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Athena SWAN Bronze department award application  
Name of university: University of Glasgow 

Department: Institute of Biodiversity, Animal Health and Comparative Medicine 

Date of application: 29th November 2013 

Date of university Bronze and/or Silver SWAN award: November 2012 

 

Contact for application: Professor Dan Haydon 

Email: Daniel.Haydon@glasgow.ac.uk 

Telephone: 0141 330 5843 

Departmental website address: http://www.gla.ac.uk/researchinstitutes/bahcm/ 

 

Athena SWAN Bronze Department awards recognise that in addition to university-wide policies 
the department is working to promote gender equality and to address challenges particular to the 
discipline. 

Not all institutions use the term ‘department’ and there are many equivalent academic groupings 
with different names, sizes and compositions. The definition of a ‘department’ for SWAN purposes 
can be found on the Athena SWAN website. If in doubt, contact the Athena SWAN Officer well in 
advance to check eligibility. 

It is essential that the contact person for the application is based in the department. 

Sections to be included 

At the end of each section state the number of words used. Click here for additional guidance on 
completing the template. 
  

http://www.gla.ac.uk/researchinstitutes/bahcm/
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Sarah Dickinson 
Athena SWAN Manager 
Athena SWAN Charter 
Equality Challenge Unit 
7th Floor, Queens House 
55-56 Lincoln's Inn Fields 
London WC2A 3LJ 
 
 
29 November 2013 
 
 
Dear Ms Dickinson 
 

The Institute of Biodiversity, Animal Health and Comparative Medicine (IBAHCM) is a 
fundamentally interdisciplinary research body. Our strength lies in our ability to work on 
interdisciplinary boundaries. Our academic mission is to develop a powerful, versatile, integrative 
capacity to deliver interdisciplinary research that makes a difference.  We do this through the 
adoption of a flat management structure, and the creation of flexible and inter- digitated 
research teams, constructed to address particular research goals.  These goals may be the 
delivery of science funded through substantial project or program grants, the support of 
fellowship programs, doctoral research projects, or ‘pump-priming catalyst’ projects.  The teams 
comprise a range of staff from senior professors to doctoral and masters students.  We do not 
encourage the development of specialist static individually led research groups that can contribute 
to the creation of boundaries, hierarchy, and research ‘silos’.  We seek functionality at the level 
of the team, not the individual.   Diversity is a critical feature of successful research teams.   
Different people bring different strengths to these teams, exceptional researchers come in very 
different forms, and they work and contribute in very different ways. They may be visionaries, 
communicators, analysts, experimentalists, naturalists, abstract thinkers, pragmatists, leaders, 
enablers, introverts, extroverts, confident, self-depreciating, seekers of the lime-light, or the 
shadows.  An Institute full of leaders would be ego-laden and inevitably dysfunctional. We need 
to maintain a staff profile that is balanced and can use and value the full range of research 
talent in all its different guises.   Staffing is not managed on an individual basis, but with the 
intention to build around, and bridge between, existing areas of collective strength.   We seek 
to attract and retain the most creative, imaginative, and collegiate researchers to our Institute 
through the creation of a vibrant, dynamic, personally supportive and empathetic research 
environment in which the collective is substantially more than the sum of its individual talents. 

We are privileged to have some quite extraordinary women that could pick up appointments at 
any of the worlds’ top universities - from our Regius Chair of Zoology (Pat Monaghan), our 
Professor of Comparative Epidemiology (Sarah Cleaveland), to Wellcome Trust fellows (Katie 
Hampson, Annette MacLeod), and Senior Lecturers and Readers (Heather Ferguson, Barbara 
Helm) to name just a few.  I believe they chose Glasgow because they want to be part of a 
research  community,  one  that  values  diversity,  seeks  strength  through  partnerships, 
recognizes that above all research is a human enterprise, and that developing a career in 
science needs to be fun. 
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If we can build an Institute in which different ways of doing science can be appreciated, 
valued, supported and complemented, not only will we ensure equality for all, but we’ll have a 
truly outstanding, secure, and inspiring research environment in which everyone’s career 
ambitions can be realized.  The Athena Swan process is an important part of building this 
vision, and I regard the construction of this application and the work that underlies it as a 
valuable investment to which I’m fully and personally committed. 
 

 

 

 

 

 
Professor Daniel Haydon 
Director of Institute 
Institute of Biodiversity, Animal Health & Comparative Medicine 
Graham Kerr Building/Jarrett Building 
College of Medicine, Veterinary & Life Sciences 
University of Glasgow 
Glasgow 
G12 8QQ  
Tel: 00 44 (0)141 330 5975 
Website: http://www.gla.ac.uk/researchinstitutes/bahcm/   

http://www.gla.ac.uk/researchinstitutes/bahcm/
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2. The self-assessment process: maximum 1000 words 

Describe the self-assessment process. This should include: 

a) A description of the self assessment team: members’ roles (both within the department 
and as part of the team) and their experiences of work-life balance. 

The Institute’s Self Assessment Team (SAT) consists of 15 members representing a wide variety of 
experiences and different career stages. It includes the Director of the Research Institute 
(Director), two Professors, one Reader, two Senior Lecturers, two Lecturers, one Research Fellow, 
two Research Associates, a PhD student, the Institute’s Head of Administration, the College HR 
Manager and the University’s Athena SWAN Coordinator. 

Dr Simon Babayan: Simon has recently been appointed as a Research Fellow. A father of two (a 
four-year old and a twenty-month old) whose wife also works full time, he has direct experience 
of the importance and challenges of getting the work-life balance right. 
 
Dr Michelle Bellingham: Michelle is a recently appointed Lecturer previously working as a post-
doc for four years in the Institute. She has two children (with her first child being born in the final 
year of her PhD) and appreciates the difficulty of maintaining a balance between family and a 
career as a female academic. 

Dr Roman Biek: Roman joined the University in 2008 on a fellowship and is currently a Senior 
Lecturer. He can draw on experiences with promoting gender equality at academic institutions 
outside of the UK. He is married and has two young children and very familiar with the challenges 
of balancing work and family life.  
 
Dr Winnie Boner: Winnie is a Research Associate with 14 years post-doctoral experience at the 
University and helps supervise technical staff and students. She is married and has three children 
aged 6, 13 and 17. 
 
Dr Kathryn Elmer: Kathryn is a new Lecturer in the Institute. She is married and has a two-year old 
son and brings her experience as a female scientist in a number of different university cultures to 
help promote gender equality in science and academia. 
 
Professor Dan Haydon: Dan has 12 years of post-doctoral research experience in the UK, USA and 
Canada before locating to Glasgow in 2004.  He was appointed Director of the Institute of 
Biodiversity, Animal Health and Comparative Medicine in 2010 when the Institute was created 
and chairs the Self Assessment Team (SAT).   
 
Professor Felicity Huntingford:  Felicity was Head of the former Division of Ecology and 
Evolutionary Biology on two separate occasions and retired in 2010.  She is now an Honorary 
Professor in the Institute. 
 
Dr Jan Lindstrom: Jan is a Senior Lecturer. As the father of a two-year old child and whose wife is 
also in full-time employment, he also has first-hand experience of the struggle involved in finding 
some sort of a work life balance. 
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Eileen McGee:   Eileen has worked at the University for five years and has been in post as Head of 
Administration in the Institute since 2010. Eileen has a large extended family and is appreciative 
of flexible working patterns which contribute to work-life balance. 

Susan McKeown: Susan is the Athena SWAN Coordinator for the University and provided Athena 
SWAN best practice information. She is also a member of the University’s Athena SWAN Self 
Assessment Team (ASSAT). 
 
Fiona McLachlan: Fiona is the Head of Human Resources in the College, a member of the 
University’s ASSAT and a member of the College Management Group.  She has had experience of 
job sharing and assisting with the support of elderly relatives. 
 
Dr Richard Orton: Richard is a post-doctoral Research Associate in the Institute.  He has been 
employed at the Institute since 2011 and at the University for over 9 years. He is married with two 
young children at nursery school. 
 
Dr Jane Robinson: Jane is a member of the Institute Management Committee and Institute 
representative on several College committees. Jane has three children including twins and when 
they were of primary school age she worked part time (60%) for about six years.  

Professor Colin Selman:   Colin graduated from the University in 1998 and returned in 2013 as 
Professor of Biogerontology. He comes from a dual career family and has two children under the 
age of four. 

Hannah Trewby: Hannah is a third year PhD student in the Institute and has been a post-graduate 
student representative.  Her experience of the work-life balance in academia has been very 
positive to date.  

b) an account of the self assessment process: details of the self assessment team 
meetings, including any consultation with staff or individuals outside of the university, 
and how these have fed into the submission. 

