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 ATHENA SWAN GOLD DEPARTMENT AWARDS  

A Gold department award recognises sustained progression and achievement, by the 

department, in promoting gender equality and addressing challenges particular to the discipline. 

A well-established record of activity and achievement in working towards gender equality should 

be complemented by data demonstrating continued impact. Gold departments should be 

beacons of achievement in gender equality, and should champion and promote good practice to 

the wider community.  

Note: Not all institutions use the term ‘department’. There are many equivalent academic 

groupings with different names, sizes and compositions. The definition of a ‘department’ can be 

found in the Athena SWAN awards handbook. 

COMPLETING THE FORM 

DO NOT ATTEMPT TO COMPLETE THIS APPLICATION FORM WITHOUT READING THE ATHENA 

SWAN AWARDS HANDBOOK. 

This form should be used for applications for Gold department awards. 

You should complete each section of the application. 

If you need to insert a landscape page in your application, please copy and paste the template 

page at the end of the document, as per the instructions on that page. Please do not insert any 

section breaks as to do so will disrupt the page numbers. 
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WORD COUNT 

The overall word limit for applications are shown in the following Table.  

Gold Department application  

Word limit 13,500 

Recommended word count  

1.Letter of endorsement 500 

2.Description of the department 500 

3. Self-assessment process 1,000 

4. Picture of the department 2,000 

5. Supporting and advancing women’s careers 7,000 

6. Case studies 1,500 

7. Further information 500 

 

 

  

Name of institution University of Glasgow  

Department Institute of Biodiversity, Animal Health and 

Comparative Medicine 
 

Focus of department STEMM  

Date of Gold application December 2019  

Date of current Silver 

award 

November 2016  

Institution Athena 

SWAN award 

Date: April 2016 Level: 

Bronze 

Contact for application 
Must be based in the 
department 

Dan Haydon  

Email Daniel.Haydon@glasgow.ac.uk  

Telephone 0141 330 5843  

Departmental website https://www.gla.ac.uk/researchinstitutes/bahcm/  
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GLOSSARY OF TERMS 

AP   Action point 

AS   Athena SWAN 

BME   Black, and minority ethnic 

BSc   Bachelor of Science 

CEIDC   College Equality, Inclusion and Diversity Committee 

D&I   Diversity and Inclusion 

DoI   Director of Institute 

ECR   Early Career Researcher 

ECU   Equality Challenge Unit 

F   Female 

FT   Full-time 

FTC   Fixed Term Contract 

GDPR   General Data Protection Regulation 

GESG   University Gender Equality Steering Group 

GS   Graduate School 

HoPS   Institute Head of Professional Services 

HR   Human Resources 

IBAHCM Institute of Biodiversity, Animal Health and Comparative Medicine 

IMG   Institute Management Group 

LGBT   Lesbian, gay, bisexual, and transgender 

M   Male 

MPA   Management, Professional and Administrative 

MSc   Master of Science 

MVLS  Medical, Veterinary and Life Sciences (College of MVLS) 

P&DR   Performance and Development Review 

PG   Postgraduate 

PGT   Postgraduate Taught (MSc)  

PGR   Postgraduate Research  

PhD   Doctor of Philosophy 

PI   Principal Investigator 

P&S   Professional and Support 
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PT   Part-time 

PTES   Postgraduate Taught Experience Survey 

RA   Research Assistant 

RF   Research Fellow 

R&T   Research and Teaching 

SAP   Silver Action Plan 

SAT   Self-Assessment Team 

SCENE  Scottish Centre for Ecology and the Natural Environment 

SIG   Shared Interest Group 

STEMM  Science, Technology, Engineering, Maths and Medicine 

TC   Technicians commitment 

UG   Undergraduate  

UofG   University of Glasgow 

UKRI   UK Research and Innovation 

WLM   Workload model 

 

 

  

Notes: 

The gendered analyses in this application break down data into binary categories (male and female). 

We acknowledge that this does not reflect the diversity of gender identities of individuals, and IBAHCM 

actively considers the lived experience of trans and non-binary individuals. 

Wherever possible, all figures were created using a colour-blind friendly colour scheme (RdYlBu). 

References to Action points in our action plan are highlighted with a golden seed  in the left page 

margin. Progress since the Silver application (or in general) is highlighted using a silver seedling in 

the left page margin.  

We have used the 500 extra words from Section 7 in various earlier sections. 
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1. LETTER OF ENDORSEMENT FROM THE HEAD OF DEPARTMENT 

1st December 2019 

Mr James Greenwood-Lush 

Head of Athena SWAN 

Athena SWAN Charter 

Advance HE 

First Floor, Napier House 

24 High Holborn 

London 

WC1V 6AT 

 

Dear Mr Greenwood-Lush 

Attaining gender equality and freedom from gender and all other forms of discrimination are 

fundamental human rights and United Nations values; doing everything in our power to 

accelerate the equality agenda is simply a moral and ethical imperative. These alone are fully 

sufficient reasons to place the Athena SWAN agenda at the very heart of IBAHCM’s operation. 

While we welcome the new and expanded Athena SWAN charter principles, they are not new 

to us. Diversity - and the equality of this diversity - have been fundamental to how we function 

as an interdisciplinary research community since the founding of IBAHCM in 2010. We conduct 

research through flexible and integrated research teams, constructed to address particular 

research goals, and comprising all levels of staff and students. Exceptional researchers come in 

very different forms, and they work and contribute in very different ways. Diverse teams are 

simply better teams. 

This will be my third Athena SWAN submission as SAT Chair (having recently returned to the 

role following the transfer of Dr Michelle Bellingham, who chaired the SAT for the last two years 

and laid the groundwork for this application).  I am proud that the implementation of the Silver 

action plan has enabled progress to be made in all our target areas and pleased that our gender 

metrics in many cases now exceed HESA benchmark data (for example, the proportion of 

female professors in IBAHCM is over twice the HESA average, having risen from 30% in 2014/15 

to 43%). However, part of this progress is greater awareness, and higher expectations. The 

voice of properly informed staff, confidently and openly expressing their opinion that we must 

improve further is to me a sign the process is working. 

As we widen opportunities and remove obstacles from ambitious and fulfilling career 

progression, the challenge of managing modern academic stress and workloads looms ever 

larger, particularly for those with young or old families. Greater transparency in workload 

allocation, clearer pathways to leadership roles, and increased appreciation of the value of all 

forms of staff contributions will go some way to easing these difficulties. I am optimistic that our 

actions specifically addressing these issues (Action points 4.6, 6.1, 6.6) will help to mitigate 

these continuing challenges. 

I am privileged to work within this Institute with its extraordinary community of researchers, 

many of whom could develop their careers at any of the world’s elite universities – and some of 

whom we highlight in this application (e.g. case studies, Table 5.6.1). I believe they choose 

Glasgow because they buy into IBAHCM’s vision that together we can build a culture that: 

recognizes there are many different ways of doing great science, values equality, celebrates 

 
Action 

points 
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diversity, appreciates that research is above all a human enterprise, and - ultimately - careers in 

science need to be fun.  

Reflecting on the next wave of changes that can be implemented, we recognise that many will 

require lobbying and coordination at higher levels within the University (e.g. the University 

should cover visa costs of its staff, Action point 4.8). We aim to honour the Athena SWAN 

process by having truthful conversations about supporting staff wellbeing and development, and 

to amplify these voices to reach up through the university and national organisations to effect 

necessary change.  

The information presented in the application is an honest, accurate, and true representation of 

IBAHCM. 

 

Yours sincerely 

 

 

 

 

 

 

 

Word count: 545  

  

 

 

 

 

 

 

 

 

 

Daniel T Haydon, BSc PhD FRSE 

Professor of Population Ecology and Epidemiology 

Boyd Orr Centre for Population and Ecosystem Health 

Director, Institute of Biodiversity, Animal Health  

and Comparative Medicine 

University of Glasgow, Glasgow, G12 8QQ 

Tel. 0141 330 5843 

Daniel.Haydon@glasgow.ac.uk  

Website: http://www.gla.ac.uk/researchinstitutes/bahcm/ 

 
Action 

point 
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2. DESCRIPTION OF THE DEPARTMENT 
Word count 662 

 

 

 

 

 

 

 

 

 

We are one of seven flagship Institutes within University of Glasgow (UofG). The Institute of 

Biodiversity, Animal Health and Comparative Medicine (IBAHCM) sits within the College of 

Medical, Veterinary, and Life Sciences (MVLS), one of four UofG colleges.  

IBAHCM is distributed over three sites (Figure 2.1): the University campus at Gilmorehill 

(~70% of staff), the Garscube Estate (3 km distant, ~25% of staff) and the Scottish Centre for 

Ecology and the Natural Environment (SCENE) on Loch Lomond (25 km distant, ~5% of staff).  

IBAHCM’s management structure is flat, transparent and inclusive. Permanent academic 

staff report to the DoI, who is supported by two deputies. The DoI is also supported by the 

Institute Management Group (IMG), which meets monthly, is open to all staff, and 

alternates between the two main sites.  

 

 

 

IBAHCM’s 158 staff members include: 109 academic, 49 professional & support (P&S: 9 

management, professional and administration - MPA; 40 technical support;  Figure 2.2), and 

118 postgraduate students (63 post-graduate taught – PGT; 55 post-graduate research - 

PGR; Figures 2.3 & 2.4) from diverse cultural backgrounds. 

 

Highlights: 

- IBAHCM’s flat management structure, helpful attitude and the management’s openness to contributions 

from all staff makes working at IBAHCM a positive experience. 

- Females comprise 53% of all staff and 43% of professors, steadily increasing since 2014. 

- Some of the most prominent senior academics, who have repeatedly achieved international recognition, are 

females. 

“[BAHCM is a] collegiate, collaborative environment with a flat 

management structure” 
 

Example of “good practice” given in the research culture survey 
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Figure 2.2 Current staff by type and gender 

Academic MPA Tech

Female 58 6 20

Male 51 3 20
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Figure 2.1 Images of the three IBAHCM sites 
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Figure 2.3 Current PhD students by gender  Figure 2.4 Current PGT students by gender 

IBAHCM contributes largely to undergraduate teaching in years 3 and 4. The zoology degree 

is the largest in the College (~90 students), and significant contributions are made to a 

marine and freshwater biology degree (~15 students). Substantial staff time is spent on 

providing honours projects for 4th year undergraduate students and teaching and 

assessment and all project work for masters students (ca. 80 in 2019/20). 

IBAHCM receives £6.5m to £7.5m from research awards each year. Research Income per FTE 

in 17-18 was £209k (23% above the Russell Group median research awards for Biosciences, 

£169k, and almost double the median for Veterinary Science). In hand with academic 

excellence, staff like to work in IBAHCM: 89% enjoy their work, 90% report a sense of 

personal achievement, and 71% recognise a highly collaborative environment. These 

numbers are 7%, 12% and 25% higher than university baseline. Currently, IBAHCM hosts 16 

externally funded fellowships, constituting a significant fraction of our research income. We 

value and recruit collegiate scientists who do great science, but also take time to support 

colleagues at all career stages, resulting in an excellent working environment that is vibrant, 

dynamic, personally supportive and empathetic.  

 

 

 

 

Women play a central role in our working environment and fill many senior roles (see Role 

Models section 5.6). Overall, 43% of our professors are women, two of whom are our most 

research-intensive and senior researchers (Prof Pat Monaghan, and Prof Sarah Cleaveland). 

Awareness of equality and diversity is embedded across IBAHCM by: 

• Athena SWAN (AS) as a standing agenda item at IMG meetings 

• Dedicated equality and diversity sessions at the annual Away Day 

• Bullying and harassment workshops 

Full time Part time
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Male 19 1

0

5

10

15

20

25

30

35

40

PhD students 18/19

Female Male

PGT 41 22
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“[There is a] culture that, at all levels, people feel free to ask 

anyone for assistance with grants, fellowships, interviews and 

there is overwhelming support for such requests across the entire 

institute rather than just being centred on a few key people.” 

Example of “good practice” given in the research culture survey 

(anonymous) 

(64%) 

(46%) 

(50%) 

(50%) (65%) (35%) 
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• Annual International Women’s Day event with prominent female staff sharing their 

experiences 

• Unconscious bias training for all staff  

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 

  

Progress/Impact: 

- Female staff increased from 45% to 53% since 2016 

- Female professors increased from 30% to 43%.  

