartered Scientist status, who can then 

act as mentors for future applicants. 

AP 5.14 Introduce research-focused CPD element to  quarterly  Technical staff 

meetings. 
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Table 5.3.i.1 – Numbers of R&T attending University training courses 2014-18  

Numbers of ICAMS research staff attending University training 

Year Female Male 

2014-15 26 57 

2015-16 29 30 

2016-17 3 3 

2017-18 22 14 

 

 

Figure 5.3.i.1 – “I have access to relevant training courses that meet my needs in career and 

professional development” 
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Figure 5.3.i.2 – “Discussions with my reviewer have: Helped me to identify training opportunities to 

advance my career” 

 

 

Figure 5.3.i.3 – “Do you believe you have been treated fairly regardless of your gender in the following 

respects: Access to relevant training” 
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(ii) Appraisal/development review  

UoG’s annual P&DR is compulsory for all staff, designed to cover all areas of academic work 

(including recognition of student pastoral support, outreach and Athena SWAN activity). P&DR 

criteria mirror promotion criteria (Table 5.1.iii.1). P&DR is performed by line managers with relevant 

staff and annual objectives are set. P&DR is used to discuss career advancement and addresses 

development needs. In line with our culture to prioritise support for ECRs, all PIs in ICAMS must 

complete a section of our bespoke form outlining how they have helped develop ECR group 

members during that year (AP 5.4).  

Senior staff (Institute Director/ Deputy Director) review all P&DR forms and encourage colleagues 

that appear ready to consider promotion. Clinical Research Fellows are appraised as PGR students 

using the University Annual Postgraduate Review. Senior clinical staff have a joint appraisal carried 

out by NHS and academic peer’s which links to GMC revalidation and includes an academic P&DR. 

Training for both reviewers and reviewees is provided online by the University.  

 

 

 

 

Figure 3.ii.1 – “The Institute provides me with a helpful annual appraisal (P&DR)” 

 

Figure 3.ii.1 shows that while most academic staff agree that they receive a helpful annual P&DR, 

with encouraging agreement from ECRs, there is a significant cohort who do not agree, and these 

are primarily mid-career academic males and men in Technical roles. Examining the free text 

comments the main theme is a feeling amongst them of over-emphasis on research income and high 

impact papers, without a full recognition of other roles and responsibilities in the institute, and the 

long-term path required to obtain large grants. 

 

ICAMS has long been a beacon of good practice in the University with >95% 

completion rates for P&DR for the past 6 years, and within that 100% complete our 

bespoke form.  
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In 2017, UoG became the first UK institution to develop a “Research Scientist” track which mirrors 

the payment structure of the academic track but P&DR and promotion criteria focus on contribution 

to outputs and award generation defined as “a record of assessing, contributing to and leading the 

development of specialised analytical tools, software, methodologies, professional practice or 

products that demonstrably advance knowledge and practice in the subject/discipline/profession”. 

We are pleased that ICAMS has shown leadership by being the first Institute to have an academic 

Scientist move across to this new track in recognition of their highly specialist role in a larger team.  

There remains a general need to improve the P&DR experience, especially for male staff. In response 

to free text requests, we will organise a session annually as part of our staff open forum (AP 5.4). 

However, reviewers also need better skills for sensitive performance management, so we will 

develop and run a session for our senior staff to address this (AP 5.6).  

 

AP 5.4 Improve completion of Equality and Diversity (E&D) training and career 

development through the ICAMS supplementary P&DR form. 

AP 5.5 Deliver training in collaboration with College HR on maximising P&DR to 

support career development for reviewer/reviewees. 

AP 5.6 Deliver training in collaboration with College HR for P&DR reviewers on  

communication skills for sensitive performance management. 
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(iii) Support given to academic staff for career progression  

The Institute’s key pipeline issue is the large drop-off in female academic staff at grade 8, the  point 

at which staff tend to transition into a permanent academic position. This was the core driver of our 

BAP.  

Through BAP, we ran  an ECR focus group in 2016/17 (May 2017; 12F, 5M participants). This covered 

mentorship, academic career progression and non-academic careers.  

The group felt strongly that sponsorship within the Institute, rather than external independent 

mentorship was fundamental to support their progression. One concern was the potentially negative 

impact of discussing non-academic career plans with their line managers. The focus group led to the 

development and implementation of 2 flagship initiatives: 12 P’s for PI’s and the Personal 

Development Plan for Early Career Researchers.   
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12 P’s for PIs 

This (Figure 5.3.iii.1) is a statement of our ICAMS culture: to consider the career development of our 

ECRs in everything we do. Every PI in ICAMS has signed a declaration to abide by these principles 

and they are proudly displayed in our main corridor, in induction materials and on our webpages. 

 

Figure 5.3.iii.1 – The 12 P’s for PIs 

 

 

 

 

 

The 12 P’s for PIs 

1. Prioritise career development 

over lab stability 

• Encourage mobility to aid career development 

• Encourage alternative careers when a long-term 

academic career is no longer desired 

2. Planning and P&DR • Meet ECRs annually to discuss career development 

plans separately and in addition to P&DR 

3. Personal fellowships • Assist, support, encourage, and mentor ECRs for 

personal fellowships 

4. Promote • Be aware of promotion criteria for grades 7 & 8 and 

encourage applications 

5. Pass on Opportunities • If you cannot give a talk or write a review, offer it to a 

post doc and provide support 

6. Pay • Pay people appropriately for their skills – consider 

applying for higher grade funding in grants 

7. Prizes • Nominate or encourage applications for society early 

career and thesis prizes 

8. Publications • Recognise opportunities for extra publications for ECRs 

such as pilot data or method development 

9. Pilot funding • Consider allowing an ECR to lead an application for 

small grant funding for pilot work. 

10. Parental and Carer Support • Refresh your knowledge of parental and carer policies 

• Remember that promotion criteria, REF and fellowship 

criteria all account for periods of parental and carers 

leave so researchers do not have to wait until they 

have “caught up”. 

11. PhD supervision • PhD supervisor’s agreement form - post-doc can be 

recorded as a part of the supervisory team 

• Encourage attendance at supervisor training and 

share supervision opportunities  

12. Prejudice • Ensure you have completed the mandatory equality 

and diversity training 
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Personal Development Plan for Early Career Researchers 

Produced in collaboration with a team of ECRs, the Personal Development Plan for ECRsdocument 

provides a framework for ECRs which is outlined in figure 5.3.iii.2.  

 

Figure 5.3.iii.2 – Personal Development Review Breakdown 

Domains Subdomains 

Part A:  

What are your long term objectives? (after 

5-10 year) 

a. Career Goals                                                     

b. Professional Development                                           

c. Research Goals 

Part B:  

What do you need to achieve these 5-10 

year objectives? 

a. Reflection                                                                                             

b. Obstacles                                                         

c. Support required 

Part C:  

What are your short term objectives? (1-2 

years) 

a. Research                                                              

b. Research Management                                                            

c. Communication Skills                                                                                    

d. Training in Transferrable Skills                                                                        

e. Networking Opportunities 

 

Part D:  

Transition to a Non-Academic Career 

a. Career Choice                                                   

b. Mentor and Networking                                                                   

c. Skills and CV                                                                                      

d. Work Experience 

Part E:  

Action Plans 

Example Template for Action Plans provided 

 

ECRs complete this annually independently and then discuss with their sponsor, which in most cases 

will be within their research group. Independent academic mentors are available, if preferred, and 

3 female ECRs have requested this to date. We will evaluate and refine this process (AP 5.8). 

 

 

 

AP 5.8 Evaluate ECR PDP Scheme via Focus Group to inform potential 

development of formal mentoring scheme. 

 

  

 This has become beacon activity, the Principles have been shared across MVLS 

and 5 other Research Institutes implemented them.  
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FOCUS Fellowship 

Personal fellowships are very important for ECRs. Therefore, we have developed the FOCUS 

Fellowship initiative. There is an annual process for self-nomination, with senior staff also asked to 

encourage applications.  

The current cohort consists of 6 females and 3 males. This scheme supports post-doctoral 

researchers (PDRAs) and Clinical Lecturers through the fellowship application process. A mentor, 

separate to the supervisory team, is assigned and a variety of events have been organised including 

presentations from major funding bodies; mock interviews; 1-to-1 CV clinics, and application 

timeline support from the research coordination office.  

 

 

 

 

 

 

 

 

 

 

 

 

Recognising Excellence in Teaching  

Many of our ECRs contribute to undergraduate and postgraduate teaching, including project 

supervision. The University has a “Recognising Excellence in Teaching” (RET) framework providing 

both professional recognition and development opportunities in teaching. We arranged for a 

bespoke ICAMS RET induction session held over  lunch and 16 people attended. Of those still working 

in ICAMS (n=8), 3 are actively working towards the programme and 1 has been awarded (all female). 

 

Post-doctoral PhD supervision 

ECRs frequently provide informal supervision to PhD students, such as day-to-day laboratory 

supervision. We have formalised access to the MVLS Supervisor Training Programme for PDRAs to 

build their skills and CVs for job, fellowship and promotion applications. For every new PhD student, 

the main supervisor is prompted to name a PDRA to act as the third supervisor. They attend 

supervisory meetings allowing them to develop the necessary skills and get recognition for 

supervision. To date, there have been 6 male and 13 female PDRA supervisors appointed, 

demonstrating good uptake that will lead to future career impact.    

 

 

FOCUS Fellowship Impact = one female PDRA has obtained a fellowship and 

two more (1m, 1f) have been shortlisted for interviews and are resubmitting after 

revisions. 

 “The FOCUS scheme has provided me with a mentor who has focused 

solely on how I can best achieve a successful fellowship application. The visits 

from funders has been particularly useful to get insight into the requirements 

of the different schemes. I have applications pending and I am hopeful that I 

will soon be utilising the mock interviews offered as part of the scheme ”.  

– CC, Research Fellow (male)  
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NERD 

ICAMS developed the Network for Early Career Researcher Development, which evolved from a BAP 

initiative. NERD has expanded to other Institutes and  is currently led by a committee of ECRs from 

across ICAMS, the Institute for Infection, Immunity and Inflammation (III), and the Institute for 

Cancer Sciences (ICS).  

These Institutes contribute financially to the running of events. NERD provides career support, 

information and advice for ECRs. NERD organises events for ECRs which are outlined in Table 5.3.iii.1 

and include grant writing seminars and mock grant panels; topics were chosen after surveying the 

ECRs. They have coordinated a small grant funding scheme for ECRs. In a 2017 survey of ICAMS/III 

ECRs, 96.5% agreed that the NERD events they attended were a good use of their time. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

"NERD has been a great network to be part of in my first post-doctoral 

position. The events have provided information on opportunities available and 

promote career development within and out with academia. NERD also offers 

networking with scientists from a wide range of areas, allowing sharing of 

experiences and collaborations to develop." 