The first SAT meeting was held in May 2013 with formal monthly meetings thereafter as well as 
informal meetings between individuals to achieve tasks between meetings. Susan attended the 
Scottish Athena SWAN Network workshop in June and meeting in September and has consulted 
with the Athena SWAN JISC network. SAT Team members attended a talk by Dr Stephen Moggach, 
School of Chemistry at the University of Edinburgh (Athena SWAN Gold Department Award 
holder). 

All academic and research staff who had been in the Institute for at least three months were 
consulted by online survey on their experiences within the Institute. The response rate was 88%. 

The survey revealed that the Institute was an inclusive environment for both men and women.   
(There is more information around the survey in the Any Other Comments section.)   It also 
showed some shortcomings related to staff induction, mentoring, providing information and 
encouraging applications for promotion, transparency in workload allocations, and providing 
opportunities for social interactions within the working day.  We will revisit these issues later in 
this application and detail how we will improve our performance in these areas and in terms of 
what the data reveals through our action plan. 
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c) Plans for the future of the self assessment team, such as how often the team will 
continue to meet, any reporting mechanisms and in particular how the self assessment 
team intends to monitor implementation of the action plan. 

The SAT will continue to meet quarterly to monitor the implementation and progress the Action 
Plan. Professor Dan Haydon will continue to chair and two members of the team will be replaced 
annually to ensure involvement for a variety of staff members which will further embed Athena 
SWAN within the Institute. 

We will consult our staff every two years to measure the impact of our Action Plan which the SAT 
will assess actions for their effectiveness, review impact and further establish evidence based 
practice. (Action 1.5) 

3 A picture of the department: maximum 2000 words 

a) Provide a pen-picture of the department to set the context for the application, outlining in 
particular any significant and relevant features.  

The Institute is one of seven research institutes within the College of Medical, Veterinary and Life 
Sciences.  It was formed in August 2010 following a restructuring in which the University brought 
the former faculties of Medicine, Veterinary Medicine and Life Sciences together into a single 
College.  The College comprises institutes with a main focus on research, and schools that focus 
on teaching to which institute members contribute. The Institute of Biodiversity, Animal Health 
and Comparative Medicine is entrusted with developing the University’s research profile across 
the areas of organismal and population biology, and veterinary science, combining research 
strengths in empirical and quantitative approaches to ecology and evolution, epidemiology, 
parasitology, behaviour, physiology, reproductive biology and welfare. 

Research 

The Institute research portfolio is loosely organised into five broad and overlapping research 
themes: 1) Evolutionary Analysis; 2) Infectious Disease Biology; 3) Responses to Environmental 
Change; 4) Ageing, Health and Welfare; and 5) Food Security.  Our research focus is primarily on 
the study of processes in their natural context, studying biology in species and populations that 
matter.  Our research strategy is built around developing stronger and enduring research 
relationships with other research organisations (within and out-with the academic sector), with 
other researchers in other colleges within the University of Glasgow, and with other institutes 
within our own College.   

Teaching 

The College also comprises three Schools (Medicine, Veterinary Medicine, and Life Sciences) 
which are responsible for the delivery of undergraduate degree programmes.  Institute staff are 
required to make significant contributions to the design, delivery and assessment of these degree 
courses.  The Institute also runs three masters programmes: Masters of Research in Ecology and 
Environmental Biology, Masters of Science in Animal Welfare Science, Ethics and Law, Masters of 
Science in Quantitative Methods in Biodiversity, Conservation and Epidemiology. 
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Culture 

The Institute strives to be a place where people are put first; that recognises the value of quietly-
spoken scientists doing science well, where we know enough about each other’s work to 
appreciate and support it, that fellows want to come to and people want to visit, that is 
recognised for quality, with a secure sense of identity, inclusively and transparently run, and most 
importantly, a place where we all enjoy working.  This is a philosophy that has underpinned the 
management of this research community for many years at Glasgow and it not only delivers an 
excellent working environment, but serves to attract and retain an outstanding research 
community. 

Structure and Management 

The Institute exists on three sites: the Graham Kerr Building on the main University campus at 
Gilmorehill, the Sir Henry Wellcome and Jarrett buildings on the Garscube estate (co-located with 
the School of Veterinary Medicine), and the Scottish Centre for Ecology and the Natural 
Environment (SCENE) at the field station at Rowardennan on the east shore of Loch Lomond.  

As of November 2013, the Institute is the working environment for about 230 people, comprising 
38 members of core academic staff (including 3 proleptically appointed Research Fellows and 2 
fixed term appointments) together with 12.5 Research Fellows, 39 Post-Doctoral Research 
Assistants/Associates (PDRAs), 7 core-funded Administrators, 5 grant-funded administrators, 16 
core-funded technicians and operational staff, 5 grant-funded technicians, together with 64 
postgraduate research students and 40 masters (PGT) students. 

The Institute is directed by Professor Dan Haydon who reports to the Head of College.  The 
management structure of the Institute is largely flat, transparent and inclusive, with all permanent 
academic staff reporting directly to the Director.  Decisions regarding resource allocation are 
taken by ad-hoc committees of divested individuals (for example studentships).  The Director is 
supported by a deputy at each site (at Garscube by Dr Maureen Bain who is also deputy head of 
the School of Veterinary Medicine, and at Gilmorehill by Dr Jan Lindström) and by an Institute 
Management Group comprising members of the Institute that meets monthly, alternating 
between the two primary sites of the Institute.  Management group meetings are open to all 
members of the Institute.   

The Institute negotiates and agrees investment opportunities with the College. Since 2010, the 
Institute has appointed 22 new members of academic staff: 6 internally funded Research Fellows 
(3 of whom are, in effect, on tenure-track positions; 1 of whom is female), offered 3 external 
Fellows proleptic appointments (2 female), 3.7 externally funded Research Fellow (0.4 female), 
5.5 Lecturers (4 female), 3 Professors (1 female) and one Regius Professor (female).   

Provide data for the past three years (where possible with clearly labelled graphical illustrations) 
on the following with commentary on their significance and how they have affected action 
planning.  

Student data 

Although the Institute is involved in teaching for undergraduate degree programmes, 
undergraduates acquire their degrees from either the School of Life Sciences or the School of 



8 
 

Veterinary Medicine. Therefore we restrict our analysis to those postgraduate degrees (MRes, 
MSc and PhD) for which the Institute is responsible. 

(i) Numbers of males and females on access or foundation courses – comment on the 
data and describe any initiatives taken to attract women to the courses. 

N/A 

(ii) Undergraduate male and female numbers – full and part-time – comment on the 
female:male ratio compared with the national picture for the discipline. Describe 
any initiatives taken to address any imbalance and the impact to date. Comment 
upon any plans for the future. 

N/A 

(iii) Postgraduate male and female numbers completing taught courses – full and 
part-time – comment on the female:male ratio compared with the national picture 
for the discipline. Describe any initiatives taken to address any imbalance and the 
effect to date. Comment upon any plans for the future.  

Overall, the numbers of postgraduate taught (PGT) students have shown a clear increase over the 
past 3 years (Figure 1a). The percentage of female PGT students has remained steady between 65-
70% over the past 3 years (Figure 1b), which is in line with the national figures according to HESA 
benchmarking for biology courses.  
 
Figure 1. Numbers (a) and percentages (b) of male and female students studying postgraduate 
taught degrees (PGT), by year 
 
a) Numbers of male/female PGT students by year 
 

 Male Female 
2011 8 15 
2012 8 19 
2013 13 27 

 
b) Percentages/number of male/female PGT students by year 
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(iv) Postgraduate male and female numbers on research degrees – full and part-time 
– comment on the female:male ratio compared with the national picture for the 
discipline. Describe any initiatives taken to address any imbalance and the effect to 
date. Comment upon any plans for the future. 

The Institute’s postgraduate research (PGR) degrees have completion rates in excess of 98%. 
Within the Institute the total number of PGR students has increased over the last 3 years (Figure 
2a). Over this time the percentage of females on PGR degrees has declined from 63% to 50%, 
slightly below the national average for biology (53-55%) according to HESA benchmarking data. 
The lower proportions of female PGR students compared to female PGT students may indicate a 
key transition point (Masters to PhD) at which females are lost from academia. We will continue 
to collect, record and analyse these data (Action 1.1) and investigate reasons for this apparent 
drop off from MSc and MRes to PhD (Action 2.2). 

Figure 2. Numbers (a) and percentages (b) of male and female students studying postgraduate 
research degrees (PGR), by year. 

a) Number of male/female PGR students by year 

 

 Male Female 

2011 15 26 

2012 23 25 

2013 32 32 

b)  Percentage/number of male/female PGR students  

 

 

(v) Ratio of course applications to offers and acceptances by sex for undergraduate, 
postgraduate taught and postgraduate research degrees – comment on the 
differences between male and female application and success rates and describe 
any initiatives taken to address any imbalance and their effect to date. Comment 
upon any plans for the future. 
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Data on offers and acceptances for PGT programmes (Tables 1a and 1b) show that more offers 
were made to female students than male.    The acceptance rate for females has varied between 
45-48% over the last three years.  The acceptance rate for males has varied between 42-59% over 
the same period.  We will devise an accurate way to record applications, offers and acceptances 
by sex for PGT degrees (Action 1.2). 