- Female ratio in all grades ranges from 38% to 71%  

- 93%/94% of females/males perceive the environment at IBAHCM as inclusive for all 

genders* 

- 80%/82% of females/males feel their contributions are valued within the Institute (15%/14% 

neutral)* 

- 91%/94% of female/male staff agree that the Institute is a great place to work* 

* (2019 Staff survey) 

Impact 

Main challenges and next steps: 

- Short-lived, project focused funding is a major source of income for ECRs and as a result job security is 

often low, demand on mobility high and work-life balance difficult. We help and support ECRs and 

especially postdocs in their career progression through mentoring programmes, application support, and 

where possible bridging funding. 
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3. THE SELF-ASSESSMENT PROCESS 

 Word count: 904  

 

 

 

 

(i) A description of the self-assessment team 

IBAHCM’s Self-Assessment Team (SAT) comprises 21 members, of whom 6 have been 

involved since its founding, ensuring continuity (Table 3.1). Following our Silver award in 

2016, Michelle Bellingham, a passionate AS ambassador, became Chair of the SAT. Dan 

Haydon succeeded Michelle as Chair when Michelle moved to a new post in 2019. Dan also 

serves on the CEIDC, linking IBAHCM and College committees. SAT representatives include 

PhD student representatives (one male, one female), early career academics, senior 

academics, technical staff, and P&S staff. SAT membership is reviewed and rotated regularly 

(Figure 3.1) and new members are invited where required (Action point 1.1); contributions 

to SAT are accounted for in the workload model (WLM). 

 

Figure 3.1 SAT rotation since the Athena SWAN Silver Award 

  

female male female male female male female male

2016 2017 2018 2019

leave 2 2 0 0 3 2 2 0

arrive 5 2 1 0 2 1 4 1

continue 4 5 8 7 6 6 7 5
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14

SAT turnover

Highlights: 

- A new collective memory helps record and streamline our efforts 

- SAT calendar facilitates the overview and long-term planning of upcoming Athena SWAN-related events and 

organisational matters 

- A SAT that is gender balanced and represents all job families 

 
Action 

point 
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Table 3.1 Self-assessment team members and support 
* Denotes SAT members who have served on the SAT since its formation, and who are recognised as embedding 

the Athena SWAN culture in our Institute 

Regular SAT members 

 

Lydia Bach (f) 

Post-doctoral researcher, 

FT 

ECR Representative 

Joined 2017  

Tiziana Lembo (f) 

Senior Lecturer, FT 

Joined: 2019 

 

Simon Babayan* (m) 

Lecturer, FT 

Joined 2012 

 

Nick Hanley (m) 

Professor, FT 

Joined 2019 

 

Christopher Bevan (m) 

Senior Administrative 

Manager, FT 

Joined 2012 

 

Shaun Keegan (m) 

Post-doctoral researcher, FT 

Joined 2019 

 

Winnie Boner* (f) 

Senior post–doctoral 

researcher, FT 

Joined 2012 

 

Lucy Cotgrove (f) 

PhD student, FT 

Postgraduate student 

representative 

Joined 2018 

 

Anne Graham (f) 

Technical Resource 

Manager, FT 

Health and Safety 

Committee Member 

Joined 2016 
 

Luis Hernandez Castro (m) 

PhD student, FT 

LGBT STEMM Ambassador 

Joined 2019 

 

Dan Haydon * (m) 

Professor, FT 

Director of Institute 

SAT Chair 

Joined 2012  

Kathryn Elmer * (f) 

Reader, FT 

Postgraduate Student 

convener 

Joined 2013 

 

Paul Johnson (m) 

Lecturer, FT 

Joined 2015 

 

Poppy Lamberton (f) 

Reader, FT 

Joined 2018 

Currently on maternity leave 

 

Ana Monteiro (f) 

Senior Research 

Technician, FT 

Health and Safety 

Committee Member 

Joined 2014 
 

Kevin Parsons (m) 

Reader, FT 

Joined 2016 
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The university gender equality officer, Dr Katie Farrell, and college AS data officer Keilly 

MacDonald provide key support to our SAT. Representatives from MVLS HR (Fergus Brown) 

contributed to the embedding of the AS agenda into IBAHCM’s management operations. 

Since 2016, our SAT also benefited from dedicated administrative support (Courtney Melvin, 

then Claire Malcolm). For this gold application IBAHCM funded a 4-month internship to 

offset the increased SAT workload during the application writing. 

 

 

Francesco Baldini (m) 

Lecturer, FT 

Joined 2018 

 

Claire Malcom (f) 

Administrative officer, PT 

Joined 2019 

 

 

 

Stefanie J. Krauth (f) 

Post-doctoral 

researcher/Intern, FT 

Evidence gathering, and 

administrative support 

intern. Joined 2019 

  

Staff supporting the application process (not regular SAT members) 

 

Keilly MacDonald (f) 

Athena SWAN data officer, 

PT 

 

Katie Farrell (f) 

Gender equality officer, FT 

 

Michelle Bellingham 

Former SAT Chair, 

Lecturer, FT 

MVLS and University 

Gender Equality Steering 

group member  

Joined 2012 

  

Core Institute SAT membership demonstrates: 

• 55% female representation mirrors gender profile of IBAHCM 

• All major IBAHCM sites, staff types, grades and graduate students represented 

• Commitment from senior academic staff 

• External consulting SAT members from the School of Veterinary Medicine SAT (Prof Lubna 

Nasir, Dr Michelle Bellingham, and Ms Sarah Chiodetto) 

• College and University level Professional and Support staff (Katie Farrell, Keilly 

MacDonald). 

Impact 
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Figure 3.2 The Institute's Bronze (July 2014) and Silver (October 2016) Athena SWAN 

awards collected by Michelle Bellingham and Dan Haydon 

 

(ii) An account of the self-assessment process  

Good practices have increased and become more focussed since 2012, when we started 

actively working towards AS principles (Figure 3.2).  

The SAT is regarded as a transparent forum gathering individuals who will listen and act on 

relevant issues raised. Table 3.2 shows examples of issues raised by staff to SAT, actions 

taken and outcomes. It is a measure of the confidence in the SAT and its constructive 

relationship with the IMG that 71% of staff believe that action will be taken following our 

staff survey (University baseline: 38%). 

Table 3.2 Examples of issues raised by staff to SAT, action taken, and outcome 

Issue Raised to SAT Action Taken Outcome 

1. University parking 

permit application did not 

acknowledge differences 

of some female surnames 

to academic names. 

SAT Chair raised issue with 

University Gender Equality 

Steering Group. 

Application now 

acknowledges different 

surnames. 

2. Need to celebrate and 

raise awareness of LGBT 

in STEMM. 

Issue raised at IMG 

meeting, seeking Institute 

funding to host an event. 

Established annual LGBT 

in STEMM day at IBAHCM 

(money raised for local 

LGBT charities). 

3. External funder policies 

for maternity leave 

problematic for 

international PhD 

students - lack of clarity 

on who is responsible. 

DoI raised issue at CEIDC. CEIDC is lobbying the 

external funder to 

increase accessibility of 

maternity leave for 

international PhD 

students. 

 

Since 2016, the SAT meets bi-monthly to implement and monitor initiatives towards equality 

and inclusion. Between meetings, work continues through bilateral exchanges and file-

sharing, as well as informal meetings of smaller working groups with specific remits. 
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Issues from SAT meetings are discussed at IMG meetings (chaired by the DoI), which are 

open to all staff to ensure transparency and overlap between AS and other Institute 

initiatives. This Gold application has been informed by internal and external consultation 

(Figure 3.3). Internally, the SAT consults annually at the IBAHCM away day (Figure 3.3; 

Action points 1.3 & 2.3). Annual staff surveys (Action point 2.2) on our working 

environment (response rates: 88%, 94% and 92% in 2013, 2016 and 2019) provide further 

insights, which are referenced throughout this application. Postgraduate student 

surveys/focus groups also inform our actions (Action point 3.2), providing an invaluable ECR 

perspective. External consultations inform our trajectory (Figure 3.3), through invited 

seminar speakers from Gold departments, sharing good practices with other SATs and 

through membership on the University Gender Equality Steering Group (GESG) (Action 

points 1.4 & 1.6). 

IBAHCM holds the ethos: ‘poor working practices discriminate minority groups whereas good 

practices support all.’ This philosophy underpins the actions of this Gold application.  

 

 

 

 

 

Progress/Impact: 

- 71% confidence that action will be taken following our staff survey * (University average: 38%**) 

- Annual away day mentioned as a good practice example for a positive research culture*** 
* (2019 InstituteStaff survey) 

** (2018 University Staff survey, where data can be subsetted to Institute level ) 

*** research culture survey 2019 

Impact 

 
Action 

points 

 
Action 

points 
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Figure 3.3 The SAT consultative process

 

(iii) Plans for the future of the self-assessment team 

The SAT continues to report to IMG to highlight equality and diversity within IBAHCM 

(Action point 1.5). 

The SAT will also: 

• Meet monthly (Action point 1.2) 

• Review its membership every six months considering changing workloads (Action point 

1.1) 

• Increase representation by inviting staff from minority groups (LGBT, BME & disabilities 

including hidden disabilities; Action point 1.1) 

• Listen to IBAHCM members and disseminate SAT work internally (Action points 1.9, 2.3, 

3.2 & 5.1) 

• Share good practice through Institute-led events and when visiting external departments 

(Action point 1.4) 

 
Action 

point 

 
Action 

points 

 
Action 

points 
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To facilitate the continuing SAT work and achieve our ambitious programme, we will create 

a collective memory (Action point 1.7), a SAT calendar (Action point 1.8), and more clearly-

defined roles for individual SAT members (Action point 1.11). The collective memory will 

record all AS activities and actions implemented. The SAT calendar will comprise an overview 

of regular events and projected activities, timelines and preparation schedules throughout 

the year.  Annual updating needs of the collective memory and other documents such as the 

induction pack (Action point 5.4), and maternity leave kits will be included in the SAT 

calendar. More clearly identified roles for SAT members will ensure a smoother delivery of 

the action plan. A new dedicated SAT email address (Action point 1.10) facilitates 

communication with the SAT. 

For more direct feedback and suggestions, we will install physical and digital feedback and 

suggestions boxes (Action points 1.9 & 1.10) where IBAHCM members can contribute 

anonymously or openly if they wish further discussions. 

 

Action points in this section: 

Action point 1.1: Facilitate getting involved with SAT work for all institute members with attention to 

diversity 

Action point 1.2: Continue SAT work regarding ongoing, continuous, recurring, and new actions as 

described throughout the action plan and application 

Action point 1.3: Continue to include Athena SWAN section at Institute Away Day 

Action point 1.4: Exchange with other Institutions to share Athena SWAN best practice through seminars 

and meetings 

Action point 1.5: Regularly inform institute management group on Athena SWAN progress and relevant 

issues and provide recommendations 

Action point 1.6: Contribute to Athena SWAN best practice throughout the University and externally 

Action point 1.7: Create a SAT calendar where all regular SAT activities and events are clearly marked and 

timelines for setting things in motion are included 

Action point 1.8: Create a “collective memory” with description of Athena SWAN-related activities and 

events and considerations for the organisation of those, and of specific roles for SAT members. 

Action point 1.9: Establish a physical and a digital Athena SWAN feedback & suggestion box/form to 

collect suggestions for actions to be taken by SAT and alert SAT of any problems that should be addressed. 

Include an information sheet about the purpose of the box and how it is going to be used. 

Action point 1.10: Create a SAT email address that serves as primary contact address for anyone who 

wants to contact the IBAHCM SAT 

Action point 1.11: Define standing roles for SAT members with responsibilities for specific items to be 

defined in the collective memories 

Action point 2.2: Seek staff and PhD experience through regular staff survey every 18 months 

Action point 2.3: Conduct focus group discussions and in-depth interviews with staff to get deeper 

understanding of issues raised in staff survey and feedback opportunities 

Action point 3.2: Seek PGT and PGR experiences 

Action point 5.1: Maintain high levels of awareness on the promotion process and criteria amongst staff 

and line managers 

 

 

 

 

 

  

 
Action 

points 

 
Action 

points 

Main challenges and next steps: 

 SAT members are currently recruited on direct invitation and through an open invitation during the away day. 