- LM, Research Associate (female) 
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Table 5.3.iii.1 – List of NERD events 

List of NERD events Date 

1. NERD launch event /meet & greet  Oct-16 

2. Writing for Impact Dec-16 

3. Career paths outside academia Jan-17 

4. Fellowship-shop Mar-17 

5. Career Morning with Connie Weyand Mar-17 

6. Experiences of Promotion  May-17 

7. Non-Academic Careers in HE Jun-17 

8.Career morning with David Harrison Jul-17 

9. Going Interdisciplinary: networking event with CoSE Oct-17 

10. NERD Xmas social Dec-17 

11. A career in publishing Feb-18 

12. CV writing workshop Apr-18 

13. BHF Fellowships with Prof. Avkiran May-18 

14. Getting Engaged! The ins and outs of PE May-18 

15. Grant writing seminar Jun-18 

16. Grant brewing workshop Jun-18 

17. Elevator Pitchin' event with CoSE Jul-18 

18. Mock grant review panel Oct-18 

19. NERD social to celebrate merger with ICS Oct-18 

20. Joint WSIG/NERD Regulatory/Industry/Media careers for scientists Nov-18 
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Women in Research Network  

The ICAMS SAT Chair has led and organised this network since 2015. It is open to all grades and job 

families (with students and PS staff often attending) across the Colleges of Medical, Veterinary, and 

Life Sciences and Science and Engineering. It has received funding from two different University 

initiative funds. A total of 9 events have been organised to date, with prominent female academics 

from across the disciplines discussing their careers, workshops on networking, resilience and 

mindfulness, and specific sessions tailored to PS staff. All sessions were followed by informal 

discussion sessions to promote networking. It regularly has over 100 attendees (~80% female) and 

feedback has been positive (>80% rate as very good or excellent). ICAMS publicises WIRN events to 

all staff via email and newsletter. 

 

 

 

 

 

 

 

 

 

Senior staff mentoring scheme 

A bespoke mentoring scheme exists for tenured staff which pairs them with a senior academic 

external to ICAMS and often the University. The Institute Director meets with staff to jointly decide 

on a suitable match and then extends a formal invitation.  To guide effective mentor-mentee 

relationships, we link to the Academy of Medical Sciences Mentor Resources from our ICAMS 

website. All tenured staff below professor have a mentor with the option available to professors. 

 

Graham Wilson Scholarship  

The Graham Wilson scholarship (established by a bequest from Professor Graham Wilson) provides 

staff with funds for a short (<1month) opportunity for research and studies at another centre in the 

UK or overseas.  Historically this bequest was for use by those under the 35 years, but we pushed 

for greater inclusivity in the scheme; it is now available at <8 years post PhD, exclusive of periods of 

leave. There is a competitive application process with a gender-balanced panel of academics, using 

set assessment criteria. The scheme has been impactful with successful applicants being  

predominantly female, representing the demographic of our ECRs(Table 5.3.iii.2) 

 

 

 

 

 “The network has been a motivating influence, action points from the 

sessions I've attended have prompted me to act on my research ideas and 

start the conversations needed. It would be great if the WIRN could continue 

to provide the supportive and creative environment it has. I came away from 

the sessions feeling motivated and willing to fight the fear and do it anyway. 

Opportunities for networking, taking time to think out of the box, listening to 

other inspirational women has been worthwhile.” 

- Comment from SD, WIRN attendee. 
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Table 5.3.iii.2 – Successful Applicants to the Graham Wilson Award by Gender 2015-2018 

Graham Wilson Award: Successful Applicants 

Year Female % Female Male Total 

2015 4 67% 2 6 

2016 2 33% 4 6 

2017 9 90% 1 10 

2018 4 80% 1 5 

 

Figure 5.3.iii.3 – “I have received advice and encouragement in the Institute regarding planning and 

progressing my career, at P&DR (if applicable) or otherwise” 

 

 

Figure 5.3.iii.4 – “I am actively encouraged to develop my career in my current grade/role” 

 



 

 
64 

Figure 5.3.iii.5 – “I have benefitted from the advice of informal mentors within the Institute” 

 

 

 

 

 

 

 

 

 

 

 

 

Figure 5.3.iii.6 – “The Institute’s Early Career Development scheme provides me with useful 

mentoring opportunities” *Only completed by early career academics 

 

 

The staff survey shows, most feel supported to develop in their career and benefit from informal 

mentoring and the ECR development scheme. There is a noticeable number of early career 

academics, particularly males, who do not agree with this. We will investigate this further and 

consider the introduction of formal paired mentoring, if appropriate to address survey findings (esp. 

Fig. 5.3.iii.5) (AP 5.8). 

We will continue to promote and evaluate the impact of participation in all our established career 

development initiatives (AP 5.7).  
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AP 5.7 Promote and evaluate the impact of participation in career  

development initiatives. 

AP 5.8 Evaluate ECR PDP Scheme via Focus Group to inform potential 

development of formal mentoring scheme. 

AP 5.9 Assess results of FOCUS Fellowship scheme and undertake evaluation 

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

Whilst ICAMS had a system of independent review for all PhD students, this was not structured and 

the academic: pastoral advice ratio varied. As per our BAP, we have standardised the review process 

with a structured progress form to guide these meetings; these cover supervisory arrangements, 

research and writing progress, presentations/ publications, and future career plans, and are annual 

from the end of Year 1. This annual review is now carried out for 100% of the student body by 2 

independent academics. Students can request a female academic for their annual review and this 

is advertised during the induction.  

 

PGT students can also request a female project supervisor. As part of our BAP, we advertise this 

more prominently within all course handbooks.  

 

Our FOCUS fellowship scheme is open to PhD students considering an immediate post-doctoral 

fellowship (see section 5.3.iii)  

 

The University has created a campus wide post-graduate maternity leave policy to support PhD 

students, add flexibility, and reduce disadvantage. This policy also includes paternity and shared 

parental leave so as not to create a separate inequality issue. Due to the importance of this policy in 

ICAMS we took the action to advertise this within all the course handbooks, disseminate this to all 

supervisors and reviewers via email, the newsletter and a link via the ICAMS website. It is 

advertised to students via the graduate school website and at the induction events.   

 

Since paid leave was introduced, in ICAMS there has been 1 paternity leave (2 

weeks) and 1 parental leave (male, 6months). 
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(v) Support offered to those applying for research grant applications 

Transforming Research Management (TRM) Project 

In 2016, MVLS re-designed and enhanced the dedicated research management support. This support 

is embedded locally within Institutes, including ICAMS, and provides ‘cradle-to-grave’ support for 

grants from costing and collation to post award financial management.   It is inevitable that some 

applications are unsuccessful. Within ICAMS, if an academic is unsuccessful with a similar funding 

application three times, the TRM team matches them to two internal academics who act as 

mentors, providing greater in-depth advice and peer review prior to a further resubmission. 

 

For ECRs, NERD organise a series of mock grant panels using real examples of successful and 

unsuccessful grants, and panel feedback; senior academics who sit on major funding panels chair 

these events. NERD also runs moderated grant sandpit events. TRM team send out a regular list of 

ECR-specific funding opportunities along with details of small grant funding. Fellowship applications 

are covered by our FOCUS scheme. 

 

We wished to understand what differences there were in mean grant application value, by gender, 

in ICAMS; there is evidence in the literature that women request less money in grant applications 

than men3.  

 

Table 5.3.v.1 – Mean Grant Values and Percentage Female by Clinical non-clinical status 2014-2018 

  Clinical 
 

  Non-Clinical 

  CSL, Reader, Prof 
  

G9, Reader, Prof 

  Female Male (%) 

Female 

  
Female Male (%) 

Female 

2014-15 £126,337 £454,936 21% 
  

£431,120 £1,059,462 29% 

2015-16 £71,862 £287,287 20% 
  

£1,566,245 £2,076,330 43% 

2016-17 £142,415 £379,374 27% 
  

£402,465 £2,190,692 16% 

2017-18 £86,076 £607,025 12%     £519,236 £1,077,437 33% 

 

Table 5.3.v.1 shows the mean grant values and the % of the total value of applications by gender. 

There are caveats to this data, which reflect the small numbers of female senior staff. It does, 

however, show a trend towards funding applications led by female investigators being smaller than 

those led by males. We have no way to determine if the issue is under-costing, less ambitious 

projects or simply related to different research areas.  

                                                
3
 S. E. Waisbren et al, Gender Differences in Research Grant Applications and Funding Outcomes for 

Medical School Faculty 2008, Available at: https://facultydevelopment.massgeneral.org/cfd/pdf/ARTICLE-
GenderDiffInResearchGrantAppsForMedSchFaculty.pdf (Accessed: 26th April 2019). 
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To build capacity and understanding, we will ask TRM to audit historical and future grant 

applications. We will use this evidence-base in consultation with Institute senior management to 

develop actions to address emergent issues (AP 5.10).  

 

AP 5.10 Ask TRM to audit historical and future grant applications. Use this 

evidence-base in consultation with Institute Executive to develop actions 

to address emergent issues.  
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SILVER APPLICATIONS ONLY 

5.4. 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? 

 

 Training needs are identified during the appraisal process and University development 

courses are available to all staff groups. Popular courses include the first-line 

management and research integrity. We have a long tradition in ICAMS of supporting PS 

staff to develop, both providing funding towards courses (e.g. MSc modules, Institute of 

Leadership & Management qualifications, PRINCE2 training) or facilitating flexible 

working to attend classes. An optional Professional Services Conference is arranged each 

summer, with many staff attending. 

Table 5.3.i.2 – numbers of P&S attending University training 2014-18 

Year Female Male 

2014-15 19 1 

2015-16 9 3 

2016-17 - 2 

2017-18 7 1 

 

(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 P&DR process, including training, for PS staff mirrors that of research staff, 

with forms tailored to roles. ICAMS has a >95% completion rate for the past 6 years. 

Recognising that staff in technical grades play a vital role in training undergraduate, PGT 

and PGR students in techniques during projects, in 2017 we created a template for 

recording these activities that is submitted as part of P&DR.  
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(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. 