Table 1a. PGT offers and acceptances (Female) 

 

 Offers (F) Acceptances (F) % acceptances 
by F 

2011 33 15 45% 

2012 40 19 48% 

2013 60 27 45% 
 

Table 1b. PGT offers and acceptances (Male) 

 

 Offers 
(M) 

Acceptances (M) % acceptances 
by M 

2011 16 8 50% 

2012 19 8 42% 

2013 22 13 59% 
 

Data on the ratio of applications to offers and acceptances for PGR degrees have been difficult to 
collate, as it is managed by individual principal investigators with no comprehensive records kept 
at either Institute or College level. We plan to put in place a system to record applications, offers 
and acceptances by sex for PGR degrees.  (Action 1.3) 

(vi) Degree classification by sex – comment on any differences in degree attainment 
between males and females and describe what actions are being taken to address 
any imbalance. 

Table 2 shows the PGT degree classifications by sex from 2010-2012. Female students were 
awarded twice as many distinctions on average (as percentage of the total number of class 
members) as males. There were two fails (one male in 2010 and one male in 2011) and one re-sit 
(male 2012). Of the higher grades (Distinction and Merit), females on average gain better grades 
than the males (as a percentage of the class number) in PGT courses within the Institute. 

All PGR students over the last three years passed. 

We will continue to collect, record and analyse these data (Action 1.1) 
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Table 2. Degree classifications for Postgraduate Taught degrees by year and sex 
 

 2010 (M) 2010 (F) 2011 (M) 2011 (F) 2012 (M) 2012 (F) 

Pass 3 8 2 1 2 6 

Merit 5 3 2 10 3 9 

Distinction - - 3 4 2 4 

Failed 1 - 1 - - - 
 

Staff data 

(vii) Female:male ratio, Number of academic staff and research staff – researcher, 
lecturer, senior lecturer, reader, professor (or equivalent). comment on any 
differences in numbers between males and females and say what action is being 
taken to address any underrepresentation at particular grades/level. 

 

Table 3.  The breakdown of staff by grade and sex over the last 3 years 
 

  Grade 10 Grade 9 Grade 8 Grade 7 Grade 6 
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2011 - 
12 

F 2  
(20%) 

2 
(100%) 

2 
(40%) 

1 
(100%) 

2  
(50%) 

0  
(0%) 

 10 
(63%) 

2  
(50%) 

 M 8  
(80%) 

0  
(0%) 

3 
(60%) 

0  
(0%) 

2  
(50%) 

1 
(100%) 

 6  
(37%) 

2  
(50%) 

           
2012 - 

13 
F 2  

(22%) 
2 

(100%) 
2 

(25%) 
2  

(67%) 
1  

(33%) 
3  

(75%) 
1 

(100%) 
8  

(47%) 
7  

(58%) 
 M 7  

(78%) 
0  

(0%) 
6 

(75%) 
1  

(33%) 
2  

(67%) 
1  

(25%) 
0  

(0%) 
9  

(53%) 
5  

(42%) 
           

2013 - 
14 

F 4  
(22%) 

3 
(100%) 

2 
(29%) 

2  
(67%) 

3  
(38%) 

4  
(80%) 

1  
(50%) 

16 
(61%) 

9 
(64%) 

 M 14  
(78%) 

0  
(0%) 

5 
(71%) 

1  
(33%) 

5  
(62%) 

1  
(20%) 

1  
(50%) 

10 
(39%) 

5 
(36%) 

The ratio of female to male academic staff at different levels is shown in Table 3.  The data are 
presented by salary grade and academic position (Grade 6: research assistant; Grade 7: research 
associate, fellow, or lecturer; Grade 8: research fellow or lecturer; Grade 9: senior research fellow, 
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senior lecturer or reader; Grade 10: professor).  At all grades the numbers are relatively small, 
making definitive interpretation of trend difficult, but there are some places to watch. 

At grades 6 and 7 the numbers have fluctuated over the last 3 years but, on average, these grades 
have been 60% female.  At grade 8, there is currently a preponderance of female lecturers (4 F vs 
1 M), and a modest preponderance of male research fellows (5 M vs 3 F) but, over the last 3 years, 
grade 8 has been 52% female.  At grade 9, there is a majority of male senior lecturers (5 M vs 2 F), 
but more female readers (3 F vs 0 M) and senior research fellows (2 F vs 1 M).  Overall, 56% of 
grade 9 staff are female.   

The number of female professors has increased from 2 in 2010, to 4 in 2013.  However, after 
taking account of the overall increase in numbers of male professors over the same time period 
(10 to 14, 4 as a result of an internal transfer of staff between Institutes), the percentage of 
female professors has increased only marginally from 17% to 22%.  The relatively healthy 
proportions of females at grade 9 should ensure this upward trend is maintained in the future.   
The proportion of female professors is very much in line with national averages (16.4% of 
professors in ‘Biosciences’ are women, while 24.6% of professors in ‘Veterinary Sciences’ are 
woman, HESA 2011-12 data). 

Overall, the representation of females across grades 6-9 is uniform and above 50% (Figure 3), but 
we will continue to collect, record and analyse data to establish trends (Action 1.4). 

Figure 3.  The percentage of female staff by grade as of 2013 

 

 

(viii) Turnover by grade and sex– comment on any differences between men and women 
in turnover and say what is being done to address this. Where the number of staff 
leaving is small, comment on the reasons why particular individuals left. 
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Thirty members of staff have left since 2010, 13 (43%) of which were female.  Two male 
professors retired.   Turnover was very much a feature of the lower grades, with 27/30 departures 
being grade 6 or 7 (Table 4).  All leavers with the exception of the two male Professors who retired 
were on Open Ended Subject to Funding or Fixed Contracts.  (These two types of contracts are 
non-permanent.)  We will continue to collect, record and analyse this data (Action 1.4). 

Table 4.  Number of staff leaving by grade and sex over the last 3 years 

 
Academic Year Grade Position Female Male 

2010 - 11 Grade 6 Research Assistant 5 4 
 Grade 7 Research Associate 1 4 
 Grade 8 Research Fellow 1 0 
 Grade 10 Professor 0 1 
     

2011 - 2012 Grade 6 Research Assistant 0 1 
 Grade 7 Research Associate 2 1 
 Grade 10 Professor 0 1 
     

2012 - 13 Grade 6 Research Assistant 3 2 
 Grade7 Research Associate 1 3 

 

4. Supporting and advancing women’s careers: maximum 5000 words 

Key career transition points 

(i) Job application and success rates by gender and grade – comment on any 
differences in recruitment between men and women at any level and say what 
action is being taken to address this. 

The Institute has recruited 58 members of staff since its creation in 2010, 32 of these were female 
(Table 5, Figure 4).  Forty-seven of these appointments have been at grades 6 and 7 (57.4% of 
these appointments were female), of the 11 appointments at grade 8 and above, 5 (45.6%) have 
been female.  We have made 4 professorial appointments, 2 of which have been female (Figure 
4). 
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Table 5.  Numbers of applicants and appointments for jobs advertised in the Institute over the 
last 3 years 
 

 Applications  Appointments  
2010 - 11 Female Male Total Female Male Total 
Research Assistant Grade 6 14 (61%) 9 (39%) 23 5 (56%) 5 (44%) 9 
Research Associate Grade 7 5 (21%) 19 (79%) 24 2 (50%) 2(50%) 4 
2011 - 12       
Research Assistant Grade 6 35 (62%) 21 (38%) 56 7 (78%) 2 (22%) 9 
Research Associate Grade 7 10 (20%) 41 (80%) 51 1 (17%) 5 (83%) 6 
Research Fellow Grade 8 1 (100% 0 (0%) 1 1 (100%) 0 (0%) 1 
Senior Research Fellow Grade 9 0 (0%) 1 (100%) 1 0 (0%) 1 (100%) 1 
Senior Lecturer Grade 9 0 (0%) 1 (100%) 1 0 (0%) 1 (100%) 1 
Professor 5 (28%) 13 (72%) 18 2 (50%) 2 (50%) 4 
2012 - 13       
Research Assistant Grade 6 24 (52%) 22 (48%) 46 4 (67%) 2 (33%) 6 
Research Associate Grade 7 61 (40%) 90 60%) 151 7 (64%) 4 (36%) 11 
Research Fellow Grade 7 1 (50%) 1 (50%) 2 0 (0%) 1 (100%) 1 
Research Fellow Grade 8 13 (39%) 20 (61%) 33 1 (33%) 2 (67%) 3 
University Teacher Grade 7 8 (67%) 4 (33%) 12 1 (100%) 0 (0%) 1 
Lecturer Grade 8 1 (100%) 0 (05) 1 1 (100%) 0 (0%) 1 

Figure 4.  The numbers of male and female appointments by grade since 2010 

 

At grades 6 and 7 the Institute does reasonably well at attracting female applicants, 43.5% of 
applicants at these grades were female (160/367), and the quality is apparently high because we 
appoint disproportionately, 57.4% of appointments at these grades were female (28/47) (see 
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Figure 5).  At grades 8, 9 and 10, the proportion of female applicants is lower at 33.3% (22/66), 
and the ratio of female appointments slightly exceeds the female application ratio at 45.6% (5/11) 
(Figure 5, Table 5).  In 2012 we appointed our Regius Chair of Zoology.  The competition was open 
and 2 male external applicants were interviewed; the position was awarded to an internal female 
applicant.  We will continue to collect, record and analyse this data (Action 1.4). 