To increase our reach, we will create a “get involved” section on our website (Action point 1.1). 

 New SAT roles (Action Point 1.8) will be crucial to ensure the efficient implementation of our Action Plan and 

the every-day work of the SAT. 

 
Action 

points 
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4. A PICTURE OF THE DEPARTMENT 

Word count: 1152 

 

 

 

 

 

4.1. Student data  

 

If courses in the categories below do not exist, please enter n/a.  

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

N/A. 

(ii) Numbers of undergraduate students by gender 

Undergraduate teaching is managed by the Schools of Life Sciences and Veterinary 

Medicine, which both have separate AS processes. 

 

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

IBAHCM offers 1-year full-time PGT courses in: 

MSc: 

• Animal Welfare Science, Ethics & Law 

• Quantitative Methods in Biodiversity, Conservation and Epidemiology 

• Conservation Management of African Ecosystems 

• Epidemiology of Infectious Diseases & Antimicrobial Resistance 

MRes: 

• Ecology & Environmental Biology 

 

Data for PGT programmes are presented combined as they are managed as a single unit. 

Highlights: 

- High proportion of female applicants and acceptances  in all courses offered by IBAHCM 

- IBAHCM Postgraduate Taught Experience Survey (PTES) scores are consistently higher than any other school at 

UofG indicating very high and improving student satisfaction (2019 PTES survey). 
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Figure 4.1.1 Full-time PGT students: applications, offers, and acceptances by year 

Between 2015 and 2018, the number of females accepted into our PGT programmes 

remained steady between 52% and 68% (Figure 4.1.1) and is consistent with national 

averages (Equality Challenge Unit, ECU, 2018 benchmarks: 69.5% of biological science 

students and 70.5% of veterinary science students are female). Ratios of applications, offers, 

and acceptances are consistent across years with offers to females never below 56%. A long-

standing gender imbalance at the beginning of the career pipeline in our discipline indicates 

a potential need to encourage more male applicants as greater balance along the pipeline is 

achieved. However, we continue to focus on female career progression. No patterns in 

degree outcomes suggest a gender bias (Figure 4.1.2). However, we will continue to monitor 

gender balance through centralised data collection and on-going assessment (Action points 

2.1 & 3.1). PGT completion rate is high and not gender biased (Table 4.1.1). 

Table 4.1.1 Proportion of PGT completion by gender  

2014-15 2015-16 2016-17 2017-18 2018-19 

Female 95% (1 incomplete) 100% 91% (3 incomplete) 91%* 90%* 

Male 100% 95% (1 incomplete) 93% (1 incomplete) 100% 81%* 

* can still complete 

 
Action 

points 
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Figure 4.1.2 PGT degree classifications 2015-2019 

 

(iv) Numbers of men and women on postgraduate research degrees 

Our PhD programme is a 3.5 - 4 years research degree with two or more supervisors. 

Students can study part-time, but the majority of students are full-time, with usually less 

than 5 part-time PhDs per year. Over half of our PGRs have been female each year (56 to 

61%; Table 4.1.3), similar to, but slightly more balanced than national averages (ECU 2018 

benchmarks: 60.2% and 65.9% female PGR students in biological and veterinary sciences). 

We will continue to evaluate PGR numbers relative to the national picture (Action Point 3.1). 

 

Table 4.1.2 Number of PGR students by year and gender 

  Female % Female Male Total 

Full 

time 

Part 

time 

Thesis 

pending* 

 
Full 

time 

Part 

time 

Thesis 

pending* 

2014-15 31 1 19 56% 20 3 17 91 

2015-16 37 2 20 57% 25 3 16 103 

2016-17 37 0 16 58% 22 3 13 91 

2017-18 37 1 18 61% 22 1 13 92 

* Thesis pending refers to students who remain on track to submit within 4 years enrolling but whose funding has come to 

an end (i.e. students with 3 or 3.5 years of funding). Such students pay a single £270 fee (which is to be eliminated this 

academic year). 

We receive approximately equal PGR applications from females and males (50-63% per year) 

(Figure 4.1.3). A similar proportion of positions are offered to females (50-63%) than males, 

with the exception of 2018 when there were unusually fewer acceptances by males (4, 27%). 

We identify no gender bias and applications, offers and acceptances to females are 50% or 

more each year. 
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Figure 4.1.3 Full-time PGR students: applications, offers, and acceptances by year 

Similar proportions of females are accepted to the PGR programme compared to 

applications at PGT level (Table 4.1.4), reflecting a strong retention of females and 

maintained gender ratio at that transition point. Completion rates are high, with no 

significance difference between males and females (Table 4.1.5). 

 

Table 4.1.3 Full-time and part-time PGR student numbers broken down by gender and year 

  Female % 

Female 

Male Total 

Full time Part time Full time Part time 

2014-15 19 1 57% 14 1 35 

2015-16 30 0 63% 17 1 48 

2016-17 29 0 67% 15 0 43 

2017-18 30 1 67% 14 1 46 

2018-19 34 1 64% 19 1 55 

 

Table 4.1.4 PGR student completion rates broken down by gender and year 

  PGR students eligible for 

completion 

Number 

completed 

Pending 

completion*** 

Admit Year Female Male Total Female Male Female Male 

2011-12 13 15 28 13 14 0 1 

2012-13* 14 11 25 12 10 0 0 

2013-14 9 8 17 9 8 0 0 

2014-15 11 4 15 11 4 0 0 

2015-16** 17 10 27 8 5 8 5 

*  2 females and 1 male withdrew 

**  1 female withdrew 

*** can still complete 

 

(v) Progression pipeline between undergraduate and postgraduate student levels 

We recruit PGTs and PGRs externally from a variety of undergraduate programmes. 64% of 

PGR students are female, slightly higher than the sector average (HESA 2017/18 for 

biological sciences). While we cannot track like-for-like progress between undergraduate 
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and postgraduate programmes, comparable gender ratios between master and PhD 

programmes suggests we successfully retain students across that key career transition stage.  

 

Action points in this section: 

Action point 2.1: Annually collect, record and analyse data on staff and students, appointments, 

promotions, committees, contracts, maternity and parental leave, flexible working, grants and other data 

needed for Athena SWAN activities and application 

Action point 2.2: Seek staff and PhD experience through regular staff survey every 18 months. 

Action point 3.1: Achieve/maintain a balance in student applications, offers, acceptances, and completion 

rates by gender for PGTs and PGR programmes 

 

 

 

 

 

 

 

4.2. Academic and research staff data 

 

 

 

 

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

research or teaching-only 

Research-only grades: 

BAHCM’s increased grant income has lead to an increase in the numbers of grade 6 research 

positions in the past five years, with a steady 60% of the most competitive applicants being 

women. Numbers at grade 7 to 9 remained static (Figure 4.2.1). Currently 59% of research-

only staff are female, above the sector average (49%; HESA Staff Record 2017/18 for 

biosciences and veterinary sciences), showing IBAHCM is attractive to women. 

Highlights: 

- The already higher than average representation of females at professorial level in IBAHCM has an excellent 

chance of being sustained and even increased as a result of the high proportion of female readers. 

We should reach a proportion of female professors that is representative of the overall proportion of 

females in the field within a few years and plug the hole in the leaky pipeline – at least within IBAHCM. 

Main challenges and next steps: 

- Staff surveys exclude PGRs, although they are a crucially important component community within the 

Institute and often stay in IBAHCM longer than many postdocs. They will be included in future staff surveys. 

(Action point 2.2). 

- Balancing staff teaching loads and PGT volume remains a major challenge, and the College could not be 

persuaded to cap the numbers admitted to each course despite repeated pleas and is reluctant to make 

additional resource available to increase teaching and administrative capacity in high-need times.  
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Figure 4.2.1 Number of research-only staff by grade and gender over the last five years  
Note: the female research-only professor in 17/18 was an exception – a recently promoted professor 

previously on fellowships who is now on a regular R&T contract as other UofG professors. 

 

Research & teaching grades: 

Staff on R&T contracts represent the majority of academics within IBAHCM. Female R&T 

staff numbers remained consistent (47.6% in 2014/15 and 43.2% in 2018/19) and well above 

the sector average (28%; HESA Staff Record 2017/18 for biosciences and veterinary 

sciences). 

 

 

Female R&T staff have increased from 10 in in 2014/15 to 19 in 2018/19 (Figure 4.2.2). 

Currently, 43% of professors are female1 (from 4 [36.4%] in 2014/15 to 9 [43%] in 2018/19 – 

all through internal promotion). Two professors, one woman and one man are part-time. 

The proportion of female professors at IBAHCM substantially exceeds the UK average (23%; 

HESA; 2017/18 for Biosciences and Veterinary Sciences). Additionally, the majority of 

readers are female (5/7, 71%) demonstrating female career progress, and that the 

proportion of female professors is likely to increase through further promotion. 

We will sustain and build on the excellent changes we see across R&T grades through 

continued support and mentoring, as well as improved procedures for promotion for all R&T 

and R-only staff (Action points 4.1, 4.2 & 5.1). 

 
1 All data in the application are reported until the end of July 2019. However, since August 2019 one 

female professor has left IBAHCM and one male reader has been promoted. 
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points 

Progress/Impact: 

- 43% of professors at IBAHCM are female 
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Figure 4.2.2 Total Teaching & Research Staff by gender. Staff numbers shown within bars 

Teaching-only grades: 

Teaching & Scholarship (T&S) staff are employed within the MVLS School of Life Sciences.  

Staff career progression pipeline: 

Significant improvement in the proportion of female R&T staff at lecturer and professorial 

level, have led to a gradual year-on-year reduction in the female fall-off between grade 6 

(postdoctoral researcher) to grade 10 (professor), from 63% to 30% in 2014/15 and from 

62% to 43% in 2018/19 (Figures 4.2.3, 4.2.4). 

 

Figure 4.2.3 Career progression pipeline of full time, female staff 
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Figure 4.2.4 Career progression pipeline part time staff 

 

 

 

 

(ii) Where relevant, comment on the transition of staff between technical and academic 

roles. 

No staff made/requested this transition since Silver. Past transitions were made through 

applying for advertised positions (Case Study 3). Such ambitions would be discussed at P&DR 

or with a mentor, and support and training provided where appropriate (see section 5.4). 

The new UofG job family ‘research scientist’ recognises those most comfortable working 

between technical and academic roles. No staff have yet requested this transition which 

would certainly be supported. 

 

(iii) Academic and research staff on fixed-term, open-ended/permanent and zero-hour 

contracts by grade and gender 

Comment on the proportions of men and women on these contracts. Comment on 

what is being done to ensure continuity of employment, and to address any other 

issues, including redeployment schemes.  

We have 3 contract types: 1) Fixed-term contracts, used for <12-month appointments (e.g. 

parental leave cover); 2) tenured open-ended contracts; and 3) open-ended contracts with 

funding-end-dates (The same terms and conditions as tenured open-ended). Typically, open-

ended contracts with funding-end-dates are held by ECRs undertaking externally-funded 

projects/fellowships (see 4.2.i). No IBAHCM staff are employed on zero-hour contracts.  

 

 

0%

20%

40%

60%

80%

100%

Grade 6 Grade 7 Grade 8 Grade 9 Reader Professor

Proportion of females among PT staff 2014-19

2014-15 2015-16 2016-17 2017-18 2018-19

Progress/Impact: 

- 75% of all promotions to professor since 2015/16 were female (Figure 5.1.3) 

- Gender ratio across grades gradually improves as more women staff are promoted over time Impact 
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Research-only Staff: 

Currently 98% of male and 79% of female research staff are on open-ended contracts (Figure 

4.2.5). We have examined in detail the reasons for the apparent increase in female fixed-

term contracts in 2018-19. It is partly attributable to five new Fellowships awarded to 

females (particular fellowships (e.g. Marie Curie) are managed on fixed term contracts), but 

also reveals 3 HR errors which have now been corrected and individuals are now on "open 

ended funding end date" contracts. 

 

Figure 4.2.5 Research-only staff on different contract types by gender and year 

Staff are notified three months before the end of their fixed-term contract and are invited to 

a meeting with their line managers to discuss their options and plans. Staff with ≥12 months 

service can access the redeployment-vacancy webpage, allowing them to apply for internal 

vacancies ten days before advertisement. If they meet the essential criteria or could do so 

with a reasonable period of training, an interview is guaranteed under university policy. 