 

Two new initiatives are in development across the University, the Glasgow Professional 

and Technician Commitment. The ICAMS SAT has representatives that have been 

important in helping lobby for and develop this at University level. Both act as frameworks 

for the development of generic skills for easier movement across roles and are aimed at 

more early career staff, as well as promoting awareness of the vital roles of these job 

families. Recently the technical job family was extended to cover up to grades 8 and 9. 

 

100% of male and 89% of female staff agreed that “I have received advice and 

encouragement in the Institute regarding planning and progressing my career, at P&DR 

(if applicable) or otherwise” (Fig 5.3.iii.3). Though while 100% males agreed they “are 

actively encourage to develop in their role” (Fig 5.3.iii.4) only 76% of females agreed. We 

will introduce a number of ICAMS-specific initiatives to complement the University level 

plans. These include peer-shadowing (to learn new techniques) (AP 5.11), a pilot of 

funding initial Chartered Scientist applications, regular technical staff meetings including 

CPD updates (AP 5.13; AP 5.14) and fund for conference attendance (AP 5.15). To improve 

the visibility and appreciation of this staff group we have started a “Faces behind the 

Science” section in our ICAMS newsletter, showcasing staff members (AP 5.16). 

 

AP 5.11 Introduce peer-shadowing for PS staff to learn new techniques and 

refresh approaches to existing skills. 

AP 5.13  Fund Technical staff to apply for Chartered Scientist status, who can 

then act as mentors for future applicants. 

AP 5.14 Introduce research-focused CPD element to  quarterly  Technical staff 

meetings. 

AP 5.15 Introduce CPD funding scheme for Technical staff to support attendance 

at courses and conferences. 

AP 5.16  Continue the “Faces Behind the Science” feature in the ICAMS 

newsletter. 
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5.5. Flexible working and managing career breaks 

(i) Cover and support for maternity and adoption leave: before leave  

Both ICAMS and UoG are committed to supporting employees who are planning 

maternity/parental/adoption leave. These leave policies are clear in induction materials and on our 

website. This includes clarification for grant-funded staff that the University funds cover maternity 

pay in cases where there is no grant funder support. We were delighted to disseminate to staff that 

2018 changes in UoG’s maternity policy now mean there is no employment length eligibility 

criteria and the financial value has increased to 18 weeks full pay.  

In our BAP we created a “planning leave related to family” document as a resource for maternity, 

paternity, adoption and carer leave. Responsibility for its use sits with the line manager. This acts 

both as a source of information with live links to HR webpages (Table 5.5.i.1) 

Table 5.5.i.1 – “Planning Leave Related to Family” document 

"Planning leave related to family" document  

Section Points discussed/agreed upon 

Before Maternity 

Leave 

Leave policy resources;  

Leave and Pay options discussed;  

Awareness of shared parental leave;  

Employee Self-service – submitting forms, requesting leave;  

Risk Assessment;  

Additional Appointments;  

Cover Arrangements;  

Contact Methods (KIT days); 

 Use of Annual Leave;  

Funding Extensions;  

Academic Returners Fund  

 

During Leave Appropriate notice change to return date or other 

arrangements;  

Breastfeeding arrangements;  

Further risk assessments;  

Re-induction;  

Workload; Additional support; 

flexible working arrangements;  

Childcare voucher/Government Scheme 

 

 

Returning from Leave Appropriate support regarding update of new systems or 

introduction to new colleagues;  

Regular check-in meetings with manager;  

Concerns/Problems addressed 
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As per our BAP we have ensured that every member of staff gets one-to-one support from HR 

during the early stages of pregnancy and this now happens for 100% of staff.  

We also developed a parental buddying scheme, which pairs the member due to go on leave with 

a “buddy” – another staff member with recent experience of going on leave. This buddy link allows 

any queries or concerns the staff member may have to be addressed before going on leave and upon 

returning. 100% of staff taking parental leave during the reporting period were paired with a buddy. 

Having introduced these actions we will gather feedback on their usefulness and adapt them if 

required once sufficient numbers have utilised them (AP 5.17) 

AP 5.17 Survey staff who have been on maternity/ adoption/ parental/ carer 

leave to get feedback on the process as a whole and the planning leave 

related to family form specifically. 
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(ii) Cover and support for maternity and adoption leave: during leave 

Academic teaching, research and administrative roles are all covered during leave. Teaching is 

managed by the Learning and Teaching Committee and research by the Institute Director. Maternity 

cover for PS staff is generally a short-term replacement post. For grant-funded staff, where possible, 

the PI requests the grant be put in abeyance so that the full remaining contract length is available 

for the researcher on return, they maintain ownership of the project and are not disadvantaged. 

When that is not possible, due to funder restrictions, then a short-term post is created to provide 

cover.  

 

The “Planning Leave Related to Family” document guides an early discussion on cover 

arrangements to ensure time is set aside for any handover. It also covers contact during leave as it 

is our experience that line managers feel they must never contact staff on leave and this can result 

in missed opportunities for researchers. The form allows an agreement on what subjects should be 

contacted about and the preferred method of contact. Keeping-in-touch days are also discussed with 

the knowledge that plans may change; many researchers use this these days for career development 

activities such as finalising publications or grants, or to meet visiting academics.  

 

 

 

 

 

 

 

 

 

 

 

We celebrate every new addition at ICAMS, sending cards and gifts and ensuring everyone knows 

by posting birth announcements on posters around our buildings and in a dedicated section of our 

newsletter.   

  

 “During my recent maternity leave I used 6 of the available KIT days; 

they enabled me to learn of projects progress, meet students and plan work 

for my return. My PI was very supportive of me using the days, and we have 

both acknowledged the personal and professional benefits. Using KIT days 

ultimately helped facilitate a smooth transition when I returned to work 

following maternity leave”  

 

– SR, post-doctoral research associate 

(female) 
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(iii) Cover and support for maternity and adoption leave: returning to work  

While the return to work is discussed during pregnancy, plans often change and further discussions 

take place before, or on, return to work regarding any requests for change of working hours.  

It is commonplace in ICAMS to return on reduced hours, utilising accumulated annual leave. Parental 

leave buddies contact the returner in the first few days to provide peer-support. The Institute 

provides private facilities and refrigeration for women to express/store breast-milk at work, 

implemented via BAP.  

Through lobbying by ICAMS SAT members (and other Institutes) at College-level, our College has 

introduced an Academic Returners Fund that accepts applications before, during or up to 6 months 

after family leave, from staff at grade 7/ Clinical Lecturer and above who have taken at least 4 

months leave.  

It provides up to £10k to support a resumption of an individual’s research or scholarship activity such 

as attendance at conferences, research or administrative staff time, technician support, buying out 

of teaching to provide enhanced capacity for research and scholarship.  

This initiative is highlighted in our “Planning Leave Related to Family” document and on our 

website.  Two members of academic staff in ICAMS applied and received (100% success) funding 

from this scheme to date.  
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(iv) Maternity return rate  

Figure 5.5.iv.1, tables 5.5.iv.1 and 5.5.iv.2 show the maternity return rate. All job families have been 

merged due to small numbers. The maternity return rate is high with generally only 1 women (~10% 

of total) not returning each year. We do not have the reasons recorded for non-return but it is likely 

grant funded researchers who have reached the funding end date on their contract and an 

alternative post in ICAMS has not been available (as they would have been prioritised for 

redeployment in the wider University). We will better capture this data in our leaver’s destination 

data (AP 5.18). 

Figure 5.5.iv.1 – Percentage Maternity return rate 2015-2017 (all from 2018 still on leave) 

 

Table 5.5.iv.1 – Number/percentage female staff on leave by Staff type & Number/Percentage 

returning from leave 2014-2018 

  Female  Staff Type    Returned (%) Returned 

2014-15 10 Academic 6 9 90% 

Clinical 3 

Support 

Staff 

1 

2015-16 7 Academic 5 6 86% 

Clinical 1 

Support 

Staff 

1 

2016-17 7 Academic 4 5 

* 1 still on leave 

71% 

Clinical 2 

Support 

Staff 

1 

2017-18 3 Academic 1  *All still on leave  - 

Clinical 1 

Support 

Staff 

1 

 

AP 5.18 We will mandate that maternity/ adoption/ parental  leave in past 1 year 

is recorded in the free text section of the leavers destination data. 
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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. 

Table 5.5.v.1 – Staff remaining in post 6/12/18 months after returning from leave (cells 

remain blank where it is too early to report, all those taking mat leave in 2017/18 still 

currently on leave). 

Year Category 6 months 12 months 18 months 

2014-15 

 

RT Yes no no 

RT no no no 

RT Yes no no 

RT Yes yes yes 

RT Yes yes yes 

Clin Yes yes yes 

Clin Yes yes yes 

RT Yes no no 

MPA Yes yes yes 

Clin no no no 

2015-16 

 

RT yes yes yes 

RT Yes yes yes 

MPA Yes yes yes 

RT Yes yes yes 

RT no no no 

RT no no no 

CLIN Yes yes yes 

2016-17 

 

TECH Yes yes   

RT Yes yes   

RT Yes yes   

RT Yes yes   

RT no no no 

CLIN yes yes   

CLIN Yes yes yes 

 

As demonstrated in Table 5.5.v.1 the majority of our staff remain in their position 18 

months post leave. Those that leave are generally grant-funded research staff moving 

positions or clinical fellows resuming clinical training, both of which are expected 

within the career pathway. 
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(v) Paternity, shared parental, adoption, and parental leave uptake 

The University has new enhanced paternity/ shared parental leave policies which act as an incentive 

for these types of leave. Paternity leave is now full pay for 2 weeks and is clearly linked to on our 

website and in our family leave planning form. There have been no requests for adoption leave. One 

ICAMS clinical academic (female) has been on shared parental leave. 

 

Figure 5.5.v.1 shows the uptake of paternity and parental leave from 2014-2017. Numbers are small 

but these are representative of the numbers of new parents. 

  
Paternity 

Shared Parental 

leave 

Unpaid Parental Leave 

  

 (All Male)  Female Male 

2014-15 

Acad        

Clin        

PS      1 

2015-16 

Acad 2      

Clin   1     

PS        

2016-17 

Acad 2      

Clin       

PS 1      

2017-18 

Acad 1      

Clin 1  2   

PS        
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(vi) Flexible working  

We have a culture of informal flexible working (e.g. working from home, short term compressed 

hours) but formal flexible working remains low (Table 5.5.vi.1). All requests were granted.  

In 2016, as part of our BAP, an HR representative presented the flexible working policy, covering 

the role of the staff member and the line manager, to all staff at our open forum meeting. It does 

not appear to have led to an increase in applications. We will repeat this reminder presentation but 

will focus specifically on short-term flexible working for reasons such as caring commitments, as 

these may be more relevant (AP 5.19). These figures do not reflect part-time working in ICAMS as 

jobs are generally advertised as part-time from recruitment; we have several post-doctoral 

researchers working less than full-time as well as PS staff. 