Figure 5. The percentage of female applicants and appointments  

 

(ii) Applications for promotion and success rates by gender and grade – comment on 
whether these differ for men and women and if they do explain what action may 
be taken. Where the number of women is small applicants may comment on 
specific examples of where women have been through the promotion process. 
Explain how potential candidates are identified. 

 
There have been 8 applications for promotion since 2010.  100% of applications were successful, 
and exactly half of them were from women (Table 6). Applicants are free to choose to apply for 
promotion; currently most often the decision follows discussion at the annual Performance and 
Development Review interviews where particular candidates will be encouraged to apply.  
Applications are then passed through the Director of Institute (Dan Haydon) who advises closely 
on the details of the case to be made.  The Director sits on the promotion panel and is fully 
cognizant of current Equality and Diversity policies.  Applications are evaluated annually by the 
College Promotions Committee, which comprises the Vice Principal/Head of College, Deans of the 
Graduate School, Research, Learning & Teaching, seven Directors of Research Institutes, three 
Heads of School, two Senate Assessors and two HR Managers.  33% of this Committee is female. 
 
The staff survey revealed that promotion procedures were not as well understood as they should 
be and measures to disseminate this information more simply and clearly will be identified in the 
action plan (Action 3.6).  Additionally, promotion issues will be specifically considered when 
devising our mentoring strategies and plans (Action 3.3, 3.4 & 3.5). 
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Table 6. Promotion by grade and sex 
 

Academic Year Position  Successful Gender 

2010 - 11 Research Associate  Yes F 
  Research Fellow  Yes M 
  Senior Research Fellow  Yes F 
  Reader Yes F 
2011 - 12 Senior Lecturer  Yes M 
2012 -13  Senior Lecturer  Yes M 
  Senior Lecturer  Yes F 
  Bioinformatician Yes M 

 
Recommendations to increase the number of women progressing to higher grades and in 
leadership roles are also being addressed through the University’s Bronze Award Action Plan. 
 
The College of MVLS will also monitor the gender balance on all Promotion panels from November 
2013 and report findings to the University Athena SWAN Self Assessment Team.  

a) For each of the areas below, explain what the key issues are in the department, what steps 
have been taken to address any imbalances, what success/impact has been achieved so far 
and what additional steps may be needed. 

(i) Recruitment of staff – comment on how the department’s recruitment 
processes ensure that female candidates are attracted to apply, and how 
the department ensures its short listing, selection processes and criteria 
comply with the university’s equal opportunities policies 

All members of Appointment committees must undertake the University’s Recruitment and 
Selection course and/or the Equality and Diversity Essentials Online course before they serve on a 
committee.  Unconscious bias training is included as part of this mandatory training. 

Responsibility for ensuring correct procedures are followed lies with the Director of Research 
Institute (Director)/Chair of Appointing Committee and this is monitored by the Human Resources 
(HR) Service at two levels: within the College, and within the University. 

The University, as part of the Athena SWAN Bronze award, has now committed to monitoring the 
gender representation on appointing committees This may in turn determine a review of the 
current policy. 
 
We will explore a number of possible steps to increase the numbers of female applicants – 
particularly at senior grades (Action 3.2).  Approaches to be considered include:  
 
Developing current employees by: 

 Providing training and additional opportunities to acquire experience 
 Secondments 
 ‘Acting up’, mentoring, coaching 
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 Convening workshops for employees who wish to apply for promotion and future 
roles/positions 

Encouraging more female external applicants:  
 Through open recruitment (developing greater publicity regarding employing women, a 

positive culture, excellent flexible working, part time working) 
 Targeted recruitment (headhunting) 
 A review of positive action plans to ensure diverse applicant pools and shortlists; checking 

additional job information to ensure it isn’t gender biased in its language 
 Using positive action statements where appropriate 
 Including job information on our family friendly benefits such as on campus childcare, 

childcare vouchers, and flexible working; checking images to ensure they represent both 
sexes 

 Ensuring adverts and web sites display their own Athena SWAN logo 
 Including profiles of successful women on Institute web sites 
 Encouraging staff to approach known women elsewhere to bring vacancies to their 

attention 
 

(ii) Support for staff at key career transition points – having identified key 
areas of attrition of female staff in the department, comment on any 
interventions, programmes and activities that support women at the crucial 
stages, such as personal development training, opportunities for 
networking, mentoring programmes and leadership training. Identify which 
have been found to work best at the different career stages. 

 
The data suggests a gender imbalance at the transition point between Grade 9 (Reader, Senior 
Lecturer, Research Fellow) and Grade 10 (Professor). We will do further research through focus 
groups to find out how best to support these staff. (Action 3.9) 
 
There are key stages in academic careers which require support. 
 
Probation 
The Appointing Committee decides whether Lecturing/Teaching staff should complete a 
probationary period and how long this will be. Normally the period is three years.   
 
All new lecturing and teaching staff on formal probation participate in and complete the New 
Lecturer/Teacher Programme (NTLP) offered by the Learning and Teaching Centre.  Staff with 
sufficient experience of previous qualifications may not be required to take all the elements of 
this course.  Successful completion leads to the award of a Postgraduate Certificate in Academic 
Practice. 
 
The probationers are reviewed annually by the Director, the mentor (see below) and a central 
University committee. This system is under review and from August 2013 is be replaced by the 
new Early Career Development Programme which provides for more rigorous and focussed 
development for staff on probation, linking their performance to promotion criteria. 
 
New Research and Teaching staff are usually assigned a teaching load equivalent to 50% of the 
average for their area, and this is increased progressively over a 3 year period to the 100% load.  
New staff are not required to do any administrative tasks in their first year unless they wish to, 
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but from the second year onwards may be required to undertake limited administration, usually 
assigned to help with acquiring experience necessary for promotion. 
Professional Development 

The University provides a wide range of opportunities, resources and support for early career 
researchers linked to the Research Development Framework.  
 
The Staff Development Service (SDS) offers a wide range of programmes and courses throughout 
the year, including topics such as: communication, Performance & Development Review (P&DR), 
researcher development, and work-life balance.   
 
Particular SDS services offered for staff at key stages of transition include the Early Career 
Researcher Development Programme covering topics ranging from managing successful research 
projects to publishing papers in refereed journals and the Principal Investigator (PI) Programme 
for staff who have either just started or are about to start their role as PI. 
 
The Early Career Development Programme has recently been launched initially for staff on Grade 
7, 8 and 9 recruited since August 2013. SDS is working with the College of MVLS and the Institute 
to implement mentoring as part of this. Matching of mentors/mentees was completed in October 
2013 and training is to follow shortly. 
 
Networking 

Opportunities to network arise through formal seminars, workshops and discussion groups and 
informally through regular social events.  Research themes run their own discussion and reading 
groups, and host thematic seminars and workshops in addition to a bi-weekly Institute seminar 
held every Wednesday lunchtime during term-time.   
 
The Institute has dedicated social-space at all of its sites where morning coffee, lunch and tea can 
be taken by all.  The Institute hosts a more formal networking event each month in the Zoology 
museum- ‘Coffee in the Museum’.  Institute news is disseminated weekly via e-mail newsletters to 
all staff, each Friday.  Research is discussed by selected participants in monthly podcasts. Visiting 
speakers are entertained at lunch-times, and in the evenings around Glasgow’s West-end.  The 
Institute convenes socially at receptions following flagship seminars, an annual Christmas Ceilidh, 
Christmas dinner, and an annual Away-Day.  Staff gather for post-viva celebrations held 
immediately after vivas (and usually in family friendly hours). 
 