Considerable effort is made by principal investigators to retain capable ERCs, through 

planning ahead and creating additional funding 
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Towards the end of my Newton International Fellowship, I applied for follow-

on Fellowships and was also supported in co-writing a Leverhulme project 

grant that would cover my post-doctoral salary in the event that I was not 

successful. Fortunately, we got the project grant and I got an early career 

MRC fellowship. Bridging funding was then made available following the end 

of this fellowship, and now I have just acquired an ERC starting grant. 

   Mafalda Viana 
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Research & Teaching Staff: 

Overall, 100% of male and 95% of female R&T staff are currently employed on open-ended 

contracts, with numbers for both genders rising along with the growth of IBAHCM since 

2015 (Figure 4.2.6). The percentage of female R&T staff on open ended contracts is 41.8%, 

close to the UK average (41.2%; HESA; 2017/18). 

 

Figure 4.2.7 Teaching and research staff on different contact types by gender and year.  

Note: One female fixed-term staff from 2014-15 to 2018-19 was cover for a 5-year 

proleptically appointed research fellow 

 

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

Comment on the reasons academic staff leave the department, any differences by 

gender and the mechanisms for collecting this data. 
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Table 4.2.1 Turnover breakdown by grade, gender, year and part-time / full-time status 

 

Data on the reasons-to-leave for academic staff are collected centrally via HR. While formal 

exit interviews are not conducted at IBAHCM, informal conversations with colleagues and 

the Director are often held when staff resign. We recognise the need for a more structured 

process and aim to collect in-depth data on people’s reason for leaving in the future (Action 

point 4.4). The highest turnover happens in the doctoral and postdoctoral grades 6 and 7, 

due to the nature of fixed-term funding and post-doctoral career progression. Over the past 

three years 55%, 46%, and 40% of leavers were female (50% on average, Table 4.2.1), in line 

with the UK ‘biological sciences’ sector (49.7%) and SET sector (43.7%). There are no obvious 

gender differences in reasons for leaving (Tables 4.2.2 & 4.2.3). One female (German) reader 

moved to a Chair in Groningen motivated by concerns about Brexit. One male Professor 

moved to Edinburgh (to ease the family travel burden). A full overview of reasons-for-leaving 

and destinations can be seen in Table 4.2.5. 
 

High-resolution data on leaver destination are retained by IBAHCM. Table 4.2.4 shows that 

most academic leavers (84%) stay in research and academia. Overall, 64% of staff stay in the 

UK, while 36% go abroad. Females more frequently go abroad: 41% of all female leavers and 

30% of all male leavers left the UK after their position at IBAHCM.  

Overall, 11% of academic leavers transition into another role at IBAHCM (classified “leavers” 

due to contract-type change) or UofG (28% if ‘thesis write up’ and/or ‘affiliated with 

IBAHCM’ are included), amounting to 13% of all male leavers (17% with thesis 

writing/affiliates) and 30% of all female leavers (37% with thesis writing/affiliates). 
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Table 4.2.2 Reasons for leaving by gender, grade, and year. FT: Full-time, PT: Part-time 

 

 

Table 4.2.3 Summary of reasons for leaving 2014 – 2019. FT: Full-time, PT: Part-time 

2014 - 19 Reason to 

leave 

Female   % in 

grade 

Male   % in 

grade 

Total   % in 

grade 

    FT PT all FT PT all FT PT all 

Grade 6 Redundant 

(<2y) 

3 1 4 33% 1 1 2 29% 4 2 6 32% 

  Redundant 

with stat pay 

2   2 17%         2   2 11% 

  End of contract 3 2 5 42% 2 1 3 43% 5 3 8 42% 

  Resignation         2   2 29% 2   2 11% 

  Transfer to 

another post 

  1 1 8%           1 1 5% 

Total   8 4 12 100% 5 2 7 100% 13 6 19 100% 

Grade 7 Redundant 

(<2y) 

1   1 9% 3 1 4 25% 4 1 5 19% 

  Redundant 

with stat pay 

3 2 5 45% 5   5 31% 8 2 10 37% 

  End of contract 2   2 18% 2   2 13% 4   4 15% 

  Resignation 2   2 18% 3 1 4 25% 5 1 6 22% 

  Dismissed         1   1 6% 1   1 4% 

  Unknown 1   1 9%         1   1 4% 

Total   9 2 11 100% 14 2 16 100% 23 4 27 100% 

Grade 8 

(MSCA 

Fellows) 

Redundant 

(<2y) 

1   1 100% 1   1 100% 2   2 100% 

Grade 9 Redundant 

with stat pay 

1   1 50%         1   1 50% 

  Unknown   1 1 50%           1 1 50% 

Total   1 1 2 100% 0 0 0   1 1 2 100% 

Reader Resignation 1   1           1   1 100% 

Professor Resignation         1   1   1   1 100% 

All grades 2014-2019 Female   % all 

female 

Male   % all 

males 

Total   % all 

leavers FT PT all FT PT all FT PT all 

Redundant (<2y) 5 1 6 22% 5 2 7 28% 10 3 13 25% 

Redundant with stat 

pay 

6 2 8 30% 5   5 20% 11 2 13 25% 

End of contract 5 2 7 26% 4 1 5 20% 9 3 12 23% 

Resignation 3   3 11% 6 1 7 28% 9 1 10 19% 

Dismissed         1   1 4% 1   1 2% 

Unknown 1 1 2 7%         1 1 2 4% 

Transfer to another 

post 

  1 1 4%           1 1 2% 
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Table 4.2.4 Destinations of academic leavers 

 

All leavers Males %* Females %* Total %*

Other role at BAHCM 3 13% 6 22% 9 18%

Other role at UofG 0 0% 2 7% 2 4%

Thesis write up and/or affiliated with BAHCM 1 4% 2 7% 3 6%

Other University 16 70% 9 33% 25 50%

Other research institution 0 0% 3 11% 3 6%

Total: research/academia 20 87% 22 81% 42 84%

Private sector 2 9% 0 0% 2 4%

Total: private sector 2 9% 0 0% 2 4%

Public sector 1 4% 3 11% 4 8%

Not for profit organisation 0 0% 1 4% 1 2%

Total: public sector/NGO 1 4% 4 15% 5 10%

Retired 0 0% 1 4% 1 2%

Total 23 46% 27 54% 50 100%

Unknown 1 1 2

Stay in UK Males %* Females %* total UK %*

Other role at BAHCM 3 13% 6 22% 9 18%

Other role at UofG 0 0% 2 7% 2 4%

Thesis write up and/or affiliated with BAHCM 1 4% 2 7% 3 6%

Other university, UK 9 39% 1 4% 10 20%

Other research institution, UK 0 0% 1 4% 1 2%

Total: research/academia, UK 13 57% 12 44% 25 50%

Private sector, UK 2 9% 0 0% 2 4%

Total: private sector, UK 2 9% 0 0% 2 4%

Public sector, UK 1 4% 2 7% 3 6%

Not for profit organisation, UK 0 0% 1 4% 1 2%

Total: public sector/NGO, UK 1 4% 3 11% 4 8%

Retired 0 0% 1 4% 1 2%

Total: Stay in UK 16 32% 16 32% 32 64%

Go abroad Males %* Females %* total abroad %*

Other University, abroad 7 30% 8 30% 15 30%

Other research institution, abroad 0 0% 2 7% 2 4%

Total: research/academia, abroad 7 30% 10 37% 17 34%

Private sector, abroad 0 0% 0 0% 0 0%

Total: private sector, abroad 0 0% 0 0% 0 0%

Public sector, abroad 0 0% 1 4% 1 2%

Not for profit organisation, abroad 0 0% 0 0% 0 0%

Total: public sector/NGO, abroad 0 0% 1 4% 1 2%

Total: go abroad 7 14% 11 22% 18 36%

* % of all females/males with known destination
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Table 4.2.5 Academic leavers: Overview of reasons for leaving and destinations by all grades, gender, full time / part time status and year 

  Female 
  Male 

  

  Reasons to leave Destinations Total Reasons to leave Destinations Total 

2014-15 
              

Grade 6 

Full time 1 Redundant (<2y) 

_ Other research institution, 

UK 1      

Part time     1 Redundant (<2y) 

_ Fellowship, other 

University, abroad 1 

Grade 7 

Full time 

1 Unknown 

1 Redundant (<2y) 

_ Postdoc, other University 

abroad 

_ Other position at IBAHCM 2 

1 Dismissed 

1 Redundant with stat 

pay 

_ Researcher, other 

University, UK 

_ Fellowship, other 

University, abroad 2 

  

Part time 1 Redundant with stat pay _ Public sector, UK 1       

2015-16               

Grade 6 

Full time 1 Redundant (<2y) 

_ Lecturer, other University, 

UK 1 1 Redundant (<2y) 

_ Not-for-profit 

organisation, UK 1  

Part time         

Grade 7 

Full time    2 Redundant (<2y) 

_ Public sector, abroad 

_ Private sector, abroad 2  
Part time         

Grade 9 Full time         

  Part time 1 Unknown _ Fellowship, IBAHCM 1       

2016-17   Female     Male     

Grade 6 

Full time 

1 Redundant (<2y) 

1 Redundant with stat pay 

_ Postdoc, other University, 

abroad 

_ PhD, other University, 

abroad 2 1 End of contract 

_ Postdoc, other University, 

abroad 1 
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Part time 

1 Redundant (<2y) 

1 Transfer to other post 

1 End of contract 

_ Unknown 

_ Thesis write up 

_ Postdoc, IBAHCM 3     

Grade 7 

Full time     1 Redundant (<2y) 

_ Lecturer, other 

University, UK 1 

  Part time       1 Resignation _ Unknown 1 

2017-18   Female     Male     

Grade 6 

Full time 

3 End of contract 

1 Redundant with stat pay 

_ Public sector, UK 

_ Thesis write up 

_ Fellow, other university, 

abroad 

_ Postdoc, other university, 

abroad 4 

1 Resignation 

1 End of contract 

_ Postdoc, other university, 

UK (2) 2  

Part time 1 End of contract _ Postdoc IBAHCM 1 1 End of contract _ Technician at IBAHCM 1 

Grade 7 

Full time 

1 Redundant with stat pay 

2 End of contract 

2 Resignation 

_ Other university, UK 

_ Other research institution, 

UK 

_ Other university, abroad (2) 

_ Public sector, abroad 5 

3 Redundant with stat 

pay 

3 Resignation 

1 End of contract 

_ Other University, UK (4) 

_ Private sector, UK 

_ Other University, abroad 

_ Public sector, abroad 7  

Part time 1 Redundant with stat pay 

_ Retired (still affiliated with 

IBAHCM) 1 1 Redundant (<2y) _ Affiliated with IBAHCM 1 

Grade 8  

Full time 1 Redundant with stat pay _ Postdoc at IBAHCM 1 

1 Redundant with stat 

pay 

_ Postdoc, other university, 

abroad 1  
Part time         

Grade 9 
Full time 1 Redundant with stat pay _ Fellow at BACHM 1      
Part time         

Reader 
Full time 1 Resignation _ Chair, other University, UK 1      
Part time         

Professor Full time     1 Resignation _ Prof, Other University, UK 1 
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  Part time             

2018-19   Female     Male     

Grade 6 

Full time     1 Resignation 

_ Postdoc, other research 

Institution, abroad 1  
Part time         

Grade 7 

Full time 2 Redundant with stat pay _ Postdoc, UofG (2) 2 

1 Redundant with stat pay 

1 End of contract _ Postdoc at BACHM (2) 2 

  Part time             

Total all 

years    27   25 
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Action points in this section: 

Action point 4.4: Monitor staff reasons for leaving 

 

 

 

 

 

 

 

5. SUPPORTING AND ADVANCING WOMEN’S CAREERS 

Word count 8482 

 

 

 

 

 

 

 

 

5.1. Key career transition points: academic staff 

 

(i) Recruitment 

All Appointment Committee members must undertake the University’s Recruitment and 

Selection course, the Equality and Diversity Essentials Online course, and unconscious bias 

training. It is the responsibility of the chair of the appointment committee to ensure the 

committee is gender balanced and that short-listing, selection processes and criteria comply 

with the university’s equal opportunities policies. Gender ratio in appointment committees 

can be seen in Figure 5.1.2. 