  

Table 5.5.vi.1 – Flexi-Requests for R&T; P&S; Clinical Staff by Gender 2014-2018  

  Female Male 

2014-15 R&T 1   

P&S     

2015-16 R&T 1   

P&S 1   

2016-17 R&T     

P&S 1   

2017-18 R&T 1   

Clinical 1   

P&S     

*all requests were granted  

 

AP 5.19 To deliver training at open forum on flexible working focusing on 

examples of short term flexible working for caring commitments.  

 

(vii) Transition from part-time back to full-time work after career breaks 

ICAMS would always support academic and PS staff moving back to full-time when they wish and 

budgets allow this. Every year some staff request reduced hours for set and non-permanent periods 

of time, some of whom then transition back to full-time. We offer a phased transition tailored to suit 

individual needs/personal circumstances. AP 5.19 will further raise staff awareness on processes to 

support these requests.  
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5.6. Organisation and Culture 

(i)  Culture 

 

 

 

 

 

ICAMS has a culture of promoting the achievements of staff and students, celebrating life events 

and publicising social gatherings through our newsletter. There is an open call for stories for the 

newsletter with sections on scientific success (publications, presentations and awards), passing of 

examinations, fundraising efforts and personal and social communications.  

100% of staff agree that “the Institute newsletter and social media has helped improve 

communication within the Institute”. Staff are kept updated on AS activities - it is a fixed agenda 

item at all management meetings and open forums, a fixed newsletter item, and has a prominent 

notice board by the front door.  

Table 5.5.viii.1 shows 83% completion of equality and diversity training. The lowest completion rate 

is clinical staff, however, they complete equivalent mandatory NHS equality training every 3 years. 

We will continue to promote completion of this training through the localised P&DR form (AP 5.4). 

 

Table 5.5.viii.1 – Percentage completion for equality & diversity training 
 

All P&S & 

Technical 

Academic Clinical 

academic 

 Complete COMPLETE COMPLETE COMPLETE 

Total % 83% 91% 86% 71% 

Female % 86% 94% 92% 60% 

 

Since Bronze, our social media presence has increased significantly, and a recent analysis of inbound 

messages has shown that our social media messages on women4 in ICAMS receive the biggest 

share of retweet and comments (Figure 5.5.viii.1; Figure 5.5.viii.2). This is not only a demonstration 

of the culture within ICAMS in the real world but also infers that our actions through social media 

are broadcasting this culture to others.   

 

 

 

 

                                                
4 Any social media post that contains the word “women” 

 In 2018 survey, 95% of staff (M 92%; F 97%) agree that “the Institute is 

inclusive of all genders”.   
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Figure 5.5.viii.1 – Percentage inbound messages by Topic on social medias November 2018 – April 

2019 

 

Figure 5.5.viii.2 – Example social media posts concerning women 

 

 

 

 

 

 

 

AP 5.4 Improve completion of Equality and Diversity (E&D) training and career 

development through the ICAMS supplementary P&DR form. 
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(ii) HR policies  

The Institute Director and Head of Administration meet monthly with designated HR staff to discuss 

updates to HR policies and processes, as well as monitoring for consistent application. These are 

then highlighted at the Management meeting and cascaded through the Institute via research 

groups, emails, newsletters and the open forums. The vast majority of staff state they have been 

treated fairly at work in relation to most metrics; e.g. participation in decision making (97%M, 97%F; 

increase from 88%M & 91%F in 2014). 

Figure 5.5.ix.1 – “Do you believe you have been treated fairly regardless of your gender in the 

following respects: Day to day treatment at work” 

 

 

Table 5.5.ix.1 – Tabulated survey responses affirming awareness of policies by Job Group & Gender 

I know where the 

policies are 

Academic Clinical Admin and Tech 

Female Male Female Male Female Male 

Maternity Leave 89% 

31/35 

83% 

24/29 

82% 

14/17 

79% 

19/24 

100% 

21/21 

100% 

7/7 

Adoption Leave 86% 

30/35 

76% 

22/29 

76% 

13/17 

79% 

19/24 

100% 

21/21 

100% 

7/7 

Paternity Leave 86% 

30/35 

76% 

22/29 

76% 

13/17 

83% 

20/24 

100% 

21/21 

100% 

7/7 

Shared Parental 

Leave 

83% 

29/35 

72% 

21/29 

76% 

13/17 

83% 

20/24 

100% 

21/21 

86% 

6/7 

Emergency Time Off 

to Care for 

Dependents 

71% 

25/35 

72% 

21/29 

82% 

14/17 

83% 

20/24 

86% 

18/21 

86% 

6/7 

Flexible Working 74% 

26/35 

69% 

20/29 

82% 

14/17 

83% 

20/24 

95% 

20/21 

86% 

6/7 
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Our staff survey showed that, overall, staff were aware where to locate leave and flexible working 

policies. As Flexible working and Emergency time off were the least known we will highlight these 

policies in our newsletter and at the staff open forum (AP 5.20) 

 

AP 5.20 We will highlight flexible working and emergency time off policies in the 

ICAMS newsletter and at the staff open forum. 
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(iii) Representation of men and women on committees  

Table 5.5.x.1 –Representation on ICAMS Committees by gender 

Committee Staff 

Group 

Criteria for 

Membership 

Gender of Chair  Female %F Male Total 

Management 

Committee 

R&T; 

Clinical  

Readers and 

Professors  

          

Female 5 19% 21 26 

          

 Scientific 

Steering 

Committee 

R&T; 

Clinical 

All Principal 

Investigators 

          

Female 12 30% 28 40 

          

Operations 

Committee 

P&S; R&T Senior, 

Technical, 

Admin Staff 

          

Male 4 57% 3 7 

          

Health and 

Safety 

Committee 

P&S; R&T Local Safety 

Coordinators 

(with relevant 

safety 

training) 

          

Male 4 40% 6 10 

          

Learning and 

Teaching 

Committee 

R&T; 

Clinical 

Course 

Leaders of PG 

taught 

degrees 

          

Male 5 26% 14 19 

          

Executive 

Committee 

R&T; 

Clinical; 

P&S 

Director, 

Deputy 

Director, Head 

of 

Administration 

          

Female 2 50% 2 4 

          

Research, 

Knowledge, 

and Impact 

R&T; 

Clinical 

Professorial 

Impact 

Champions 

          

Male 1 20% 4 5 

          

 

Representation on ICAMS committees is generally in line with the demographics of the department, 

given that membership criteria selects senior staff (Table 6.iii.1). This is in line with our BAP data. 

Any action to obtain gender balance would overburden female staff and therefore our action 

remains to increase the number of senior female staff. Committee work undertaken by staff within 

ICAMS, the wider university, and externally is captured on P&DR, clinical appraisal and clinical job 

plans, and in the workload model.  

 

  

BAP Impact =  94% males and 92% of females agreed that “there is fair representation 

of all genders on Institute committees” (72%M 64%F agreed in 2014). 
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(iv) Participation on influential external committees  

All staff are encouraged to participate in external committees with time made available for these 

activities and recognition in promotion criteria. Several academic staff (2M, 2F) are editors of 

prestigious journals with two editorial offices (1M, 1F editor) now based in ICAMS. Opportunities are 

emailed to staff by the TRM team. Within the annual P&DR, external roles are discussed and 

assistance in seeking roles is provided, if required. Table 5.5.xi.1 provides diverse examples of 

influential external committee participation of ICAMS staff. 

 

Table 5.5.xi.1 – Examples of External Committee Participation 

Examples of External Committee Participation 

Male: Periodic member of grant awarding committees (Wellcome) 

Member of Editorial Board of Cardiovascular Research 

Member of European Working Group of Cardiac Cellular Electrophysiology. 

 

Female: Editorial Board for Cardiovascular Research 

RSE Young Academy of Scotland 

SIGN Guideline Development Group, Arrhythmias in Coronary Heart Disease 

Male:  Chair European Stroke Organisation Conference 

Editorial Board Stroke 

Executive Committee Association of Physicians 

Treasurer Scottish Society of Physicians 

Grant review panel UK Stroke Association 

Female: CSO-TRM Grants Committee Chair 

Society for Endocrinology (Nominations committee, publications committee, remuneration 

committee, strategy committee) 

Bioscientifica (Director) 

Male: NIHR HTA Committee 

CHSS Research Committee 

Department of Health National Advisory Committee for stroke 

Female: NIHR HTA Board 

Obesity Action Scotland Steering Committee 

Scottish Government Diabetes Prevention Working Group 

Male: BHF Project Grants Committee - 2016-2019 

British Pharmacological Society - Clinical Committee - 2015-2018 

Generation Scotland Executive committee - 2013-till present 

Female: NHS Greater Glasgow and Clyde Endowments Committee 

Chair organising Committee Joint World Obesity Federation and Biochemical Society Obesity 

in Pregnancy Meeting. 
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(v) Workload model  

ICAMS has a framework that outlines the expectations of academic staff at different grades, 

including areas such as research; education and training; management and academic leadership. 

These responsibilities are now explicitly covered in the revised P&DR process. Teaching hours are 

logged on a central IT system and this is used by the Learning and Teaching Committee to fairly 

allocate new responsibilities.  

A new research IT system allows research hours related to grant funding to be pulled through to the 

online P&DR forms. Institute service roles such as committees are allocated by the executive team 

and covered in P&DR to ensure rotation of responsibilities. With these new systems in place, since 

Bronze there has been an overwhelming increase in staff survey positivity (fig 5.5.xii.1 and fig 

5.5.xii.2) 

Figure 5.5.xii.1 – “The allocation of roles and responsibilities in the Institute are clear and 

transparent” 

 

 

Figure 5.5.xii.2 – “The allocation of roles and responsibilities takes into account all of my activities” 
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However there is still some disagreement, especially from academic staff. As a first step we will 

increase transparency by leading the update of staff webpages to include teaching roles and Institute 

service as these are not part of the current ICAMS template. Following that we will conduct focus 

work with academic staff to consider further action (AP 5.21). 

 

AP 5.21 We will lead the update of staff webpages to include teaching roles and institute 

service. 