Following feedback from the staff survey we plan to double the frequency of ‘Coffee in the 
Museum’ (Action 5.2).  In addition we will support an equivalent process at our second major site 
on the Garscube estate (Action 5.3).  Over the last year the Institute has invested in improving the 
social space at Garscube to facilitate this process, and included in our action plan are further 
investments for this space (Action 5.4).  We plan to hold ‘Lunch in the Museum’ every 2 months 
(Action 5.5) together with an equivalent event at Garscube (Action 5.4).  We also have an action 
to promote networking opportunities so that all staff members are aware of them. (Action 3.10) 

Leadership Training 

The New Academic Leadership programme is available to new or recently appointed (in the past 
year) Heads of Schools, Directors of Research Institutes (DRIs) and Deans. There are also 
participants who are aspiring Heads of School, DRIs and Deans. 
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Mentoring 

We currently have a mentoring scheme in which all new research and academic staff members 
joining the Institute are paired-up with a more experienced member of staff who acts as a mentor 
for the duration of their probation. Mentees can request a male or female mentor.  Over the 
probationary period, mentor and mentee meet up at least twice a year for informal discussions, 
and more frequently if required or desired. 
 
According to the staff survey, there is a positive attitude towards the mentoring system in general, 
but there also appears to be room for improvement. In particular, the following opinions/points 
were noted: 
 

 The choice of mentors was described in one case as ‘ad hoc’: this may reflect the fact that 
the criteria for selecting mentors are not obvious; consulting new academic staff on their 
expectations and needs for the mentoring process could help with that 

 Both mentor and mentee may be unclear about the purpose and aim of the mentorship; 
this could be helped by formalising the process more and by providing some material for 
general guidance 

 There are multiple aspects to mentoring (e.g. adjusting to the new position, long term 
career planning), which ultimately may be best served by a combination of mentors rather 
than a single person; early career scientists should be encouraged to identify mentors 
covering these different aspects 

 Issues of gender and equality are not specifically considered in the mentoring scheme at 
present 

 Mentoring could play a more prominent role in terms of encouraging and supporting the 
mentee with respect to promotion 

Based on feedback from the staff survey, we plan to devise a new mentoring scheme for all staff 
to be implemented during 2014 (Action 3.5).  In addition to providing mentoring to incoming 
permanent academic staff (Action 3.3) we will initiate a post-doctoral research assistant and 
associate mentoring scheme (Action 3.4), and mentoring for any member of staff who either 
requests or is identified through P&DR as likely to benefit from it (Action 3.5) 
 
The Institute will also participate in any College or University level mentoring schemes being 
developed. The set up of a joint College (Medical, Veterinary & Life Sciences/Science & 
Engineering) female mentoring scheme is being addressed as part of the University Athena SWAN 
Bronze Action Plan. 
 
We are keen to find out what we else can be done to best support staff at key transition points 
and therefore plan to hold a focus group to inform future actions (Action 3.1) 
 
We will develop a comprehensive communication plan to better inform all staff about networking 
opportunities, family friendly working practices and professional development (Action 5.10) Our 
immediate plans include setting up an Equality and Diversity web page within the Institute’s own 
website to, for example, promote flexible working options (Action 5.1) 
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Career development 

a) For each of the areas below, explain what the key issues are in the department, what steps 
have been taken to address any imbalances, what success/impact has been achieved so far 
and what additional steps may be needed. 

(i) Promotion and career development – comment on the appraisal and career 
development process, and promotion criteria and whether these take into 
consideration responsibilities for teaching, research, administration, pastoral work 
and outreach work; is quality of work emphasised over quantity of work? 

 
Performance and Development Review (P&DR) 

The P&DR is a comprehensive annual evaluation of activity around research and scholarship, 
learning and teaching, knowledge exchange, internationalisation, leadership and management 
and esteem. P&DR is usually conducted with staff’s direct line manager, and the flat structure 
means that all permanent academic staff will usually conduct their P&DR with the Director 
(exceptions are rare and made with the agreement of the staff member usually in order to 
provide the reviewee with alternative perspectives from other senior staff members).  The 
reviewer will seek the views of other relevant staff members if appropriate (for example if the 
reviewee spends a significant amount of time working in a different part of the university).  Each 
year performance is reflected upon and success recognised with a particular focus on objectives 
set the previous year. Individual objectives and performance standards are set for the coming 
year and areas of learning and development are also identified. Employees who have completed 
one year’s service are required to participate in the process.  The SDS offers training for the 
reviewer and those being reviewed and College HR provide annual updates to the management 
group/reviewers. 

Our staff consultation showed that 54% of female respondents and 69% of male respondents 
agreed that the P&DR process recognized and helped to develop the full range of their skills and 
abilities. With regard to it being helpful to progress their career, only 50% of female respondents 
and 66% of male respondents agreed.  We will find ways to address this in our action plan (Action 
4.1) 
 
Promotion 

The University’s Appointment, Progression and Promotion policy provides for appointment, 
progression and promotion to any grade within an academic career track. It provides a career 
path to full professorship within the Research and Teaching track following a self application 
process. 

The Director completes a statement to support the applicant’s submission. In the case of 
professorial promotion applications, the Director consults with all the Professors within the 
Institute. 

Each application is then considered by the relevant College Progression and Promotion 
Committee (CPPC) convened by the relevant Head of College/Vice Principal. 
 
The University also runs a Recognition and Reward scheme and where staff can demonstrate 
sustained excellence or one-off excellent contributions and their case is supported by their 
Director of Institute, they can be awarded either accelerated increments or contribution points 
above the grade. 
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Responses from the staff survey indicated a difference between male and female respondents 
with regard to promotion questions. Only 46% of female respondents and 75% of male 
respondents agreed that they understood the promotions process. 57% of female respondents 
and 66% of male respondents agreed that staff are developed, encouraged and helped to apply 
for promotion within the Institute. There was a similar response in terms of whether appropriate 
support is provided at every stage of the promotion process with only 46% of female respondents 
and 53% of male respondents agreeing. The SAT has plans to clarify the promotions process for all 
staff (Action 3.6, 3.7 & 3.8). 

(ii) Induction and training – describe the support provided to new staff at all levels, as 
well as details of any gender equality training. To what extent are good 
employment practices in the institution, such as opportunities for networking, the 
flexible working policy, and professional and personal development opportunities 
promoted to staff from the outset? 

All new staff must complete an E-Induction online within three months. This E-Induction is 
provided and monitored by the University’s Department of Health, Safety and Wellbeing and 
includes the Equality and Diversity Essentials online course.   

 
The Staff Development Service offers an Induction Seminar to all new staff, which introduces the 
University structure, strategy, facilities, benefits and relevant policies as well as the opportunity to 
meet other new staff.  

 
SDS also offers a New Staff Stallholder event twice yearly which is hosted by the Principal. It 
provides staff with more information on University services and functions and the opportunity to 
meet other new colleagues and key people. 

 
All new staff and their partner/family are invited to a Welcome and Networking event organised 
by HR Services which was held for the first time in September 2013 and included a treasure hunt 
for children. The plan is to run this event twice yearly dependent on funding.  New members of 
staff are invited to a series of receptions to meet the Principal, and new appointees in other 
colleges. 

The Institute also provides its own Welcome Pack for new staff, and networking opportunities are 
provided through ‘start of session’ parties to which all staff and post-graduate students are 
invited.  These events are held at 4pm in the Museum within the Institute on an afternoon just 
prior to the start of each term.   

 
(iii) Support for female students – describe the support (formal and informal) provided 

for female students to enable them to make the transition to a sustainable 
academic career, particularly from postgraduate to researcher, such as mentoring, 
seminars and pastoral support and the right to request a female personal tutor. 
Comment on whether these activities are run by female staff and how this work is 
formally recognised by the department. 

All new Postgraduate students are invited to attend an Institute Induction event and are 
welcomed by the Director.  Academic and Administrative staff also attend.  The open and friendly 
nature of the Institute means that students with a need for support or mentoring are generally 
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able to access it at an informal level, both from their peers and from researchers and teachers 
further on in their careers. The Institute also has a Postgraduate Convener and two or more 
postgraduate representatives (drawn from among the PGR students), to provide more formal 
support. All doctoral students are assigned an Advisor, whose role is primarily to provide pastoral 
support, as well as undergoing an Annual Review process, including an interview which is often 
used to as a forum to discuss any problems and access support. Although all female students 
would have the right to request a female Assessor if they so wished, there is at present no formal 
support or mentoring specifically targeted towards female students.  We plan to carry out a 
survey of all PG students to gain further insight into their experiences (Action 2.1)  The SAT, 
through the experiences of its members identified the need to offer the support and advice of a 
female academic to female PhD students such as maternity leave (Action 2.3). Male PhD students 
will also be able to use this support if they require. 

Organisation and culture 

a) Provide data for the past three years (where possible with clearly labelled graphical 
illustrations) on the following with commentary on their significance and how they have 
affected action planning.  

(i) Male and female representation on committees – provide a breakdown by committee 
and explain any differences between male and female representation. Explain how 
potential members are identified. 

Table 7 shows a breakdown of the number of male and female representatives on committees 
within the Institute.  