External female applicants have been encouraged through: 

• Targeted recruitment (5 female appointments (4 lecturers, including one proleptic; 1 at 

senior lecturer; 4 male appointments - 3 at lecturer, 1 professorial). 

• Ensuring adverts and websites include information family-friendly benefits (childcare 

vouchers, flexible working), gender balanced images and display the AS logo (Action 

point 4.3).  
 

Action 

point 

Main challenges and next steps: 

- Concerns over BREXIT and uncertainty about its implications have led some staff and potential 

collaborators to feel insecure about their academic future in the UK. We have lost staff over BREXIT and 

there is no way of knowing how many talented individuals have decided against applying to IBAHCM over 

these concerns. 

- We continue to work with the University to mitigate concerns and potential consequences of BREXIT for all 

staff. 

Highlights: 

- Our female role models hold no less than thirteen awards and medals (Table 5.6.1) 

- Higher scores than the University average on all institute-related question in the research culture survey 

(Average difference: 18%; 3%-32%) 

- IBAHCM scores consistently higher in work satisfaction and perceived support for career progression 

compared to the University average (University staff survey). 

- Twenty-nine of 35 questions in the 2019 Postgraduate Research Experience Survey (70% response rate) 

were answered more positively than in 2016. 

- IBAHCM funded three professional and support staff members to attend the Aurora leadership course.  

One of our “Aurorans” will return to the programme as a national Aurora role model 

- In 2018, IBAHCM was recognised by International Women’s Day (IWD) for Best Practice in Education 

/Academia 
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• Profiling successful women on IBAHCMs websites.  

• Disseminating vacancies to suitable female applicants (two permanent female 

appointments arose in this way). 

 

Between 2016-2019 44 academic appointments were made, 19 of whom were female (43%; 

Figure 5.1.1) which is comparable to 46% female appointments in the previous AS reporting 

period (2014 to 2016). Between 2016-2019 we received 367 applications (50% from women, 

up from 45% in the previous period). We interviewed 30% of female applicants and 27% of 

male applicants (14% and 25% in the previous period). We appointed 34% of all female 

interviewees and 49% of male (compared to 54% and 29% in the previous period). Only 2 of 

our 44 first offers were declined (both by women). We are not sure what drives this 

variation, but we speculate that this may be associated with different disciplines. We will 

continue to promote IBAHCM as an attractive workplace for female researchers (Action 

point 5.3). Going forward, a member of the SAT will be included in all short-listing panels for 

permanent academic positions as an ambassador for equity (Action point 4.8). We will 

continue to lobby the University to be more generous and progressive on paying visa costs 

of international staff to promote and encourage staff diversity (Action point 4.8). 

 

 

Figure 5.1.1 Applications, offers, acceptances and hires by grade 2014-2019 
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Action 

Points 

“One of the distinctive attractions [of the position at IBAHCM] was 

the phrase in the advert “female candidates are strongly encouraged 

to apply”. That gave me an initial impression of an egalitarian 

institute that has proven to be accurate” 

Rhoda Aminu, PhD student 

 
Action 

Point 
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Figure 5.1.2 Gender ratio in appointment committees 2019 

(ii) Induction 

The UofG induction portal covers all job families and details the induction process for 

managers and new staff. Particulars include a checklist of mandatory training (Health, Safety 

and Wellbeing E-Induction; Fire Safety; GDPR; ‘Equality & Diversity Essentials'; and Research 

Integrity), as well as a checklist for line managers. 

Staff induction at IBAHCM builds on the above guidance, with more localised information in 

the IBAHCM Welcome Pack. We will maintain an updated induction handbook and make it 

easily accessible electronically (Action point 5.4) 

IBAHCM Welcome Pack includes a letter of welcome from the DoI, and an introduction to 

key contacts including all professional service leads, information on seminars, shared 

interest groups (SIGs) and social events, in addition to links to social media and 

communication resources and how to add content. The IBAHCM staff induction also 

highlights the AS Charter and IBAHCM’s progress and awards. Local support systems are 

highlighted (e.g. IT support, printing, taxi, travel and vehicle bookings, online ordering). A 

further Health & Safety (H&S) induction has been developed and is also available as a 

downloadable document. 
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When I started at IBAHCM I was shown around the institute, 

introduced to everyone and had several meetings with my supervisor 

who explained to me how everything worked. Administrative and 

procedural issues were also covered in the extensive induction pack 

and many information can be found on the website which can be 

difficult to navigate but contains all important information. 

Additionally, everyone said hello and introduced themselves when they 

realised they hadn’t seen me before and everyone was very 

approachable for any questions.  Stefanie Krauth. Postdoc 

ECR, started Sep 19 

 
Action 

point 
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The DoI meets with all new staff personally for a welcoming chat, to trouble-shoot any 

immediate issues, ensure all the appropriate introductions are made, and to initiate the 

establishment of mentoring. 

IBAHCM staff survey showed that 80% of women and 94% of men (80% of academics and 

100% of P&S staff) were satisfied with the IBAHCM induction process. We will tighten up the 

process for updating induction materials and conduct an effectiveness assessment of the 

induction process with new staff 3 months after their start (Action point 5.4). 

 

(iii) Promotion 

Promotion is determined through explicit criteria available on the HR website. Staff self-

nominate for promotion but decisions often follow from structured discussion at the annual 

Performance and Development Review (P&DR). All academic staff are supported to apply for 

promotion by the DoI and their line manager. The SAT created a checklist for P&DR to 

supplement the University forms which includes a checkbox to ensure that promotion is 

discussed. Applications are reviewed internally by experienced colleagues for optimal 

presentation and all are closely reviewed prior to submission by the DoI. Applications are 

evaluated annually by the College Management Group (membership 33% female). 

Applications and outcomes are summarised in Figure 5.1.3. 

 

Figure 5.1.3 Number of individuals applying for promotion between 2014/15 and 2018/19 

The ratio of women to men applying for promotion has evolved from 4:4 (2010-2013) to 8:3 

(2014-2015) to 14:9 (2016-2019). Since 2016, 91% of applicants were successful (one female 

and one male, both for transitioning from grade 7 to 8, were unsuccessful). Four individuals 

have been promoted to professor, including three women (2 in 16/17, 1 in 17/18). 
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Annual promotion workshops are held after the P&DR period and at least 2 months before 

the promotion application deadline. Most people who applied for promotion attended 

promotion workshops prior to their application and success rates are clearly very high. We 

will continue to offer workshops and advice on promotion (Action points 4.1 & 5.1). 

 

(iv) Department submissions to the Research Excellence Framework (REF) 

The number of women submitted to RAE/REF has increased from 2008 to 2020 in both 

absolute (8, 20, and 21.75), and relative (30%, 42%, and 44%) terms as a function of all staff 

submitted over the submissions in 2008, 2014, and that anticipated in 2020 (Table 5.1.1). 

The proportion of female researchers that are returned (89% and 100%) was never less than 

that of males (68% and 93%) since 2008. In 2020 it is mandatory to return all independent 

researchers. 

 

Table 5.1.1 Staff returned to RAE/REF by gender 

RAE 2008 
 

 
  

  Female % Female Male Total 

Submitted 8 29% 19 27 

Not Submitted 1 11% 8 9 

Total 9 25% 27 36   
 

  

REF 2014 
 

 
  

 
Female % Female Male Grand 

Total 

Submitted 20 42% 28 48 

Not Submitted 0 0% 2 2 

Grand Total 20 40% 30 50   
 

  

REF 2020 (anticipated)  
  

 
Female % Female Male Grand 

Total 

Submitted 21.75 44% 28 49.75 

 

 

 

Progress/Impact: 
- 81% of female staff and 72% of male staff stated that they understand the University promotion process 

and criteria *  

- 83% of female staff and 100% of male staff feel that they have been treated fairly regardless of gender 

with respect to promotion/regrading * 

- 62% of applicants for promotion were female 

- Male and female staff have the same success rate for applications (87%) 
* (2019 Staff survey) 

 
Action 

points 

Impact 
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Action points in this section: 

Action point 4.1: Support all staff to apply for promotion when they meet the promotion criteria. 

Action point 4.3: Ensure Job descriptions of all new/replacement posts include information on part-time, 

job-sharing, flexible working and equal opportunities; mention the Institute’s Athena SWAN Silver award; 

and use language that is gender sensitive to encourage applicants from all genders 

Action point 4.8: Lobby the University through all means including the College Management Group, CEIDC 

and the University Gender Equality Committee to routinely cover staff and staff family visa costs where 

applicable. 

Action point 5.1: ensure all staff, especially line managers, are fully aware the promotion process and 

criteria 

Action point 5.3: Continue to promote the Institute as an attractive place for female researchers by 

publicising our Athena SWAN award, the positive actions taken, and the positive outcomes achieved 

Action point 5.4: Maintain an updated induction handbook with key information for new staff which is 

easily accessible on the Institute webpage 

 

5.2. Key career transition points: professional and support (P&S) staff 

 

(i) Induction 

Same as for academic staff. See section 5.1 

(ii) Promotion & Regrading 

The University ensures appropriate development opportunities are provided for all staff. 

Staff are supported to grow their skills and improving their competitiveness. 

As part of the P&DR, line managers of P&S staff ask staff to review their job descriptions for 

any major changes over the last 12 months. Identified changes are discussed in relation to 

the UofG job family profiles to decide if a regrading application is warranted – it was through 

this process that one of our Animal Technicians, Ross Phillips was encouraged to submit a 

successful regrading application.  

The role holder typically leads the regrading applications with support from their immediate 

line manager and the head of professional services (HoPS) (Action points 4.1 & 4.2). 

 

Action points in this section: 

Action point 4.1: Support all staff to apply for promotion when they meet the promotion criteria. 

Action point 4.2: Support line managers and staff through the rewards and recognition process 

 

 

5.3. Career development: academic staff 

 

(i) Training  

 Academic staff training includes bespoke and mandatory components (see section 5.1.i), 

with training and development needs identified with line-managers throughout the year, 

and at P&DR (Action points 4.5, 4.6 & 6.14). IBAHCM promotes the need to take these 

courses but completion rates are not as high as we would like (only 83% of female and 73% 

male staff have completed E&D training). Completion of mandatory and optional training 

booked via moodle are monitored by the University. IBAHCM will henceforth require any 

 
Action 

points 

 
Action 

points 
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recipient of internal Institute funding to have completed all mandatory training courses 

(Action point 5.8). 

Academic staff are encouraged to access courses from the University’s Employee and 

Organisational Development Service and externally run courses; e.g. Aurora Leadership and 

Mental Health First Aid training. Additionally, several members of staff within IBAHCM have 

a strong background in statistics and Geographic Information Systems and run training and 

support drop-in sessions on a weekly basis. Staff consultation showed that 79% of female 

respondents and 69% of male respondents agreed that they have access to opportunities for 

professional development.  

(ii) Appraisal/development review  

All Institute staff participate in the annual P&DR process, which reflects on performance 

against set objectives, specific to each job family. P&DR is a centralised, comprehensive, 

university-wide evaluation of research, teaching, knowledge exchange (including outreach), 

leadership and management (including mentoring and pastoral work) and esteem, along 

with training and personal development. P&DR is mandatory for all staff and is usually 

conducted by the direct line manager. The academic job-family e-paperwork aligns well with 

the promotion criteria, and a discussion about promotion ambitions and prospects is a 

central (and required) feature of P&DR. Potential training opportunities are also highlighted. 

IBAHCM has an Institute-specific checklist that is revised annually to ensure key discussions 

are initiated. The Employee and Organisational Development Service offers training for 

reviewers and reviewees and College HR provide annual updates to the management 

group/reviewers. 

Institute staff survey data show that only a slight majority of staff view P&DR as ‘helpful’ 

(F:M, 52%, 60%); however, perceptions are complex. Many more staff recognize that it 

provides useful feedback on job performance (F:M, 72%, 86%), and helps to manage 

objectives and progress (F:M, 68%, 76%), but it is viewed as less useful for identify training 

opportunities (F:M, 42%, 54%), and guidance about next career steps (F:M, 63%, 59%). 