 

 

  

BAP Impact =  agreement that the “the allocation of roles and responsibilities are clear 

and transparent” (2014 43%M, 43%F; 2018 80%M, 76%F) and “the allocation of roles and 

responsibilities takes into account all of my activities” (2014 45%M, 36%F; 2018 81%M, 

77%F). 
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(vi) Timing of departmental meetings and social gatherings  

Core hours (all meetings held between 10am-4pm Monday to Friday) were introduced in March 

2015 (BAP). These were communicated to all staff via an email from the Deputy Director, at the staff 

Open Forum, and were recorded in the circulated minutes. All decision-making meetings are 

required to be within core hours. Other meetings are recommended to be within core hours but can 

be held at other times, if all attendees agree and sufficient (>2 weeks’) notice is given. With a high 

number of clinicians in the Institute it can be hard to schedule meetings around clinical work, which 

regularly involves out-of-hours working. Meeting times are audited annually by the SAT; Table 

5.5.xiii.1 shows that since the policy was introduced, 94% of decision-making committees have been 

held in core hours. The two not in core hours were agreed via doodle poll 3 months in advance. This 

contrasts with our bronze survey in 2014 when 35% males and 25% of female did not agree that “all 

core meetings in ICAMS are held within core hours of 10am-4pm”. 

 

Table 5.5.xiii.1 – Total & Percentage meetings of Committees in/out of Core  

Group Meeting Total In Core  Not Core 

Executive Management 

Meetings 

   

8 8 
 

   

Operations Committee 
   

6 6 
 

   

Scientific Steering Group 
   

18 16 2 
   

Learning & Teaching Committee 
   

24 24 
 

   

Research and Knowledge 

Transfer Committee 

   

7 5 2 
   

Health and Safety 
   

7 7 
 

   
     

Overall Total 70 66 4 

Overall % Total 
 

94% 6% 

 

The Institute Director has now emailed all staff reminding them of the core hours policy with regards 

to all meetings which was already clear on our ICAMS webpages (AP 5.22). 

 

As part of our BAP we have strived to hold social events during work hours, where possible, and hold 

events in the University or a short walk away (AP 5.23). These events are designed to appeal to all 
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staff. This includes our popular annual Christmas Quiz, regular welcome events for new staff, 

Christmas family party and social events such as bake-offs and charity dress-up days.  

 

Figure 5.5.xiii.1 - Pictures of ICAMS staff, students and various social/networking events 

 

 

AP 5.22 Promote and audit core hours policy for all Institute decision-making 

committee meetings. 

AP 5.23 Provide diverse range of social events in ICAMS appropriate for all 

genders and scheduled to allow those with caring responsibilities to 

attend. 

 

  

BAP impact = 93% of males and 97% of females agreed that “work related social activities 

and networking events are scheduled where possible to allow those with caring 

responsibilities to attend” which is a large increase from 2014 when 57%M and 66%F agreed 

with this statement. 98% of males and 100% of females agreed the “work related social 

activities and networking events are appropriate for all genders”.  
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(vii) Visibility of role models 

ICAMS main guest speaker series  is developed by nominations from staff via the research themes. 

Prior to BAP, representation was 14%F in 2012/13 and 13%F in 2013/14. In 2018 the SAT took an 

active role in guest speaker planning, seeking specific female nominations from the themes and 

prioritising invitations.  A focus on mid-career rather than purely senior researchers has increased 

the potential pool of speakers, provides more meaningful role models, creates better opportunities 

for collaborations, and may prove a useful route for encouraging female applicants for senior roles 

in ICAMS.  

 

Table 5.5.xiv.1 – List of themed speakers by Gender 

 Action Female % Female Male 

2012/13  3 14% 19 

2013/14  4 13% 27 

2014/15 Email 

requesting 

female as 

well as male 

speakers 

8 30% 19 

2015/16 8 36% 14 

2016/17 8 40% 12 

2017/18 5 38% 8 

2018/19 SAT prioritise 

invitations 

12 60% 8 

 

Images on the ICAMS website are representative of our staff, showing a range of staff groups, age, 

ethnicity and gender. The front page of our website shows 10 males and 19 females (Figure 

5.5.xiv.1).  

 

 

 

 

 

 

 

 

BAP impact = the proportion of females has improved with 60% in the current year. We 

will continue the active role in guest speaker organisation (AP 5.24). 
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Figure 5.5.xiv.1 – Website front page 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

AP 5.24 To continue prioritisation of guest speaker nominations aiming for a 50:50 

gender split. 
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(viii) Outreach activities  

ICAMS staff of all levels, from Director to PhD students, participate in outreach activities. There is 

wide enthusiasm and enjoyment of outreach activities among staff of all genders (examples in table 

6.iii.1). We incentivise outreach participation by rewarding it. Outreach activities play an important 

role in the promotion process and are discussed during annual P&DR. We also promote the outreach 

work done by members of ICAMS in our newsletters, website, and social media.   

 

98% of staff (97%F) surveyed agreed that “outreach and public engagement activities (such as 

participation in external scientific events for the general public) are valued within the institute”. 

 

Figure 5.5.xv.1 – Pictures of various ICAMS external events 
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Table 5.5.xv.1 Examples of the wide range of outreach events involving ICAMS Staff 

Outreach event (examples) Grade Gender 

Presentation to Diabetes Volunteers Group     

 

L/SL F 

Speech at Holyrood to BHF donors and politicians. 

 

L/SL M 

Organisation of Café Scientifique in Glasgow Prof F 

Pint of Science  Prof M 

May Measurement Month – blood pressure PDRA F 

Glasgow Science Festival  Fellow F 

BBC “Trust me I’m a Doctor” Fellow M 

STEM Ambassador Scheme  L/SL & PDRA F x2 

Public meeting “Diabetes and how to survive it”  Prof M  

BBC Reporting Scotland – portion sizes CSL/ Reader F 

 

Word count:  6738 (738 additional words used; total 819 additional word used) 
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SILVER APPLICATIONS ONLY 

6. 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. 

The second case study should be related to someone else in the department. More 

information on case studies is available in the awards handbook. 

 

 

 

 

 

Dr Rachel Myles (SAT member) Clinical Senior Lecturer in Cardiology 

I first moved to Glasgow in 2004 to pursue a career in academic and clinical cardiac electrophysiology 

and began working as a Clinical Fellow in ICAMS. With the support and supervision of Professors 

Stuart Cobbe and Godfrey Smith I completed my PhD in 2008.  Thereafter, as a Clinical Lecturer, I 

was fully supported to arrange and undertake a year-long fellowship at the University of California, 

Davis, and also pursue an independent Clinician Scientist Fellowship. Mentored by my supervisors, I 

developed a research proposal and independent scientific review was provided by several senior 

staff in ICAMS. Prior to interview I had two mock interview experiences with academics who had 

experience of sitting on funding committees. I successfully gained a Wellcome Trust Intermediate 

Fellowship starting in 2015. I am pleased that this peer-review support and mock interview process 

has been standardised through the FOCUS scheme. 

 

The start of my fellowship coincided with my first maternity leave. Working with my line manager 

and funding body, we developed plans for the supervision of my research staff and the continuation 

of my research in my absence early in my pregnancy. However, complications meant I was suddenly 

hospitalised and my maternity leave had to start several months ahead of schedule, and this early 

pre-planning meant my research work was not majorly inconvenienced. I was away from work for 

around 11 months and took advantage of the available “keeping in touch days” to stay in the loop.  

I eventually returned full-time in March of 2016. I was offered the choice to transition back to work 

on a part-time basis but I opted, instead, to return full-time combined with use of the annual leave 

that I had accumulated during my leave. 

 

In this first maternity leave I was paired with a “maternity buddy” to provide support through what 

can be a daunting collision of work and home life. As well as my buddy being very helpful, I found all 

my colleagues and the general vibe of the department to be great in offering support and friendly 

advice. 
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I was initially concerned that work efforts would take a hit from my extended leave, however, I was 

able to apply for the Academic Returners Fund scheme. This provided me with the funds necessary 

to hire a post-doctoral researcher to provide research assistance. This was an undeniable help for 

getting my lab’s experimental work up and running as soon as possible. Whilst balancing work and 

childcare was initially stressful, it was made easier by management who met my needs. It was 

important with my first born that I expressed breast milk at work and the quiet private space and 

storage provided within the Institute to nursing mothers were a great help. 

 

Overall this meant that when I took my second maternity leave in July 2017 I was confident that 

things would run smoothly. I returned after 6 months of leave in the knowledge that my work had 

the necessary measures in place should any issues arise. I now work full-time 5 days a week with 

fellowship funding. The informal flexible working culture of the Institute, combined with flexibility 

in my clinical job plan, and minimal clinical out-of-hours requirements mean I am able to uphold a 

full-time job that allows me the flexibility to also enjoy family life.   

 

 

 

 

 

 

Dr Rashida Lathan, Research Associate in Regenerative Medicine 

Prior to working in Glasgow, I conducted my doctoral studies at the University of California, Davis in 

the US, before progressing to continue my work in France. My career has  led me to the UK and the 

position at ICAMS I now hold today. On arrival at ICAMS I was immediately welcomed in to the 

Institute. Induction helped me quickly find my feet in the laboratory and the wider University. The 

frequent events organised by NERD allowed me to meet other ECRs across ICAMS and beyond, and  

provided valuable career support. 

 

I have a supervisory team that includes research and clinical academics. I have benefitted from the 

ECR Personal Development Planning introduced in 2017/18, which has helped me to recognise my 

unique areas of expertise. It has been reassuring to see the explicit commitment to the 12 P’s for PIs 

approach, to which my supervisory team have signed up. I see this in action particularly in how 

they’ve helped build my confidence in seeking out independent research opportunities. My 

supervisor Prof Rhian Touyz has been invaluable, as she has not only acted as a role model but has 

been instrumental in connecting me with the researchers externally who can gain me access to the 

resources I need for my work. I am enabled to source out many of my own research plans and I enjoy 

this level of autonomy in my work. 

 

To further my academic career, I was encouraged to develop an independent research proposal and 

apply for a fellowship. My supervisors helped ensure this process would be feasible for me by 
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allowing me both the time and space within my work to carry out what was necessary for my 

application. Through the FOCUS scheme I was provided with peer review and research support office 

assistance. They also ran a mock interview process to help me identify any areas where I could 

improve. This was a real confidence boost for the actual interview. One suggestion from the mock 

panel was to spend time in clinical wards talking with the patients upon whom my work would 

hopefully have impact. My supervisors helped me arrange this and I thoroughly enjoyed it. This 

experience became a major talking point in my fellowship interview and played a part in my success 

in obtaining a CSO/ Kidney Research UK Fellowship in Regenerative Medicine. I am looking forward 

to my fellowship starting in the next few months and the development opportunities this allows for 

my continued career in Glasgow. 