Table 7.  Institute committee membership by sex 

Committee    
2010/11 Female Male Total 
Institute Management Group 3   (33%) 6 (67%) 9 
Grants  Committee 1 (50%) 1 (50%) 2 
Health and Safety Committee 3   (33%) 6 (67%) 9 
SCENE (field station) Research Management Group 1 (20%) 4 (80%) 5 
    
2011/12 Female Male Total 
Institute Management Group 5 (36%) 9 (64%) 14 
Grants Committee 1 (50%) 1 (50%) 2 
Health and Safety Committee 4 (44%) 5 (55%) 9 
SCENE (field station)  Research Management Group 2 (33%) 4 (67%) 6 
    
2012/13 Female Male Total 
Institute Management Group 6 (43%) 8 (57%) 14 
Grants Committee 1 (50%) 1 (50%) 2 
Health and Safety Committee 4 (44%) 5 (55%) 9 
SCENE (field station) Research Management Group 1 (14%) 6 (86%) 7 

Memberships of the various committees are identified by the relevance of their role in the 
Institute. 
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The Institute Management Group (IMG) supports the Director in the governance of all aspects of 
research, teaching, finance and operations management.  Membership is senior staff 
representatives of research themes, administration and technical areas. 

The Grants Committee peer reviews grant applications and offers advice to staff on grant 
applications.  It comprises two senior research-active staff, and additional staff are seconded as 
required for the specialist work of improving particular grants.   

The Health and Safety (H&S) Committee provides guidance and advice on H&S issues, identifies 
concerns and monitors general compliance with H&S regulations.   Its convener is a senior 
academic; membership has representatives from research labs and technical areas. 

SCENE (field station) Research Management Group promotes internal/external opportunities to 
promote research and teaching at SCENE; develops strategic support for research and teaching at 
SCENE.  It comprises representatives from research teams who use the field station. 

We will continue to collect, record and analyse these data (Action 1.4) 

(ii) Female:male ratio of academic and research staff on fixed-term contracts and 
open-ended (permanent) contracts – comment on any differences between male 
and female staff representation on fixed-term contracts and say what is being done 
to address them. 

Table 8 and Figures 6 and 7 show the break-down of female and male staff on permanent and 
non-permanent funding. 

Table 8. Type of funding by male/female 
 

 Year Gender 
Non-
permanent 
Funding  

Non-
permanent 
funding % 

Permanent 
Funding 

Permanent 
Funding % 

Total 
Staff 

Non-
permanent 
% of total 
staff 

Permanent 
% of total 
staff 

2011-12 F 14 61% 7 35% 21 67% 33% 
  M 9 39% 13 65% 22 41% 59% 
  

        2012 - 13 F 18 53% 10 40% 28 64% 36% 
  M 16 47% 15 60% 31 52% 48% 
  

        2013 - 14 F 30 59% 14 40% 44 68% 32% 
  M 21 41% 21 60% 42 50% 50% 

Non-permanent staff at the University are on contracts which are open-ended subject to funding; 
this is mostly used in research-funded posts.    Another form of non-permanent contract is the 
fixed term contract which is used for start-ups, maternity and sickness cover.  All staff on fixed 
term contracts must be given permanent contracts by law after four years. 
 
In 2011/12, 61% of staff on non-permanent funding contracts were female, 53% in 2012/13 and 
59% in 2013/14 (Table 8 and Figure 6). Of the total amount of staff in 2011/12, 67% of female 
staff were on non-permanent funding contracts, 64% in 2012/13 and 68% in 2013/14 (Table 8). 
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Of the staff on permanent funding contracts in 2011/12, 35% were female, 40% in 2012/13 and 
2013/14 (Table 8 and Figure 7). Of the total amount of staff, 33% of female staff were on 
permanent funding contracts in 2011/12, 36% in 2012/13 and 32% in 2013/14 (Table 8). 

We will investigate what works best in terms of support at key career transition points (Action 
3.1), establish our mentoring scheme for post doctoral staff (Action 3.4) and gain further insight 
through our staff survey (Action 1.5). 

The University, as part of the Athena SWAN Bronze Action Plan, will investigate the reasons for 
the different ratios of women and men on different contracts across academic and research staff.  

We will continue to collect, record and analyse data to establish trends (Action 1.4) 

 

 

 
Figure 7. Number/percentage of permanent staff by male/female 
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(Data taken at 1 August each year for the academic session) 

b) For each of the areas below, explain what the key issues are in the department, what steps 
have been taken to address any imbalances, what success/impact has been achieved so far 
and what additional steps may be needed. 

(i) Representation on decision-making committees – comment on evidence of 
gender equality in the mechanism for selecting representatives. What evidence is 
there that women are encouraged to sit on a range of influential committees inside 
and outside the department? How the issue of ‘committee overload’ is addressed 
where there are small numbers of female staff? 

Committee membership is published on the Institute’s website. We have plans in place to make 
this more transparent (Action 5.6).  There are few committees out-with the Institute on which 
staff could be asked to sit. 

The staff consultation showed a difference in the responses of female and male respondents as to 
whether there was a fair representation of women and men on Institute committees. 57% of 
female respondents agreed compared to 78% of male respondents.  Consequently, our action 
plan identifies the need to address this issue through the greater inclusion of academic staff at 
grades 7, 8 and 9 on all committees (there is no requirement of any committee that appointees be 
professorial) and where more female staff are available to help these committees with their work 
(Action 5.7).  This also precludes the possibility that the sex imbalance at the professorial level 
might result in ‘overload’.  The action plan also includes an initiative to systematically rotate 
committee membership (Action 5.8). 
 

(ii) Workload model – describe the systems in place to ensure that workload 
allocations, including pastoral and administrative responsibilities (including the 
responsibility for work on women and science) are taken into account at appraisal 
and in promotion criteria. Comment on the rotation of responsibilities e.g. 
responsibilities with a heavy workload and those that are seen as good for an 
individual’s career. 

 
Workload for individual staff is managed by the Director.   Average contact hours for staff 
contributing to life science degrees is 67 per year, and for 117 for those contributing to veterinary 
degrees.  This difference is historical and dates back to the different teaching frameworks in the 
former Faculties of Life Science and Veterinary Medicine.  New staff appointments in the Institute 
are resulting in a slow convergence of these numbers.  The Institute has a policy of reducing 
teaching load as a function of increasing salary recouped through acquisition of external grant 
income to the tune of approximately 6 hours per 10% buyout.  Teaching contact hours are also 
reduced if individuals are asked to take on substantial administration loads (overall, 
administration loads are light in the Institute). 
 
Responses from our staff survey indicated that 46% of female respondents and 44% of male 
respondents agreed that outreach was given consideration in their overall workload 
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With regard to mentoring activities, 43% of female respondents and 50% of male respondents 
agreed that they were given consideration in their overall workload. 

The University has developed a workload model which has been adjusted to meet the needs of 
each College. This is currently being delayed because of the IT development but will be required 
as part of the University Athena SWAN Bronze action plan and the Institute will participate in this 
after a pilot in a similar institute. We will ensure that outreach, mentoring and Athena SWAN 
activities are taken into account as part of the workload model when it is implemented in the 
Institute (Action 5.9) 

(iii) Timing of departmental meetings and social gatherings – provide evidence of 
consideration for those with family responsibilities, for example what the 
department considers to be core hours and whether there is a more flexible system 
in place. 

Staff agreed that meetings are generally scheduled to allow those with caring responsibilities to 
attend (78% of men and 82% of women) 

There was evidence from our staff consultation that not all staff (19% of men and 29% of women) 
believed that social activities such as staff parties, team building or networking events are 
scheduled where possible to allow those with caring responsibilities to attend.  Increasing the 
frequency of ‘Coffee in the Museum’ was suggested (Action 5.2).  

(iv) Culture –demonstrate how the department is female-friendly and inclusive. 
‘Culture’ refers to the language, behaviours and other informal interactions that 
characterise the atmosphere of the department, and includes all staff and students.  

In our staff consultation, 100% of male and female staff agreed that the atmosphere in the 
Institute is inclusive for both men and women.  One female staff member commented that the 
Institute is already a highly supportive environment for both men and women and there are very 
strong female role models. 

The SAT is keen to promote ways in which women and men can balance caring roles and an 
academic career as this is recognized as an issue affecting academia and there was some evidence 
from our staff consultation to suggest that there may be a perception among junior staff that they 
may have to choose between having a family or a career. 

We will address this initially by creating profiles of women with caring responsibilities to be 
promoted on our website (Action 6.1). 

Our webpage on Equality and Diversity will also provide links to University policies on flexible 
working, maternity, paternity, parental and adoption leave as well as nursery information (Action 
6.2). 

We also plan to identify and establish a designated female academic who can offer informal 
discussion, advice and support to female early career researchers on matters such as maternity 
and gradually build an informal network of women willing to offer the benefit of their experience 
(Action 6.3). 

(v) Outreach activities – comment on the level of participation by female and male 
staff in outreach activities with schools and colleges and other centres. Describe 
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who the programmes are aimed at, and how this activity is formally recognised as 
part of the workload model and in appraisal and promotion processes.  