Negative perceptions will be enhanced by the poor quality of centrally held data, the design 

of the e-paperwork, and the stability of the website. In addition staff have concerns about 

the ‘rating’ process (‘Improved performance required’, ‘Inconsistent’, ‘Strong performance’ 

and ‘Outstanding’) and the DoI lobbies hard for changes to current practice up to the highest 

level, including representation at the Principal’s ‘clinics’. 

All P&DR reviewers must have undertaken P&DR training prior to conducting their first 

review, but clearly we need to ensure that all reviewers are familiar with, and adhere to this 

guidance and we have devised actions to ensure P&DR reviewers undertake this process to a 

higher and more uniform standard (Action point 5.7). 

 

Progress/Impact: 
- Different aspects of the P&DR process are rated higher by IBAHCM staff than the University 

average (+6% usefulness, 8%receiving constructive feedback, +7% optimism about career 

development opportunities, +9% good performance is acknowledged  

University staff survey) 

 
Action 

point 

 
Action 

point 
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(iii) Support given to academic staff for career progression  

All staff are required to identify a mentor in discussion with the DoI. After an initial meeting, 

the mentor-mentee relationship is managed by the mentee. Mentors can be changed at any 

time for any reason, through discussions with the DoI, and all pairings are established with 

this possible understood. The DoI ensures that mentoring loads are evenly distributed and 

considered when assigning other tasks and adequate support is given to mentors (Action 

point 5.2). 

A discussion about promotion is a requirement during annual P&DR. Staff may discuss 

promotion with the DoI at any time, and during the promotion workshops (see section 

5.1.iii). Additionally, we help staff apply for awards and recognitions which can help them 

through the promotion process (Action point 4.2). 

We also encourage women to enrol in leadership and research administration and 

management training (Action point 4.6). 

All new permanent lecturers participate in the Early Career Development Programme 

(ECDP), which includes provision of training and support in research leadership. The 

programme is flexible, allowing staff to design their training portfolio to meet their 

individual needs and aspirations. ECRs also attend regular workshops and meet with external 

speakers to widen horizons. Some ECRs (e.g. Lembo and Lamberton), have also won places 

on the Scottish Crucible programme. The expectation is that ECRs will obtain their 

postgraduate certificate in academic practice and be promoted from Grade 7 to 9 (Lecturer 

to Senior Lecturer) within 8 years (or from Grade 8 to 9 within 5 years). IBAHCM will 

continue to support an ECR network aimed at promoting interactions and providing advice 

and insights regarding career opportunities both within and outwith academia (Action point 

6.4).  

Applications for fellowships are supported through the Fellowship Support Committee who 

help to build support networks for the proposal writing process, and for interview 

preparation. This can be an intensive process with as many as three practice interviews 

scheduled. Institute staff give their time very generously to this process and the very positive 

culture around supporting ECRs in this way is reflected in the increasing number of 

successful fellowship applications (Figure 5.3.1), the high number of external fellows 

expressing interest in moving to IBAHCM, and the number of ‘serial fellowships’ of our 

existing staff (e.g. Katie Hampson, Annette MacLeod, Taya Forde, Mafalda Viana, Daniel 

Streicker). The UofG Lord Kelvin Adam Smith Leadership Fellowships provide up to £100k of 

additional support to fellowship applicants, and a further one-year salary support for 3 and 4 

years fellowships. Our retention of fellows is excellent - since the founding of IBAHCM in 

2010, we have made permanent commitments to 10 senior fellowship holders (6 women, 4 

men), and only one senior fellowship holder (male) has left IBAHCM. 

Small amounts of funding (up to £5k) are available through the IBAHCM Staff Development 

Fund and additional support is available through College initiatives such as the ISSF ECR 

Catalyst program, the Returners program, and the Global Challenges Research Fund small 

grants process (gender breakdowns on the awards of this funding will be collected 

henceforth (Action point 2.1). The suite of SIGs provides a variety of different environments 

for ECRs to meet, share experiences and exchange knowledge of opportunities and how to 

develop them. 
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Figure 5.3.1 Fellowship awards 

 

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

Support to students starts at induction which is a comprehensive one-week programme 

incorporating introductions to IBAHCM, tours through the buildings, socialising and 

networking with other Institute members before the individual projects and programmes 

start. The induction is led by our PGR convener team, a party of three PIs who oversee the 

process and provide further guidance throughout the period of PG study.  

Extensive support for IBACHM postgraduate students is reflected in the fact that our four-

year (pro-rata) completion rate is consistently high (95%). Every student has at least two 

supervisors and a further two independent advisors with whom they meet (without their 

supervisors’ presence) at regular intervals to discuss progress in their programme and next 

steps.  

Postgraduate students are also invited to several networking events, workshops and courses 

as part of their training. We have established an annual Postgraduate retreat to our SCENE 

field station which is open to all PGR students but is particularly geared toward incoming 

students as part of their induction. 

IBAHCM hosts weekly student presentations where two students provide a research 

talk/update. This benefits the students on two counts, in developing their presentation skills 

and style and allowing academic and peer feedback. An external seminar series is also held 

weekly, alternating between the main and Garscube campuses, giving the students an 

opportunity to meet with the speaker afterwards and enabling them to widen their network. 

Various travel scholarships are available to students to attend and present data at 

national/international conferences. 

Additionally, eleven SIGs have been established, which aim to cover the majority of themes 

from our broad range of disciplines and bring together collaborative researchers.  

AS is promoted at the PGR level and two PGR students sit on our SAT. Students get readily 

involved in Women in Science and LGBTQ+ events (for example a PhD student organized the 

LGBT+ bakeoff, and PhD students were centrally involved in a women in science event with 

Dr Ana Payo). 
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The students also established internal networks where leisure and wellbeing play a principal 

part such as art/craft evenings (weekly since 2018), a lunchtime running group (weekly since 

April 2016), and movie club (approximately monthly since 2010) (Figure 5.3.2). 

 

Figure 5.3.2 The running group raising awareness for World Rabies Day, and the Institute 

Art Display (a rolling display populated by the many artists in the Institute). 

The 2019 PGR Research Experience Survey response rate was 70.4% (21% above the College 

average, and 25% above the UofG average). Twenty-nine of 35 questions were answered 

more positively than in in 2016 (e.g. 79% of PGRs agree that the research ambience in 

IBAHCM stimulates their work - 7% above College average, 18% above UofG average, and up 

7.5% from 2016).  

 

(v) Support offered to those applying for research grant applications 

 

Support for grant applications is provided through a dedicated team (2.5 FTE) of research 

support staff based in IBAHCM. Each staff member is assigned specifically to one of these 

individuals to enable a relationship to develop and provide continuity with research context. 

This team provides support particularly with respect to budget and proposal preparation, 

questions for the funder, and submission. The research support team also liaises with those 

applying and the DoI to identify two or three members of staff who can provide internal 

peer review of these proposals and advice on how to respond to reviewer comments. We 

have held discussion fora at annual Institute Away-Days relating to interdisciplinary proposal 

ideas, and to make clearer how funding panels work (including enactments), and how to 

respond to reviewer comments.  

“Staff are generally generous with their time when it comes to 

providing feedback on manuscripts, presentations, or grants” 

“Great encouragement and willingness of most people to 

comment on others’ grant applications from any field and 

subsequent preparation through mock interviews” 

* UofG research culture survey (anonymous) 
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The data show that the number of applications submitted by men and women broadly 

reflects Institute PI composition (Table 5.3.1): women are 43% of our REF return and submit 

43% of the applications. Women win the majority of the funding awarded (Table 5.3.2). 

There is an impressive number of applications from, and awards to, early career researchers, 

reflecting a positive and ambitious research culture (Table 5.3.2). Fellowship applications 

enjoy a particularly high success rate. The number of applications and awards varies 

considerably through time, but with no clear trends relating to gender, and average 

numbers reflecting closely the gender ratio in IBAHCM (Table 5.3.3). We support 

unsuccessful internal applicants with bridging funding where possible and resources to 

strengthen future applications based on feedback from past applications. 

 

Table 5.3.1 Research funding applied for by grade and gender, 2014/15 to 2018/19 

  Female PI Male PI 

Grade 6 4 £26,473 3 £1,115,286 

Grade 7 19 £5,453,796 25 £8,110,419 

Grade 8 42 £11,884,789 40 £14,718,624 

Grade 9 15 £6,022,846 64 £17,567,694 

Reader 41 £17,733,650 7 £833,511 

Professor 86 £40,723,237 134 £52,795,149 

Marie Curie Fellow 5 £312,179 3 £4,900 

Total 212 (43%) £82,156,970 276 (57%) £95,145,583 

Table 5.3.2 Research funding awarded by grade and gender, 2014/15 to 2018/19 

  Female PI Male PI 

Grade 6 1 £181,090 0 £0 

Grade 7 8 £3,987,105 12 £738,281 

Grade 8 16 £2,271,452 8 £585,646 

Grade 9 7 £3,960,597 33 £5,729,505 

Reader 14 £932,072 5 £3,134,466 

Professor 50 £11,519,681 55 £7,244,816 

Marie Curie Fellow 3 £165,808 3 £47,113 

Total 99 (46%) £23,017,805 116 (54%) £17,479,826 
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Table 5.3.3 Research funding applied for and awarded by gender and year 

  Total No of Applications Total No of Awards 

Female % Female Male Female % Female Male 

2014-15 39 40% 59 9 21% 34 

2015-16 53 46% 61 24 69% 11 

2016-17 46 50% 46 27 56% 21 

2017-18 39 43% 52 22 49% 23 

2018-19 36 38% 60 17 39% 27 

 

 

Action points in this section: 

Action point 2.1: Annually collect, record and analyse data on staff and students, appointments, 

promotions, committees, contracts, maternity and parental leave, flexible working, grants and other data 

needed for Athena SWAN activities and application 

Action point 4.2: Support line managers and staff through the rewards and recognition process 

Action point 4.5: Continue to train all staff in recruitment and selection including unconscious bias training 

to achieve a high number and diversity of staff available for appointment committees 

Action point 4.6: Encourage, suggest and support female staff to apply for and enrol in leadership, 

research administration and management training 

Action point 5.2: Support Institute staff in their role as mentors 

Action point 5.7: Ensure P&DR reviewer guidance is made more visible, and provide additional P&DR 

reviewer training 

Action point 5.8: Ensure Staff complete mandatory training courses 

Action point 6.4: Create an ECR network with financial support from the Institute 

Action point 6.14: Plan and conduct a yearly workshop on how to conduct efficient and equitable 

meetings 

5.4. Career development: professional and support staff 

 

(i) Training 

All P&S staff are actively encouraged to identify training and development opportunities, 

with IBAHCM providing financial assistance to support registration, travel, and other related 

expenses (Table 5.4.1). We also encourage staff to consider shadowing opportunities with 

other UofG colleagues to learn new skills, processes, or build network contacts. For this we 

support making time available within standard working hours. 

P&S staff training includes bespoke and mandatory components, with training and 

development needs identified with line-managers throughout the year, and at P&DR.  

P&S staff are encouraged to access courses from the University’s Employee and 

Organisational Development Service and to take advantage of externally run courses. 

Discussion of training opportunities are included in the P&DR process and the number of 

professional and support staff taking training courses has increased since 2016, including 

participation of women in leadership development opportunities (Action points 4.6 & 6.1). 
 

Action 

points 



 

 
48 

For example, a female technician grade 7 fully completed the 2018/19 Aurora leadership 

course. In the 2019/20 intake we have another female grade 7 technician and a female 

grade 6 administrator on this course, and she will return in 2019/20 to the programme as a 

formal mentor. 

 

Table 5.4.1 Employee and Organisational Development Service courses taken by staff 

  R&T P&S 

  Female Male Female Male 

2014-15 20 18 2 5 

2015-16 20 13 4 0 

2016-17 20 4 3 5 

2017-18 20 13 9 11 

2018-19 16 20 18 6 

Every year our animal technicians have a bespoke schedule of site visits to other HE 

organisations and private facilities (e.g. Chester Zoo) to observe their processes and 

methods, particularly around animal welfare, to allow them to adapt their roles and develop 

additional skills. All are also encouraged to attend and participate in IATA and 3R training 

sessions and seminars. 

In 2019 we launched our skills laboratory training programme for Institute lab technicians, 

supporting the development of new research laboratory skills and a refresher of skills not 

routinely used. This programme is developed with input from laboratory staff, and they are 

run by technicians who maintain the skills necessary to provide the training (Figure 5.4.1). 