 

Word count: 978 
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7. FURTHER INFORMATION 

Recommended word count: Bronze: 500 words  |  Silver: 500 words 

Please comment here on any other elements that are relevant to the application. 

Figure 7.1 – Tabulated Survey Question Results  

Survey Question Male Female PNS/Blank 

Agree Disagree N/A Agree Disagree N/A 

"The atmosphere in the institute is 

inclusive of all genders" 

92% 8% - 97% 3% - 6% 

"All core meetings in ICAMS  are 

now held within core hours of 

10am and 4pm" 

88% 12% - 84% 16% - 5% 

"Work related social activities and 

networking events are 

appropriate for all genders" 

98% 2% - 100% 0% - 6% 

"Work related social activities and 

networking events are scheduled 

where possible for those with 

caring responsibilites to attend" 

93% 7% - 97% 3% - 6% 

"There are suitable social spaces 

for people to meet infomally 

within the Institute " 

82% 18% - 78% 22% - 6% 

"For staff who have been working 

in the University for 1 year or less- 

the Institute induction process 

met my needs" 

24% 5% 71% 22% 16% 61% 6% 

"The Institute newsletter and 

social media has helped improve 

communication within the 

Institute" 

91% 9% - 90% 10% - 6% 

"The allocation of roles and 

responsibilities in the Institute are 

clear and transparent" 

80% 20% - 76% 24% - 6% 

"The allocation of roles and 

responsibilities takes into account 

all of my activities" 

81% 19% - 77% 23% - 6% 

"There is fair representation of all 

genders on Institute committees" 

94% 6% - 91% 9% - 6% 
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"Outreach and public engagement 

activities are valued within the 

institute" 

98% 2% - 97% 3% - 6% 

" I have received advice and 

encouragement in the Institute 

regarding planning and 

progressing my career, at P&DR (if 

applicable) or otherwise" 

66% 14% 20% 74% 8% 18% 6% 

 "I am actively encouraged to 

develop my career in my current 

grade/role" 

74% 19% 7% 78% 12% 10% 6% 

"I have benefitted from the advice 

of informal mentors within the 

Institute" 

66% 24% 10% 65% 17% 18% 6% 

"I have access to relevant training 

courses that meet my needs in 

career and professional 

development" 

85% 10% 5% 83% 10% 7% 6% 

"How do you find out about 

training opportunities relevant to 

you (please tick all that apply)?" 

       

"The Institute provides me with a 

helpful annual appraisal (P&DR)" 

*NO CLINICAL 

62% 29% 9% 71% 11% 18% 6% 

"Discussions with my reviewer 

have provided useful feedback on 

my job performance" *NO 

CLINICAL 

86% 8% 6% 80% 7% 13% 6% 

"Discussions with my reviewer 

have helped me to manage my 

objectives and progress" *NO 

CLINICAL 

77% 17% 6% 79% 9% 12% 6% 

"Discussions with my reviewer 

have helped me to identify 

training opportunities to advance 

my career" *NO CLINICAL 

53% 36% 11% 73% 14% 13% 6% 

"Discussions with my reviewer 

have helped me raise issues and 

concerns with senior staff" *NO 

CLINICAL 

66% 23% 11% 50% 20% 30% 6% 

69% 19% 12% 71% 15% 14% 6% 
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 "I understand the University 

promotion process and criteria" 

*NOADMINISTRATION/TECHNICAL 

"I have been developed, 

encouraged and helped to apply 

for promotion within the 

Institute" *NO 

ADMINISTRATION/TECHNICAL 

50% 29% 21% 50% 8% 42% 6% 

"I am aware that the Institute has 

run promotions workshops before 

the promotion round on a 

biannual basis" *NO 

ADMINISTRATION/TECHNICAL 

58% 33% 9% 58% 19% 23% 6% 

"Appropriate support and advice 

is provided in the Institute at each 

stage of promotion" *NO 

ADMINISTRATION/TECHNICAL 

64% 17% 19% 42% 6% 52% 6% 

"The Institute's Early Career 

Development scheme provides me 

with useful mentoring 

opportunities" *ACADEMIC ONLY 

25% 14% 61% 49% 8% 43% 7% 

"Do you believe you have been 

treated fairly regardless of your 

gender in the following aspects:" 

       

"Recruitment and Selection" 100% 0% - 100% 0% - 5% 

"Promotion" 97% 3% - 100% 0% - 4% 

"Day to day treatment at work" 97% 3% - 99% 1% - 5% 

"Access to relevant training" 98% 2% - 100% 0% - 5% 

"Participation in decision making" 97% 3% - 97% 3% - 5% 
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8. ACTION PLAN 
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AP Planned Action Rationale Key outputs/ 

Milestones 

Timeframe 

(start/ end 

date) 

Subcommittee 

(specific person) 

responsible 

Success Criteria and Outcome 

3.1 Ensure the SAT continues 

successful actions to date 

including NERD network, ensure 

gender balanced selection 

committees, and all staff 

complete unconscious bias 

training. 

There have been 

improvements in 

the staff survey, 

particularly linked 

to perceptions of 

equality and 

satisfaction with 

training, 

promotion and 

recruitment to 

ICAMS. We need 

to build on 

progress. 

Ensure line 

managers are 

aware of the 

NERD. 

Encourage post-

doctoral staff to 

attend. Promote 

through email 

and staff open 

forum. 

 

Unconscious 

bias training 

100% 

completion by  

 

Sept 2019 

(new 

academic 

year) 

 

 

 

 

 

 

 

Yearly (P&DR) 

WD 

(Francisco Rios) 

100% of staff agree they have been 

treated fairly regardless of gender 

with respect to recruitment and 

selection. 

 

>90% of staff agree that advice and 

support for promotion is 

appropriate. 

 

At least 8 females (grade 9 or less) 

apply for promotion by next 

Athena SWAN report in 2022. 

3.2  Review all data for trends that 

require intervention and to 

evaluate success of other 

ongoing actions. 

Females perform 

better than males 

on PGT courses. 

 

Lack of females in 

senior open-

ended contract 

roles. 

Yearly review of 

PGR/PGT and 

staff data ahead 

of report to 

ICAMS 

executive 

Yearly CD 

(Jennifer Logue) 

Data reported to ICAMS executive 

in January each year. Action plan 

modified in response to live data. 
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AP Planned Action Rationale Key outputs/ 

Milestones 

Timeframe 

(start/ end 

date) 

Subcommittee 

(specific person) 

responsible 

Success Criteria and Outcome 

3.3  Repeat staff survey to further 

assess impact of Silver Action 

Plan (AP) 

There have been 

improvements in 

the staff survey, 

particularly linked 

to perceptions of 

equality and 

satisfaction with 

training, 

promotion and 

recruitment to 

ICAMS.  

 

We will build on 

progress and 

assess impacts of 

Silver AP. 

 

 

 

 

 

 

 

Staff survey 

questions 

planned. 

 

Staff survey 

conducted  

Jan 2021 

 

 

 

April 2021 

CD 

(Jennifer Logue) 

>85% response rate to staff survey 

in 2021 from staff of all genders 

and role types, demonstrating 

continued engagement of 

colleagues in the equality agenda.  
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AP Planned Action Rationale Key outputs/ 

Milestones 

Timeframe 

(start/ end 

date) 

Subcommittee 

(specific person) 

responsible 

Success Criteria and Outcome 

3.4  Rotate SAT membership in ICAMS Rotation enables 

new voices and 

opportunities to 

participate in the 

equality agenda. 

Rotation of SAT 

chair and 

deputy. 

 

Invitation for 

new SAT 

members at 

open forum and 

by email. 

 

 

Oct 2019 HR  

(Jillian Blair) 

SAT rotation and bedding in period 

complete by end 2019. 

 

New full SAT meeting by Dec 2019 

in time to make report to ICAMS 

Executive in Jan 2020. 

4.1 Organise an annual “Women in 

Sports Science” afternoon for 

MSc students showcasing female 

PhD students and ECRs from both 

ICAMS and the West of Scotland.  

Celebrating 

women in Sports 

Science in 

Scotland; 

Profiling and role 

modelling to 

encourage female 

MSc students to 

remain in 

academia 

8 female PGT 

students to 

attend 

afternoon and 

give feedback- 

represents 40% 

of 2017/18 

Sports Science 

female cohort. 

Design 

afternoon & 

presenters 

identified: end 

August 2019 

 

Hold event: 

Dec 2019 

(annually,  

thereafter) 

 

 

 

S&PP 

(Stuart Gray) 

At least 8 female PGT students to 

attend afternoon and give positive 

feedback. 

 

Two additional female PhD 

students in sport science between 

2019 and 2022.  
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AP Planned Action Rationale Key outputs/ 

Milestones 

Timeframe 

(start/ end 

date) 

Subcommittee 

(specific person) 

responsible 

Success Criteria and Outcome 

4.2 Conduct focus group work with 

male and female PGT students 

examining experiences of 

teaching and assessment.  

 

Female PGT 

attainment higher 

than males; new 

assessment 

practice 

introduced in 

2018 requires an 

assessment of 

potential 

gendered impact 

Initial Focus 

Group 

conducted. 

 

Findings 

analysed and 

reported to SAT. 

 

PTES survey 

data from 2019-

2021 analysed 

for trends of 

coursework 

satisfaction. 

 

 

 

 

 

 

 

 

 

 

End May 2019 

(current 

cohort) 

 

 

 

 Conducted 

yearly, going 

forward 

S&PP 

(Angela 

Bradshaw) 

70% positive feedback from male 

and female PGT respondents on 

assessment practices in PTES 

survey data. 

 

Qualitative feedback from focus 

groups show no discernible 

differences/disadvantages to either 

gender and where this finding is 

suggested, recommendations 

made by SAT to ICAMS Learning 

and Teaching Committee to 

address them.  
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AP Planned Action Rationale Key outputs/ 

Milestones 

Timeframe 

(start/ end 

date) 

Subcommittee 

(specific person) 

responsible 

Success Criteria and Outcome 

4.3 Clearly advertise part-time PGR 

study options, when available. 

Options for part-

time study are 

heavily influenced 

by funder 

stipulations and 

project timelines. 

It is essential to 

ensure they are 

widely 

advertised, when 

available.  

 

This action is an 

ongoing Bronze 

action. It is 

presented here to 

keep in on Silver 

agenda. 

 

 

 

 

 

 

“Part-time study 

options” highly 

visible in ICAMS 

advertising. 