 
We asked all the Institute staff involved in teaching and research to provide a summary of their 
outreach activities, state to whom these are aimed at, what is the scale of involvement, and 
whether they felt these activities were taken into account in the annual appraisals. Nine staff 
members (3 males, 6 females) indicated in their responses that they are involved in these kinds of 
activities. However, this figure underestimates our outreach activity in that many more Institute 
members are involved in University Open Days, for instance. Apart from these occasions, the 
types of outreach vary quite widely; they are most commonly at the general public but, in 
practice, this often means school children at various ages, from primary school to school leavers 
choosing university courses. Some staff members also participate in actual science education 
outside Glasgow University at the post-graduate level and maintain information sources such as 
blogs and Twitter accounts to fellow scientists. Only two of the staff members (both female) felt 
that these activities are (formally) included in the annual appraisal or promotion processes 
(Action 5.9). However, the majority of the summarised outreach activities are also relatively light 
in terms of time involved, typically a few times a year at maximum, 1-2 hours at a time. We do 
plan to ensure that outreach activities are taken account of in our new workload model (Action 
5.9) 

Flexibility and managing career breaks 

a) Provide data for the past three years (where possible with clearly labelled graphical 
illustrations) on the following with commentary on their significance and how they have 
affected action planning.  

(i) Maternity return rate – comment on whether maternity return rate in the 
department has improved or deteriorated and any plans for further improvement. 
If the department is unable to provide a maternity return rate, please explain why. 

During the last three years, five women (one Research Associate, Two Research Fellows and Two 
Lecturers) have taken Maternity Leave. All have returned with the exception of one Research 
Fellow who left to take up another post at another University. 

(ii) Paternity, adoption and parental leave uptake – comment on the uptake of 
paternity leave by grade and parental and adoption leave by gender and grade. Has 
this improved or deteriorated and what plans are there to improve further. 

 
During the last three year, one male Research Assistant has taken paternity leave and one male 
Biostatistician has taken parental leave. 

(iii) Numbers of applications and success rates for flexible working by gender and 
grade – comment on any disparities. Where the number of women in the 
department is small applicants may wish to comment on specific examples. 

One male Research Fellow applied for a formal flexible working arrangement and this was agreed.  
We will continue to collect, record and analyse these data (Action 1.4). 
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b) For each of the areas below, explain what the key issues are in the department, what steps 
have been taken to address any imbalances, what success/impact has been achieved so far 
and what additional steps may be needed. 

(i) Flexible working – comment on the numbers of staff working flexibly and their 
grades and gender, whether there is a formal or informal system, the support and 
training provided for managers in promoting and managing flexible working 
arrangements, and how the department raises awareness of the options available. 

The University has a job sharing policy that allows staff to request a job share or move to part 
time working. The flexible working options are being extended currently in a new Human 
Resources policy.  Academic and Research staff are all able to work flexibly on an informal basis as 
required.  Flexible working arrangements are well supported by the Director.  Currently there are 
four members of academic and research staff (two Research Fellows, one Lecturer and one Senior 
Lecturer) with formal flexible working arrangements made to balance childcare and caring 
responsibilities. 

We will provide links to the flexible working information on the Institute website to help raise 
further awareness (Action 6.2). 

(ii) Cover for maternity and adoption leave and support on return – explain what the 
department does, beyond the university maternity policy package, to support 
female staff before they go on maternity leave, arrangements for covering work 
during absence, and to help them achieve a suitable work-life balance on their 
return.  

 
The University maternity policy package offers 10 paid Keeping in Touch (KIT) days to be agreed 
with the employee’s Line Manager. 
 
The Institute is very flexible regarding assignment of teaching and administration for staff 
returning from maternity leave, and whenever possible, pairs such individuals with a staff 
member able to cover if necessary (the most recent example of this was for Heather Ferguson 
who was paired with Sophia Spatharis).  A research fellow recently returning from maternity 
following twins is fully supported to work as flexibly as she likes. Similar policies are adopted for 
staff with caring responsibilities (e.g. for aging parents). 

We will develop “Before, During and After” plans for maternity leave (Action 6.4) as well as 
highlight the University policies and provision on our own website (Action 6.2). 

5. Any other comments: maximum 500 words 
Please comment here on any other elements which are relevant to the application, e.g. other SET-
specific initiatives of special interest that have not been covered in the previous sections. Include 
any other relevant data (e.g. results from staff surveys), provide a commentary on it and indicate 
how it is planned to address any gender disparities identified.  
 
Inherent to our self-assessment was the staff survey which had an 88% response rate. 
 
We felt that it was important to address any disparities between the sexes or areas for 
improvement at the start of the application and throughout. 
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We have summarized some of the key findings here which highlight the inclusive and generally 
supportive aspects of the Institute and which we can build on: 
 

 100% of respondents agreed that the Institute is inclusive for both men and women which 
is encouraging 

 78% of male respondents and 82% of female respondents agreed that meetings were 
generally scheduled to allow those with caring responsibilities to attend 

 97% of male respondents and 93% of female respondents agreed that work related social 
activities are appropriate for both men and women and that there are suitable social 
spaces to meet informally with 94% of male respondents and 96% of female respondents 
agreeing 

 94% of male respondents and 96% of female respondents agreed that there are 
networking opportunities available in the Institute 

 84% of male respondents and 82% of female respondents agreed that they had benefited 
from the advice of informal mentors within the Institute 

 
The process of gathering data and consulting with staff for our submission as already raised the 
profile of the issue of women in STEMM, demonstrated commitment to Athena SWAN and 
opened up various conversations around the Institute. 
 
 

6. Action plan 

Provide an action plan as an appendix.  An action plan template is available on the Athena SWAN 
website. 

The Action Plan should be a table or a spreadsheet comprising actions to address the priorities 
identified by the analysis of relevant data presented in this application, success/outcome 
measures, the post holder responsible for each action and a timeline for completion. The plan 
should cover current initiatives and your aspirations for the next three years.  

The action plan does not need to cover all areas at Bronze; however the expectation is that the 
department will have the organisational structure to move forward, including collecting the 
necessary data. 
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A
ct

io
n Description of action Action taken already 

and outcome at 
November 2013 

Further action 
planned at 
November 2013 

Progress Log 
 
 

Responsibility Timescale Start date Success 
Measure 

1 Baseline Data and Supporting Evidence 
1.1 Collect, record and 

analyse student data 
Data collected, 
recorded and analysed 
for self assessment 
process 

Continue data 
collection and 
analysis 
 
Communicate 
data to Institute 
and relevant 
committees for 
further action 

Report to SAT, 
IMG  

Institute 
Administrator, 
SAT 

Annually Oct 2014 Data discussed, 
action 
recommended 
and taken 

1.2 Devise accurate 
method to record 
applications, offers and 
acceptances of PGT 
students 

  Report to SAT Institute 
Administrator 

Annually Jan 2014 Action 
implemented. 
Data discussed, 
action 
recommended 
and taken 

1.3 Devise accurate 
method to record 
applications, offers and 
acceptances of PGR 
students 

  Report to SAT Institute 
Administrator 

Annually Jan 2014 Action 
implemented. 
Data discussed, 
action 
recommended 
and taken 
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A
ct

io
n Description of action Action taken already 

and outcome at 
November 2013 

Further action 
planned at 
November 2013 

Progress Log 
 
 

Responsibility Timescale Start date Success 
Measure 

1.4 
 

Collect, record and 
analyse staff data 

Data collected, 
recorded and analysed 
for self assessment 
process 

Continue data 
collection and 
analysis 
 
Communicate 
data to Institute 
and relevant 
committees for 
further action 

Report to SAT, 
IMG 

Institute 
Administrator, 
University HR, 
SAT 

Annually Oct 2014 Data discussed, 
action 
recommended 
and taken 

1.5 Consult academic and 
research staff 

All academic and 
research staff consulted 
through online survey 

Repeat 
consultation 
process to 
assess impact of 
actions. 
 
Revise to 
address 
particular issues 
raised and gain 
further insight 

Report to SAT, 
IMG 

SAT Every two 
years 

March 
2015 

Evidence 
collected to 
assess impact 
and determine 
future actions 
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A
ct

io
n Description of action Action taken already 

and outcome at 
November 2013 

Further action 
planned at 
November 2013 

Progress Log 
 
 

Responsibility Timescale Start date Success 
Measure 

2 PG Students 
2.1 Gain insight into 

experiences and 
views of PG students 

Informal discussions 
and input from PhD 
student SAT member 

Carry out PG 
student survey 

Report to SAT, 
IMG 

SAT, PG 
Convenor, 
PGR 
Representative 

Annually March 
2014 

PG student 
experience 
results 
available for 
analysis and to 
inform action 

2.2 Continue to 
investigate the 
reasons for the 
apparent drop off in 
female students from 
MSc and MRes to 
PhD 

 Focus Group 
with Masters 
students 

Report to SAT SAT Annually March 
2014 

Evidence 
collected to 
determine 
future actions 

2.3 Identify and establish 
a designated female 
academic who can 
offer informal 
discussion, advice 
and support to female  
and male PhD 
students on matters 
such as 
maternity/paternity 
and parental leave 

There is an open door 
culture currently. 
 