 
Figure 5.4.1 Skills lab training programme 2019 

IBAHCM ringfences £5k of operating budget annually for the sole purpose of supporting 

training and development costs for P&S staff, with further budget available if required 

(Action points 5.1 & 6.1). Allocation of funding to support development is discussed with the 

line manager and then with HoPS.  

Progress/Impact: 
- Local training, such as unconscious bias; health, safety & wellbeing; equality and diversity; 

GDPR; and information security awareness have now been made compulsory where they had 

not been before Impact  
Action 

points 
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(ii) Appraisal/development review 

P&S staff are less positive about P&DR (see section 5.3(ii)) than academic staff (45% agreeing 

that ‘IBAHCM provides a helpful annual appraisal’, compared with 56% of academic staff) 

but again, the perceptions are complex (e.g. 63% of P&S staff recognize it provides useful 

feedback on job performance). Thus, we have devised actions to ensure P&DR reviewers of 

P&S staff undertake this process to a higher and more uniform standard (Action point 5.7). 

 

(iii) Support given to professional and support staff for career progression  

P&DR is the cornerstone of individual planning for career developing activities; IBAHCM 

actively supports P&S staff development through training, experience, and other learning. 

We fund external training courses to expand opportunities beyond University courses, 

including leadership training. 

IBAHCM designs opportunities bespoke to individual needs and to that of staff groups (e.g. 

animal technicians, lab technicians, administration staff) across all 3 campuses. We also 

encourage integration into IBAHCM events with academic staff, particularly the IBAHCM 

Away Day, and weekly “Coffee in the Museum” events that have been on-going since the 

earlier AS action plan (Action points 1.3 & 6.7) 

The Technician’s Commitment (TC) is a UK wide initiative aimed at ensuring the visibility, 

recognition, career development and ideally the sustainability of technical staff working in 

HE. UofG created a steering group to include representatives from different Colleges and 

University Services to drive the actions set out in a 24-month plan. IBAHCM currently has 

one member of technical staff participating as a TC Champion for IBAHCM, with a further 

two members of the technical team considering greater active involvement. It is our 

intention that the TC works in partnership with some of our own initiatives such as the 

technical skills lab and our endeavours to provide consistency around publication input and 

recognition (Action point 5.6). Communications around TC are circulated to all technical 

staff via the TC Champion and/or Technical Resource Manager. 

 

Action points in this section: 

Action point 1.3: Continue to include Athena SWAN section at Institute Away Day 

Action point 4.6: Encourage, suggest and support female staff to apply for and enrol in leadership, 

research administration and management training 

Action point 5.1: Ensure all staff, and especially line managers, are fully aware the promotion process and 

criteria 

Action point 5.6: New initiatives for technician training, and introduction of actions around the 

Technicians Commitment 

Action point 5.7: Ensure P&DR reviewer guidance is made more visible, and provide additional P&DR 

reviewer training 

Action point 6.1: Identify leadership development opportunities and encourage women to join Institute 

and external committees 

Action point 6.2: Institute committee memberships to be rotated considering gender balance 

Action point 6.7: Improve Institute-wide social gatherings within core hours and enable those with caring 

responsibilities to attend  

 
Action 

points 

 
Action 

points 
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5.5. Flexible working and managing career breaks 

 

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

 
Figure 5.5.1 Maternity leave taken by Academic and P&S staff 

Over the past five years, twelve women (11 academic and 1 P&S) took maternity leave 

(Figure 5.5.1). No members of staff took adoption leave during that time. 

University policy was enhanced in 2017/18. Pay above statutory maternity pay rates 

increased from 16 to 18 weeks full pay and the minimum service requirement associated 

with enhanced pay was removed.  

Before staff go on maternity leave, they meet with their line manager and plan the support 

required using the University’s Planning for Maternity Leave Checklist and conduct the Risk 

Assessment for New and Expectant Mothers. Risk assessments are particularly important for 

staff working in laboratory environments or completing fieldwork. Line managers discuss 

cover arrangements for the upcoming leave and where possible ensure a handover period 

before and after. For academics, this includes cover for teaching, managing grants, research 

staff and students. 

Sessions at Institute Away Days will be dedicated to current maternity/paternity leave 

policies, and the relatively new shared parental leave policy which allows new parents to 

split their leave entitlement (Action point 7.1) Information regarding policies around 

parental leave are accessible via the IBAHCM webpage. 

We continue to evaluate maternity/paternity leave policies and how they can be improved 

through discussions at the IBAHCM Away Day and feedback options (Action points 7.1, 7.2, 

7.3 & 1.9) 

We have highlighted and promoted the shared parental leave policy and the new College 

PGR Maternity Leave policy on our AS support pages. A toolkit for maternity leave as well as 

shared parental leave is also available via our website. 

 

(ii) Cover and support for maternity and adoption leave: during leave 

During maternity and adoption leave line managers maintain an agreed level of contact. 

Each member of staff can decide how much or little they want to be kept informed of and 

can review and amend their preferences while they are on leave.  
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During maternity and adoption leave, staff are entitled to 10 Keeping in Touch (KIT) days. 

During shared parental leave, staff are entitled to 20 Shared Parental Leave in Touch (SPLIT) 

days. Staff receive the normal hourly/salary rate for the hours worked on KIT/SPLIT days 

inclusive of any maternity pay they are currently receiving. The usefulness of keeping in 

touch days has been assessed individually through direct feedback from parents who have 

used these (Action point 7.3). 

With permission, when the baby arrives, we announce and celebrate the birth in our 

newsletter, wishing the family well and sending congratulations from IBAHCM. 

 

 

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

Close to the return date, the line manager and staff member will discuss plans for returning 

to work including flexible working and phased return. The Academic Returners Fund is 

provided through the College. Up to £10,000 is available during the first 12 months returning 

to work in order to help resume research activity. As part of IBAHCM’s support to returners, 

we strongly encourage applications to this fund, and internally review applications prior to 

submission to maximise chances of their success. In the past three years, three returners 

applied to the College fund with two being successful. The unsuccessful applicant was a 

fixed-term postdoc who was, at the time, not eligible. IBAHCM contested the decision 

(unsuccessfully), but the inclusion criteria have since been changed to include postdocs 

(following strong lobbying from IBAHCM representation on CEIDC). 

The College also administers the Carers Conference Fund which is open to all staff. This fund 

entitles them to claim up to £250 for caring costs incurred during conference attendance. In 

the past three years we had one successful applicant. We will further promote this scheme 

to increase applications (Action point 7.4). 

The University has a dedicated expressing room located on the main campus. This may not 

be practical for all staff and therefore requests for private facilities within IBAHCM are 

always met. Dedicated refrigerator space is available to store breast milk. 

The University provides a Childcare Plus (salary saving) Scheme to pay childcare pre-tax 

deduction. It provides nursery for infants/children from 6 weeks of age, full or part time, 

8am-6pm, Monday to Friday. Information on this is included in the maternity pack and on 

the website. 

 
Action 

point 

“The returner’s fund was essential for me after maternity leave and 

helped me to develop a methodology which then enabled me to 

acquire further funding for my work”  Katarina Oravcova, Lecturer 

 
Action 

point 

“My line manager allowed me to use the first few KIT days from 

home. I felt this was really beneficial because it allowed me to feel 

part of the team without taking me away from my daughter or 

feeling any pressure going physically into the workplace 

environment.”    Kathryn Elmer, Reader 
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Additional support arrangements are made available to staff and students returning from 

maternity or adoption leave within IBAHCM. These are tailored to each person and role but 

can include low teaching and administrative loads during the first year after returning.  

 

(iv) Maternity return rate  

Over the past five years, twelve women (11 academics and 1 P&S) have taken maternity 

leave from IBAHCM. Of these 100% are still employed 18 months post return. One academic 

in 2017-2018 moved to a sister Institute within the university and is still employed there 

(Table 5.5.1). 

 

Table 5.5.1 Maternity return for academic and P&S 

  Staff group Number 

of 

maternity 

leavers 

Yet to 

return 

Returned Employed 

6 months 

post-

return 

Employed 

12 months 

post-return 

Employed 

18 months 

post-

return 

2014-15 Academic 1 0 1 1 1 1 

  Support Staff 0 0 0 0 0 0 

2015-16 Academic 3 0 3 3 3 3 

  Support Staff 0 0 0 0 0 0 

2016-17 Academic 3 0 3 3 3 3 

  Support Staff 0 0 0 0 0 0 

2017-18 Academic 1 0 1 * 

  

  Support Staff 1 0 1 1 ** ** 

2018-19 Academic 3 1 2 ** ** ** 

  Support Staff 0 0 0 

   

* This staff member moved to another Institute within the University and is still employed. 

** Too early to report 

 

“Flexibility helped substantially in my second year when the time I 

needed to spend in the field was curtailed to help manage my 

childcare needs” 

Rhoda Aminu, PhD student 
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(v) Paternity, shared parental, adoption, and parental leave uptake 

Since our Silver the University has improved its Paternity policy and now offers Enhanced 

Paternity Pay which exceeds the statutory provision by providing full pay for two weeks of 

Paternity leave rather than one week. The minimum service requirement has also been 

removed. During this period, we have seen an increase in uptake of Paternity leave from 2 in 

the previous reporting period to 5 in 2015-2019 (Table 5.5.2). 

No members of staff have taken shared parental leave or adoption leave. 

No members of staff have formally applied for parental leave. Parental leave is available for 

dependent children up to 18 and is taken in blocks or multiples of a week. In practice due to 

the flexibility that academic and P&S staff have in managing their time, few formal requests 

are received by HR.  

We will continue to raise awareness and promote all of these through our Induction pack 

and IBAHCMs AS webpages (Action points 5.4 & 7.3) 

Table 5.5.2 Paternity leave: number of staff (number of days) 

  2014-15 2015-16 2016-17 2017-18 2018-19 

Academic 1 (5d*) 2 (5d, 8d) 1 (10d) 0 0 

Support Staff 1 (10d) 1 (9d) 0 0 1 (10d) 

*d = days takens 

 

(vi) Flexible working  

IBAHCM promotes and supports flexible working and its benefits. It is publicised to staff in 

the Induction pack, on the AS webpages, during P&DR and is now also included on all 

IBAHCMs job descriptions. Flexible working is encouraged for all members of staff and not 

exclusively for those returning from maternity leave. It can be discussed at annual P&DR, or 

with the DoI and HoPS at any time.  

In the past three years all formal requests (2 female academics, 2 female P&S and 2 male 

P&S) have been approved. 

The University also provides emergency time off to care for dependants. The policy covers a 

wide range of circumstances and acknowledges line managers use of discretion.  

The University policy applies to all staff regardless of job family and provides options for 

various non-standard work patterns. The policy covers working part time, staggered hours, Impact 

 
Action 

points 

Impact 

Progress/Impact: 

- The recent staff survey confirms both female (98%) and male (95%) staff feel they have the 

opportunity to work flexibly. 

- This does not differ significantly between academics (98%) and P&S staff (93%).  
* (2019 Staff survey) 
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compressed hours, working from home, job sharing, term time working, annualised hours 

and flexible retirement.  

 

 

 

 

 

 

 

 

Table 5.5.3 Requests and approvals for formal flexible working 

  Female Male 

Applied Successful Unsuccessful Applied Successful Unsuccessful 

2014-15 R&T 

      

P&S 

   

1 1 

 

2015-16 R&T 

      

P&S 

      

2016-17 R&T 1 1 

    

P&S 

      

2017-18 R&T 

      

P&S 1 1 

    

2018-19 R&T 1 1 

    

P&S 2 2 

 

1 1 

 

 

Progress/Impact: 

- The recent staff survey confirms both female (98%) and male (95%) staff feel they have the 

opportunity to work flexibly. 