Completed 

Sept 2015 

(Bronze) 

 

Info updated 

March 2019 

 

Info update in 

March-May 

each year 

from 2020 

 

WD 

(Stephanie 

Lavery) 

Maintaining broad gender balance 

on PGR courses (≥50% female) 

across academic years 2019/20-

2021/22 (baseline average of 

53%Female Part-Time PGR). 



 

 

105

AP Planned Action Rationale Key outputs/ 

Milestones 

Timeframe 

(start/ end 

date) 

Subcommittee 

(specific person) 

responsible 

Success Criteria and Outcome 

4.4 ICAMS Line Managers to share 

leaver destination information to 

Institute administrators.  

Gain better 

understanding of 

destination of, 

particularly ECR, 

leavers. 

 

Data are 

incomplete and 

prevent 

meaningful 

analysis.   

Ongoing Bronze 

action that 

sought to pilot 

mandated 

approach for 

line manager 

completion of 

leaver 

information.  

 

Re-assess 

leavers info, and 

report on leaver 

destinations to 

SAT. . 

 

Pilot complete 

for 2016-2018 

data. 

 

 

 

 

 

 

 

2nd quarter 

2020 

 

 

 

 

 

 

 

 

 

 

 

 

HR 

(Dilys Freeman)  

 

Response and data availability for 

≥80% of leavers from Sept 2019.  

 

By June 2020 have an 

understanding of where colleagues 

who leave ICAMS are going, by 

gender, and on what career path.  

 

Utilise this information to decide 

on any actions required as part of 

development of  ICAMS Athena 

SWAN Silver AP. 
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AP Planned Action Rationale Key outputs/ 

Milestones 

Timeframe 

(start/ end 

date) 

Subcommittee 

(specific person) 

responsible 

Success Criteria and Outcome 

5.1 Maintain ICAMS  website with up-

to-date family-friendly policies 

and Athena SWAN initiatives; 

ensure and visible diversity in role 

model imagery. 

Keeping staff 

informed on key 

policies and 

benefits.  

 

Positioning 

ICAMS as family-

friendly 

environment for 

prospective male 

and female job 

applicants.  

 

ICAMS Athena 

SWAN website 

with links to 

policies. Include 

links to the 

University 

nursery, 

childcare 

vouchers 

scheme & 

childcare 

information. 

 

Initially 

undertaken in 

Sept 2015 

(Bronze AP) 

 

Info updated 

in May each 

year to 

continue from 

2019 onwards 

 

WD 

(Francisco Rios) 

Female applicants for all non-

clinical grades/posts to >40% by 

08/2021. 

 

 

≥90% of male and female 

colleagues across all role types  

aware of family-friendly policies at 

next survey. 

5.2 Create new induction step-by-

step guide for line managers and 

new staff to include job-specific 

and organisation-wide induction 

information. 

 

Publicise new Guide on ICAMS 

webpages. 

 

Conduct focus group with 

recently appointed staff to 

evaluate new Induction Guide 

2018 staff survey 

showed of those 

that appointed 

since 2017, 81% 

of men and 61% 

of women agreed 

the “Institute 

induction process 

met my needs”.  

Updating 

Induction 

materials formed 

part of BAP but 

2018 survey 

New Guide 

produced, 

circulated to all 

line managers 

and available 

online. 

 

 

Focus group 

with new starts 

conducted to 

assess 

experience of 

new Guide and 

processes. 

New Guide 

produced by 

start of next 

academic 

session – Sept 

2019 

 

Info update in 

May 2020and 

annually 

thereafter 

 

Focus group 

conducted in 

April 2020 to 

WD 

(Francisco Rios) 

≥85% of eligible male and female 

staff to agree induction process 

met their needs in next survey 

April 2021. 
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demonstrates a 

gendered 

difference in new 

staff experience. 

assess changes 

and inform 

additional 

action 

required as 

part of annual 

(May) update. 
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AP Planned Action Rationale Key outputs/ 

Milestones 

Timeframe 

(start/ end 

date) 

Subcommittee 

(specific person) 

responsible 

Success Criteria and Outcome 

5.3 Deliver bi-annual promotion 

workshop led by senior staff and 

targeted at ECRs. 

In 2018 83% of 

males and 94% of 

females agreed 

that “appropriate 

support and 

advice is provided 

in the Institute at 

each stage of 

promotion” 

compared to 67% 

of males and 52% 

of females in 

2014.  

 

Maintain support 

of our ECRs. 

Feedback very 

positive (5.1.iii) 

 

 

 

 

 

 

 

 

Last workshop 

held 14/12/17.  

 

Questions for 

panel submitted 

anonymously . 

to email box 

 

 

Next 

workshop 

By end 

October 2019, 

in advance of 

promotion 

deadline (Jan 

2020) 

HR 

(Paul Welsh) 

≥90% of male staff and ≥95 female 

staff agreeing that they understand 

the University promotions process 

and criteria at next survey (April 

2021) 
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AP Planned Action Rationale Key outputs/ 

Milestones 

Timeframe 

(start/ end 

date) 

Subcommittee 

(specific person) 

responsible 

Success Criteria and Outcome 

5.4 Improve completion of Equality 

and Diversity (E&D) training and 

career development through the 

ICAMS supplementary P&DR 

form. 

Completion 

mandated as part 

of P&DR before 

sign-off from 

2017. 

 

83% of ICAMS 

staff have 

completed UofG 

E&D training.  

 

Mandatory 

completion as 

part of P&DR 

(June -Sept) in 

2019 and 2020 

P&DR cycles 

 

HR 

(Alyson Miller) 

100% of staff  to complete E&D 

training by end of P&DR cycle in 

2020 

5.5 Deliver training in collaboration 

with College HR on maximising 

P&DR to support career 

development for 

reviewer/reviewees. 

 

Survey responses 

re: ICAMS 

providing a 

helpful annual 

appraisal showed 

58% male PS and 

71% male 

academic staff in 

agreement 

compared to 89% 

female PS and 

85% female 

academic staff in 

agreement 

 

Training devised 

and delivered 

and evaluated. 

 

Impact 

evaluated in 

next staff 

survey. 

Training 

devised and 

delivered in 

advance of 

2020 P&DR 

cycle 

(launches June 

2020) 

 

Evaluation of 

training 

following 

session. 

 

Survey 

conducted in 

April 2021 

 

 

HR 

(Angela Lucas-

Herald) 

65% of reviewers and staff attend 

workshop. 

 

 

Evaluation at workshop shows 75% 

positive response from all 

attendees to question about 

usefulness for clarifying use of 

P&DR discussion to address career 

development. 

 

 

≥80% male and ≥90% female 

academic and PS staff agreeing 

that ICAMS provides a helpful 

annual appraisal in next staff 

survey (April 2021). 
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AP Planned Action Rationale Key outputs/ 

Milestones 

Timeframe 

(start/ end 

date) 

Subcommittee 

(specific person) 

responsible 

Success Criteria and Outcome 

5.6 Deliver training in collaboration 

with College HR for P&DR 

reviewers on  communication 

skills for sensitive performance 

management. 

 

As per Action 5.5 

Training to be 

delivered at 

Scientific 

Steering 

Committee with 

College HR 

April 2020 HR 

(Alyson Miller) 

>80% Senior line managers receive 

training which will be tied to 

Scientific Steering Committee to 

maximise attendance. 

 

 ≥80% male and ≥90% female 

academic and PS staff agreeing 

that ICAMS provides a helpful 

annual appraisal in next staff 

survey (April 2021). 

 

5.7 Promote and evaluate the impact 

of participation in career  

development initiatives.  

 

New initiatives 

introduced as 

part of Bronze AP 

show clear signs 

of impact. Need 

to ensure that 

this trend 

continues to 

review their 

continued 

effectiveness for 

addressing ICAMS 

pipeline.  

 

Promotion 

through 

dedicated 

section in  

ICAMS monthly 

newsletter 

 

Quarterly email 

reminders of 

initiatives 

In progress 

 

 

CD 

(Jennifer Logue) 

≥90% of male and female staff 

agreeing that they have access to 

relevant training, career 

development and networking 

opportunities to new question in  

next survey (April 2021). 
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AP Planned Action Rationale Key outputs/ 

Milestones 

Timeframe 

(start/ end 

date) 

Subcommittee 

(specific person) 

responsible 

Success Criteria and Outcome 

5.8 Evaluate ECR PDP Scheme via 

Focus Group to inform potential 

development of formal mentoring 

scheme. 

Uptake of 

previous formal 

mentoring 

schemes is low. 

 

Introduction of 

ECR PDP scheme 

with sponsor 

introduced to 

tackle this under 

Bronze AP. 

. 

Focus Group 

carried out to 

explore 

effectiveness of 

ECR PDP.  Focus 

groups to show 

positive 

experience of 

scheme or, 

introduction of 

more traditional 

approach to 

mentoring. 

Conducted 

Nov 2019 with 

findings 

reported to 

SAT by Jan 

2020  

 

 

 

 

 

CD 

(Rachel Myles) 

≥75% male and female ECRs 

respond positively to new question 

in next staff survey about access to 

sponsorship and mentoring in 

support of career development 

(April 2021). 

5.9 Assess results of FOCUS 

Fellowship scheme and undertake 

evaluation with participants. 

 

 

FOCUS Fellowship 

scheme 

developed under 

Bronze AP to 

support research 

bids. 

.  

Continual 

assessment and 

evaluation of the 

scheme to ensure 

its effectiveness. 

 

Launched, and 

currently has 9 

members– 

67%F). 

 

Scheme yielding 

early impact 

with 1F 

obtaining a 

fellowship and  

1M and 1F at 

revision stage  

In June 2020 

evaluate 

scheme 

through 

informal 

meetings with 

mentors/ment

ees. 

 

CD 

(Terry Quinn) 

Discussions with participants 

shows positive experience through 

qualitative comments and 

discussion. 

 

 

3 new external fellowships to be 

secured in  ICAMS by June 2020 (a 

substantial improvement on 

historical rates, with at least 2/3 

secured by Female ECRs reflecting 

participation demographics ) 
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AP Planned Action Rationale Key outputs/ 

Milestones 

Timeframe 

(start/ end 

date) 

Subcommittee 

(specific person) 

responsible 

Success Criteria and Outcome 

5.10 Ask TRM to audit historical and 

future grant applications. Use 

this evidence-base in 

consultation with Institute 

Executive to develop actions to 

address emergent issues.  

 

 

Funding data 

show a trend 

towards funding 

applications led 

by female 

investigators 

being smaller 

than those led by 

males 

Historical audit 

of data 

 

Real-time data 

analysis 

 

 

Identify trends 

and discuss with 

ICAMS 

Executive and 

devise actions. 