Female academic staff 
member identified 

Promote to PhD 
students via 
Institute 
webpage 

Report to SAT SAT Member, 
Institute 
Secretary 

Ongoing Nov 2013 Action 
implemented. 
Measure using 
PG survey 
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A
ct

io
n Description of action Action taken already 

and outcome at 
November 2013 

Further action 
planned at 
November 2013 

Progress Log 
 
 

Responsibility Timescale Start date Success 
Measure 

3 Key Career Transition Points, Appointments and Promotions 
3.1 Investigate what 

support works best at 
key transition points  

 Set up focus 
groups 

Report to SAT, 
IMG 

SAT, College 
HR Manager 

Every 
three 
years 

April 
2014 

Evidence 
collected to 
inform future 
actions 

3.2 Identify ways to 
increase the number 
of female applicants  
to Grade 10 
(Professorial) 

Positive action 
recommendations 
collated and shared 
with DRI 

Implement  Report to SAT, 
IMG 

SAT, DRI, 
University HR 

Ongoing Nov 2013 Action 
implemented. 
Measure data 
and impact 
annually  

3.3 Devise a mentoring 
strategy for all new 
staff  

  Report to SAT, 
IMG 

SAT Mentoring 
Leads, DRI, 
College HR 
Manager 

Ongoing Jan 2014 Action 
implemented. 
Measure using 
staff 
consultation 

3.4 Devise a mentoring 
strategy for all Post 
Doctoral staff 

  Report to SAT, 
IMG 

SAT Mentoring 
Leads, DRI, 
College HR 
Manager 

Ongoing Jan 2014 Action 
implemented. 
Measure using 
staff 
consultation 

3.5 Devise a mentoring 
strategy for all other 
existing academic 
staff 

  Report to 
SAT, IMG 

SAT Mentoring 
Leads, DRI, 
College HR 
Manager 

Ongoing April 
2014 

Action 
implemented. 
Measure using 
staff 
consultation 

3.6 Clarify the promotion 
process and criteria 

  Report to SAT DRI, Line 
Managers, 
University HR 

Ongoing Dec 2013 Action 
implemented. 
Measure using 
staff 
consultation 
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A
ct

io
n Description of action Action taken already 

and outcome at 
November 2013 

Further action 
planned at 
November 2013 

Progress Log 
 
 

Responsibility Timescale Start date Success 
Measure 

3.7 Liaise with College 
HR as regards 
provision of 
Promotions 
Workshops 

 Set up 
Promotions 
workshops 

Report to SAT SAT, College 
HR Manager 

Annually Jan 2014 Action 
implemented. 
Feedback to 
inform future 
actions 

3.8 Ensure that promotion 
discussion is 
embedded as part of 
the P&DR process 

 Identify what in 
particular can 
be done to 
improve this 
process 

Report to 
SAT, IMG 

SAT,DRI, Line 
Managers,  

Annually April 
2014 

Results to 
inform action 

3.9 Establish the best 
way to help female 
staff to progress from 
Grade 9 to Grade 10 
though focus groups 

 Establish 
through focus 
group what in 
particular can 
be done 

Report to 
SAT, IMG 

SAT, DRI, 
College HR 
Manager 

Every 
three 
years 

April 
2014 

Results to 
inform action 

3.10 Promote networking 
opportunities 

  Report to SAT DRI Annually Nov 2013 Action 
implemented 
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A
ct

io
n Description of action Action taken already 

and outcome at 
November 2013 

Further action 
planned at 
November 2013 

Progress Log 
 
 

Responsibility Timescale Start date Success 
Measure 

4 Career Advice and Support 
4.1 Investigate why 

female and male staff  
view the P&DR 
process differently in 
terms of taking into 
account the full range 
of skills and abilities 
and helpfulness in 
progressing their 
career 
 

 Staff 
consultation 
questions to 
explore gender 
difference 

Report to 
SAT, IMG, 
College HR 
Manager 

SAT, DRI, 
College HR 
Manager 

Every two 
years 

August 
2014 

Feedback 
collected to 
inform action, 
Measure using 
staff 
consultation 
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A
ct

io
n Description of action Action taken already 

and outcome at 
November 2013 

Further action 
planned at 
November 2013 

Progress Log 
 
 

Responsibility Timescale Start date Success 
Measure 

5 Culture, Communications and Departmental Organization 
5.1 Create an Institute web 

page to feature 
equality and diversity 
information 

Webpage set up  Report to SAT Institute 
Secretary 

Twice 
Annual 
Update 

Nov 2013 Action 
implemented 

5.2 Support an increased 
frequency of 
networking event  – 
“Coffee in the 
Museum” to twice 
monthly 

Coffee in the Museum 
runs intermittently at 
present 

 Report to SAT DRI Ongoing February 
2014 

Action 
implemented, 
Feedback from 
staff survey 

5.3 Set up a networking 
event similar to “Coffee 
in the Museum” at 
Garscube campus 

  Report to SAT SAT Member 
(Social 
Convenor) 

Ongoing February 
2014 

Action 
implemented, 
Feedback from 
staff survey 

5.4 Investigate what 
investments should 
best be made to 
improve social space 
at Garscube campus 

Garscube Social Space 
Committee convened to 
action this in 2014  

Outline key 
recommendation
s 

IMG DRI Annually May 2015 Results to 
inform actions 

5.5 Hold a new “Lunch in 
the Museum” event  

  Report to SAT DRI Every to 
months 

January 
2014 

Action 
implemented, 
Feedback from 
staff survey 

5.6 Highlight link to 
Committee 
membership on 
website 

  Report to SAT Institute 
Secretary/ 
Institute 
Administrator 

Ongoing Dec 2013 Action 
implemented 
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A
ct

io
n Description of action Action taken already 

and outcome at 
November 2013 

Further action 
planned at 
November 2013 

Progress Log 
 
 

Responsibility Timescale Start date Success 
Measure 

5.7 Identify female 
academic staff at 
grades 7, 8 and 9 for 
committee 
membership 

  Report to SAT DRI, Institute 
Administrator 

Annually March 
2014 

Committees to 
include a 
higher 
proportion of 
female staff 

5.8 Rotate committee 
membership 

  Report to SAT DRI, Institute 
Administrator 

Annually March 
2014 

Action 
implemented 

5.9 Ensure outreach, 
mentoring and Athena 
SWAN activities are 
taken account of in 
the workload model 
implementation 

  Report to 
SAT, IMG 

DRI Annually  Action 
implemented, 
Measure using 
staff 
consultation 

5.10 Devise a 
comprehensive 
communications plan 
for eg networking 
opportunities, 
professional 
development, family 
friendly working 
practices 

  Report to 
SAT, IMG 

Institute 
Secretary, 
SAT Member 

Ongoing Jan 2014 Action 
implemented. 
Measure using 
staff 
consultation 
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A
ct

io
n Description of action Action taken already 

and outcome at 
November 2013 

Further action 
planned at 
November 2013 

Progress Log 
 
 

Responsibility Timescale Start date Success 
Measure 

6 Career breaks/flexible working 
6.1 Create profiles of 

women with caring 
responsibilities to 
include on Institute 
web pages 

  Report to SAT Institute 
Secretary, 
Institute Staff 

Annual 
update 

May 2014 Action 
implemented 

6.2 Provide links to 
flexible working, 
maternity, paternity, 
parental leave 
policies, nursery 
information on 
Institute Equality and 
Diversity web page 

  Report to SAT Institute 
Secretary 

Annual 
update 

May 2014 Increase 
awareness. 
Measure by 
staff 
consultation 

6.3 Identify and establish 
a designated female 
academic who can 
offer informal 
discussion, advice 
and support to female 
early career 
researchers on 
matters such as 
maternity leave 

Currently there is an 
open door policy 
 
 

Widen network 
of experienced 
women and 
build on open 
door policy 

Report to SAT SAT Member, 
SAT, Institute 
Staff 

Ongoing Jan 2014 Action 
implemented 

6.4 Develop ‘Before, 
During and After’ 
plans for maternity 
leave 

  Report to SAT DRI, Line 
Managers, 
College HR 
Manager 

Ongoing Jan 2014 Action 
implemented. 
Measure by 
staff 
consultation 
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Glossary 
 
SAT – Self Assessment Team 
HR – Human Resources 
DRI - Director of Research Institute 
IMG – Institute Management Group 
PG – Postgraduate 
PGR – Postgraduate Research 

 

 


	AS - Action Plan