Dec 2019 

 

 

Dec every year 

from 2019 

 

At SAT report 

to Exec every 

year from Jan 

2020 

CD 

(Rachel Myles) 

Representative proportion of 

applications, awarded grants, and 

awards in £ from female 

researchers demonstrated in the 

data by April 2023. 

5.11 Introduce peer-shadowing for PS 

staff to learn new techniques and 

refresh approaches to existing 

skills.  

 

Create recording mechanism for 

shadowing and reflections on 

practice. 

Improve career 

development 

opportunities for 

PS colleagues 

Pilot peer-

shadowing with 

at least 4 ICAMS 

PS staff initially. 

 

Feedback on 

process with 

participants. 

 

Review pilot 

and roll out 

shadowing 

scheme across 

ICAMS . 

 

Launch Dec 

2019 

 

 

 

 

 

July2020 

 

 

 

September 

2020 

HR 

(Jillian Blair) 

At least 4 participants (50%M: 

50%F) participate in pilot to form 

two shadowing partnerships. 

 

Feedback from pilot suggests 

positive experience for career 

development. 

 

≥95% of male and female PS staff 

agree they have received advice 

and encouragement in the Institute 

regarding career planning and 

progression in next survey (April 

2021).  
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AP Planned Action Rationale Key outputs/ 

Milestones 

Timeframe 

(start/ end 

date) 

Subcommittee 

(specific person) 

responsible 

Success Criteria and Outcome 

5.12 Implement an informal and 

confidential discussion, team 

bonding, and networking 

opportunity for PS staff in ICAMS.  

PS staff lack the 

same 

opportunities as 

academic staff to 

network and 

discuss their 

career 

confidentially. 

Design an easy 

walking route 

and advertise to 

PS staff. 

 

Run a pilot over 

summer. 

 

Take feedback 

and implement 

the initiative. 

May 2019 

 

 

 

 

June/July 2019 

 

 

Sept 2019 

HR 

(Jillian Blair) 

≥95% of male and female PS staff 

agree they have received advice 

and encouragement in the Institute 

regarding career planning and 

progression in next survey (April 

2021). 

5.13 Fund Technical staff to apply for 

Chartered Scientist status, who 

can then act as mentors for 

future applicants. 

Improve career 

development 

opportunities for 

Technical 

colleagues in line 

with UofG joining 

Technician 

Commitment as 

signatory in 

2018/19. 

Trial the process 

with 3 ICAMS 

Technicians 

initially 

 

 

Review staff 

experience to 

consider 

appropriateness 

of wider 

implementation 

 

 

 

Seek 

interested 

Technicians by 

end Dec 2019 

 

 

Roll out from 

May 2020 

WD 

(David Hughes) 

≥95% of male and female PS staff 

agree they have received advice 

and encouragement in the Institute 

regarding career planning and 

progression in next survey (April 

2021). At least 2 staff achieve 

Chartered Scientist status by 

December 2020. 
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AP Planned Action Rationale Key outputs/ 

Milestones 

Timeframe 

(start/ end 

date) 

Subcommittee 

(specific person) 

responsible 

Success Criteria and Outcome 

5.14 Introduce research-focused CPD 

element to  quarterly  Technical 

staff meetings. 

 

As per 

Technician 

Champion 

(identified as 

part of UofG 

Technician 

Commitment) 

to source 

volunteers to 

lead CPD at 

each meeting 

 

CPD standing 

agenda item at 

Technical staff 

meetings 

May – Oct 

2019 

 

 

 

 

 

 

 

 

 

From Oct 2019 

 

 

CD 

(Aileen Rankin) 

≥95of male and female PS staff 

agree they have received advice 

and encouragement in the Institute 

regarding career planning and 

progression in next survey (April 

2021). 

5.15 Introduce CPD funding scheme 

for Technical staff to support 

attendance at courses and 

conferences. 

 

Each successful applicant will 

then share their learning with 

colleagues at the technical staff 

meeting. 

 

Technical staff do 

not currently 

have same access 

to CPD funds as 

academic staff. 

Scheme launch, 

publicised and 

uptake review. 

 

 

Successful 

applicants 

contribute to 

CPD agenda 

item at 

quarterly 

meetings in line 

with Action 5.14 

As per Action 

5.14 

WD 

(David Hughes) 

As per Action 5.14 
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Milestones 

Timeframe 

(start/ end 

date) 

Subcommittee 

(specific person) 

responsible 

Success Criteria and Outcome 

5.16 Continue the “Faces Behind the 

Science” feature in the ICAMS 

newsletter. 

Improve profile 

and career 

development 

opportunities for 

all PS and 

technical 

colleagues 

Ask for 

volunteers at 

technicians 

meeting. 

 

Publication of 

section. 

June 2019 

 

 

 

 

Rolling 

(quarterly) 

CD 

(Aileen Rankin) 

3 Faces behind the Science sections 

every year in newsletter 

 

 

5.17 Survey staff who have been on 

maternity/ adoption/ parental/ 

carer leave to get feedback on 

the process as a whole and the 

planning leave related to family 

form specifically. 

 

Maternity/ 

adoption/ 

parental leave 

should be 

supported by 

ICAMS, with 

appropriate 

planning 

Hold focus 

group 

 

Discuss findings 

and next step at 

SAT 

By end 2019 

 

 

By mid 2020 

S&PP 

(Partick Mark) 

Ensure 100% of staff get HR 

support in early stages of 

pregnancy. 

 

Ensure 100% of parental/adoption 

leave staff are offered buddying 

partner 

5.18 We will mandate that maternity/ 

adoption/ parental  leave in past 

1 year is recorded in the free text 

section of the leavers destination 

data. 

To ensure there is 

no evidence of 

bias in 

maternity/parent

al/adoption leave 

return rates. 

Re-assess 

leavers info, and 

conduct 

reflective work.  

Gain better 

clarity on any 

bias in data 

2nd quarter 

2020 

 

HR 

(Dilys Freeman) 

>80% response and data 

availability on leavers from Sept 

2019.  

 

By June 2020 have an 

understanding of any relationship 

of maternity/parental/adoption 

leave with return to work 
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Milestones 

Timeframe 

(start/ end 

date) 

Subcommittee 

(specific person) 

responsible 

Success Criteria and Outcome 

5.19 To deliver training at open forum 

on flexible working focusing on 

examples of short term flexible 

working for caring commitments.  

 

We will highlight flexible working 

and emergency time off policies 

in the ICAMS newsletter and at 

the staff open forum  

 

Previous HR 

presentation at 

open forum 

(2016) has not led 

to an increase in 

requests.  

New 

presentation 

focusing on 

short term and 

informal flexible 

working.  

 

ICAMS 

newsletter used 

to highlight 

policy. 

By end Dec 

2019 

 

 

 

 

 

 

By end Dec 

2019 

 

 

 

HR 

(Paul Welsh) 

>90% of staff of both genders to 

report a clear understanding of 

flexible working policies by next 

staff survey. 

 

3 new requests for flexible working 

by end 2021. 

 

5.20 We will highlight flexible working 

and emergency time off policies 

in the ICAMS newsletter and at 

the staff open forum. 

Previous HR 

presentation at 

open forum 

(2016) has not led 

to an increase in 

requests. 

ICAMS 

newsletter used 

to highlight 

policy. 

By end Dec 

2019 

 

S&PP 

(Lorraine Work) 

3 new requests for flexible working 

by end 2020. 

 

>90% of staff of both genders to 

report a clear understanding of 

flexible working policies by next 

staff survey. 
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Timeframe 

(start/ end 

date) 

Subcommittee 

(specific person) 

responsible 

Success Criteria and Outcome 

5.21 We will lead the update of staff 

webpages to include teaching 

roles and institute service; these 

are not part of the current ICAMS 

webprofile template.  

 

Following that we will conduct 

focus work with academic staff to 

consider further action to 

improve teaching profile. 

 

Further improve 

visibility of role 

models as well as 

provide more 

effective career 

direction for staff. 

Bespoke RET 

induction 

session held 

 

Webpages to be 

updated 

 

Focus work with 

academics with 

teaching 

experience 

 

Held: 2018 

 

 

 

 

 

Dec 2019 

 

 

 

Feb 2020 

 

 

WD 

(Tom Van 

Agtmael) 

 

>85% of staff of both genders to 

agree that the allocation of roles 

and responsibilities are clear and 

transparent at next survey 

 

>85% of staff of both genders to 

agree that the allocation of roles 

and responsibilities takes into 

account all of my activities at next 

survey 

5.22 Promote and audit core hours 

policy for all Institute decision-

making committee meetings.  

To enable staff 

with caring 

responsibilities  

to  attend and 

participate in 

decision-making 

and career 

development 

opportunities. 

 

94% of decision 

making 

committees 

have been held 

in core hours 

since Bronze AP. 

 

 

Ongoing yearly 

monitoring. 

 

2019/2020 

session 

 

2020/2021 

session 

 

2021/2022 

session 

HR 

(Paul Welsh) 

>95% of decision making 

committees shown to have been 

held in core hours 
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date) 

Subcommittee 

(specific person) 

responsible 

Success Criteria and Outcome 

5.23 Provide diverse range of social 

events in ICAMS appropriate for 

all genders and scheduled to 

allow those with caring 

responsibilities to attend. 

  

ICAMS runs a 

vibrant range of 

social activities 

that are 

organised with all 

staff in mind – it 

is important to 

continue this 

focus in future 

events planning. 

 

Christmas Quiz;  

Christmas 

Family Party are 

particularly 

important 

outputs tied to 

this ongoing 

action. 

In progress S&PP 

(Stuart Gray) 

 

>95% of both genders agree that 

work  related social activities and 

networking events are scheduled 

where possible to allow those with 

caring responsibilities to attend at 

next survey. 

 

100% of both genders agree that 

work related social activities and 

networking events are appropriate 

for all genders at next survey. 

5.24 Achieve 50:50 gender split in 

guest speaker nominations 

through continued Bronze AP 

approach. 

 

14% female 

speakers in 

2012/13 and 13% 

female in 

2013/14. 

 

Gender equality 

achieved in 

2017/18, and 

2018/19 after SAT 

intervention  

50:50 split now 

achieved since 

BAP. Maintain. 

Ongoing yearly 

monitoring. 

 

2019/2020 

session 

 

2020/2021 

session 

 

2021/2022 

session 

WD 

(Tom Van 

Agtmael) 

Gender balance (50:50) for the 

guest seminar series in all calendar 

years 
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