- This does not differ significantly between academics (98%) and P&S staff (93%).  
* (2019 Staff survey) 

“I got a subsidised place for my son at the University nursery, allowing me 

to work on campus for 40 hours a week. The Institute provided me with 

access to two desk spaces (one on each campus) so that I could more easily 

stay on time with nursery drop-off and pick-up. My supervisor always made 

it clear that the Institute understands peoples’ need to work flexibly. This 

flexibility helped substantially in my second PhD year when the time I 

needed to spend in the field was curtailed to help manage my childcare 

needs, and during school holidays where I could either work from home or 

come along with my son to the family lounge at the UofG library when I 

didn’t have childcare arrangements.”  
Rhoda Aminu, PhD student 
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(vii) Transition from part-time back to full-time work after career breaks 

Academic and P&S staff are supported in transitioning from part-time to full-time after 

career breaks. Phased returns are tailored to suit depending on the role and individual 

needs. Line managers have regular meetings with the member of staff to support the 

transition and make necessary adjustments as and when they are required.  

 

 

Action points in this section: 

Action point 1.9: Establish a physical and a digital Athena SWAN feedback & suggestion box/form to 

collect suggestions for actions to be taken by SAT and alert SAT of any problems that should be addressed. 

Include an information sheet about the purpose of the box and how it is going to be used. 

Action point 5.4: Maintain an updated induction handbook with key information for new staff which is 

easily accessible on the Institute webpage 

Action point 7.1: Sessions at Institute Away Days to be dedicated to current parental 

(maternity/paternity/adoption) leave policies, how they should be improved and how we can lobby to do 

so. 

Action point 7.2: Evaluate, and if necessary, enhance the Institute’s maternity buddying scheme 

Action point 7.3: Ensure that keeping in touch days are useful for parents on maternity/ paternity or 

parental leave 

Action point 7.4: Promote the uptake of the returners fund and carers conference funds. 

 

 

5.6. Organisation and culture 

 

(i) Outreach activities  

Data from the 2019 Institute staff survey (Action point 2.2) indicate that 80% of women and 

70% of men believe outreach activities are valued by IBAHCM. Participation is fairly evenly 

distributed between woman and men in outreach with 1) schools - 9 women, 10 men; 2) 

general public - 20 women, 21 men; 3) media (TV, radio, newspaper, social media) – 18 

women, 9 men; and 4) other forms of outreach - 7 women and 4 men. 

 

Knowledge exchange and impact are one of seven elements of annual P&DR; revisions to 

this process place emphasis on recognition for outreach and engagement activities. It also 

feeds into the promotion criteria. Students in IBAHCM have participated in numerous 

outreach activities but we have not monitored these data. Therefore, we have created 

Action point 3.5 to do so in future.  
Action 

point 

 
Action 

point 
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Figure 5.6.1 Members of the Institute undertaking outreach activities with the help of the 

BBC 

 

(ii) Visibility of role models  

Our IBAHCM website, twitter feeds (e.g. Figures 5.6.4 to 5.6.9) (Action point 2.4), and 

weekly newsletter (‘BAHmail’) highlights role models from all career stages whose 

achievements have been recognised (Table 5.6.1 & Figure 5.6.2). Overall, 98% of women and 

96% of men find the IBAHCM newsletter useful. 

 

Table 5.6.1 Some of BAHCMs leading role models and their achievements 

These women are also featured on the “women in science” section on our website 

Role Model Position Selected Awards and Esteem  

Prof Maureen 

Bain
1
 

• Professor of 

Comparative 

Anatomy and 

Histology 

• Howie and Dennis Surgenor Cup Winner 

• MVLS College Dean of Learning and Teaching  

• Deputy Head of School of Veterinary Medicine and 

IBAHCM (2010-2018) 

Prof Sarah 

Cleaveland
2
 

• Professor of 

Comparative 

Epidemiology 

• OBE For services to veterinary epidemiology 

• Fellow of the Royal Society, Academy of Medical 

Sciences, US National Academy of Sciences. 

• Awarded Leeuwenhoek Medal by Royal Society, and 

Frink Medal by the Zoological Society of London 

• Leader of BBSRC Innovator of Year team winner 

Prof Eileen 

Devaney 

• Professor of 

Parasite 

Immunobiology 

• Deputy director of IBAHCM (2018-) 

• Wellcome Trust Collaborative Award PI 

• Editorial Board of Parasite Immunology 

Prof Heather 

Ferguson
3
 

• Professor of 

Medical 

Entomology & 

Disease Ecology 

• Elected to the Young Academy of Scotland 

• Zoological Society of London Scientific Medal 

• Co-chair World Health Organisation's Vector Control 

Advisory Group 

Dr Katie 

Hampson
4
 

• Reader • Zoological Society of London Scientific Medal 

• Wellcome Senior Research Fellow 

• Guardian University Award winner 

• L’Oréal For Women in Science Fellowship 

 
Action 

point 
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Dr Tiziana 

Lembo
5
 

• Senior Lecturer • Springboard Fellowship from Academy of Medical 

Sciences/Wellcome Trust 

• SULSA Leaders Award 

• Awarded Patrick Neill Medal by Royal Society of 

Edinburgh 

Prof Barbara 

Mable 

• Professor of 

Evolutionary 

Genetics 

• Editor-in-Chief, Heredity  

• PGT Convener 

• UKRI Future Leaders Fellowships Panel Chair 

Prof Annette 

MacLeod
6
 

• Professor of 

Parasitology 

• Wellcome Trust Senior Fellow 

• Leader of H3Africa Trypanogen Network 

• Awarded Wright Medal by British Society of Parasitology 

Prof Patricia 

Monaghan
7
 

• Regius Chair of 

Zoology 

• Association for the Study of Animal Behaviour Medal 

• Godman-Salvin Medal for British Ornithological Society 

• Frink Medal by Zoological Society of London  

• President of International Society for Behavioural 

Ecology 

Anne Graham • Technical 

Resource 

Manager 

 

• Role model for Aurora leadership programme  

• Aurora leadership programme mentor 

• Member of the self-assessment team 

 

 

Figure 5.6.2 Institute role models collecting awards 

Seminars  

• Seminar organisers are gender-balanced and rotated annually. They collect speaker 

statistics which are reported to the SAT and DoI (Table 5.6.3).  

• Annual requests for suggested seminar speakers include a reminder for the need to 

propose a diverse range of speakers and particularly encourage invitations to speakers 

from black and minority ethnic (BME) backgrounds as well as members of the LGBT+ 

community (Action point 1.12). 

• Everyone is invited to “Meet with the Speaker” before or after the seminar. All staff and 

students are also invited to have drinks with the speaker in the afternoon (organised by 

the host).  

1 2 3 

Some of the inspiring 

IBAHCM role models 

collecting prestigious 

awards (numbers 

correspond to Table 

above).  

4 5 6 7 

 
Action 

point 
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We have made uneven progress on achieving parity in seminar speakers (see Figure 5.6.3). 

Investigation has revealed inadequate briefing of the seminar organisers, who were doing 

‘the best they could’ with suggestions provided however, they were not aware of the 

importance placed on achieving greater seminar speaker parity. Analysis shows that men 

and women are equally likely to host speakers, but both were more likely to invite men. 

Female speakers appear more likely to decline or cancel their talks for reasons we will 

further investigate and remediate if possible (Action point 1.12). Since seminar speakers are 

included in the schedule with a rolling process, we are now changing this invite all speakers 

at one time point, and have the seminar organisers make a decision whom to invite taking 

into account diversity of gender, nationality and subject (Action point 1.12). We are 

especially conscious of the need to promote intersectional role models. 

 

Figure 5.6.3 Gender breakdown of seminar speakers and their hosts 

 

Events 

For Mental Health Awareness week, we displayed the winning photographs from our 2018 

Wellbeing Photograph Competition alongside info for the Counselling & Psychological 

services available to staff & students (Figure 5.6.5). 

The department has held two annual LGBT in STEMM “Coffee in the Museum” Events (July 

2018, 2019). This year’s event held a “Bake Off” with rainbow themed cakes (Figures 5.6.4 & 

5.6.5). Proceeds from the event went to the University of Glasgow LBGT Network. We will 

continue to hold an annual LGBT STEMM event to celebrate our LGBT community (Action 

point 6.7). Additionally, we commit to drawing attention to LGBT role models in science 

during LGBT history month (February). This will be accompanied by an additional social 

event to encourage LGBT+ staff and students within IBAHCM to feel well supported by 

colleagues as their allies (Action point 6.16). 
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Figure 5.6.4 IBAHCM held LGBT in STEMM Coffee in the museum events the last two years 

 

Figure 5.6.5 Winning photographs from the 2018 wellbeing photograph competition 

 

Figure 5.6.6 Rainbow themed coffee in the museum 
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(iii) Beacon activity 

 

At the University: 

• Our annual “Wellbeing at Work Week” open to staff and students (Action points 3.4 & 

6.11) inspired other University Departments to hold a similar event. The Institute of 

Cancer Sciences consulted with our SAT and held their first Wellbeing event in August 

2019. 

• We hold specific sessions devoted to AS at our annual Institute Away Day (Action point 

1.3) which has inspired other departments to do the same at their Away Days (School of 

Life Sciences & School of Veterinary Medicine). 

• IBAHCM held two Bullying and Harassment workshops on the theme of ‘Where do you 

draw the line?’ (Action point 3.6) led by Fiona McClement, Equality, Diversity and 

Inclusion Manager at UCL. All staff were required to attend one of these workshops and 

the workshop was also advertised to everyone associated with IBAHCM. 

• IBAHCM has 5 members of Staff who are trained “Mental Health First Aiders” having 

completed the Scottish Mental Health First Aid Course (http://www.smhfa.com/) (Action 

point 5.5). IBAHCM also holds and will continue to hold an annual “Mental Health 

Awareness” event (Action point 5.5) which emphasises support available for staff and 

students. 

• IBAHCM created our own “Mentoring Toolkit” (Action point 5.2) which is given to all staff 

when they join IBAHCM and is seen as University-leading. 

• Our annual “LGBT in STEMM Celebration” in 2018 and 2019 (Figure 5.6.6), events that we 

will continue to host (Action point 6.16), helped inspire the establishment of the LGBT 

STEMM Garscube Network by Institute of Cancer Sciences.   

• We have shared good practice by inviting other University Institutes and Schools to 

participate in our “Networking lunches” (Action point 6.8) to which all staff and PGRs are 

invited. 

• Our SAT Chairs gave presentations on IBAHCM’s AS vision and strategy to other 

University AS SATs including the School of Engineering and School of Veterinary 

Medicine. 

• We piloted a skills laboratory for core technical staff within IBAHCM to learn or refresh 

various molecular biology techniques from their peers. The launch event was a great 

success and there has been significant interest in our proposed second event. 
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Figure 5.6.7 Cochno community garden 

 

• SAT members sit on both the University Gender Equality Steering Group and the College 

level GEIDC and advise on Institute AS activities (Action point 1.6), encouraging their 

adoption across the university, and have lobbied for wider access to returners funding, 

and more consistent maternity cover for PhD students regardless of level of funder 

support. 

• Our SAT representatives on these committees reviews AS applications from other 

Institutes. 

• IBAHCM has led the development of a Community Garden (Action point 6.12) at the 

University Research Farm at Cochno in the Kilpatrick Hills (Figure 5.6.7), financially 

supported by IBAHCM and maintained by its members which serves as an informal 

creche at weekends. This is a garden that is open to all members of the University, and 

hosts annual Institute summer picnics, BBQs and bonfire nights. 

 

Externally: 

• Annual International Women’s Day Celebratory Event 

In 2018, IBAHCM was recognised by International Women’s Day (IWD) for Best Practice in 

Education /Academia 

(https://www.internationalwomensday.com/Activity/12723/BestPractice-Education-

Academia, https://www.internationalwomensday.com/BestPractice). Our IWD events 

bring together staff/students from all parts of IBAHCM - from all genders, grades and 

roles - to celebrate the women in STEMM in IBAHCM (Action point 6.15), and we 

encourage everyone to make a pledge to #PressforProgress (2018) or #BalanceforBetter 

(2019). In 2018, Professor Sarah Cleaveland (FRS, OBE) and in 2019 Prof Patricia 

Monaghan (Regius Chair of Zoology) gave honest and inspiring talks about the barriers 

they had faced, their achievements, and role models and also highlighted general global 

challenges still faced by women. To champion IWD2018 in a meaningful way, we also 
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created a "Wall of Celebration" that featured women form IBAHCM (Figure 5.6.8). We 

created a YouTube video of the event and Sarah’s talk. 

 

 

Figure 5.6.8 International women's day celebrations 
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• Naturally Speaking Blog https://naturallyspeaking.blog/ and Naturally Speaking Podcast 

(https://player.fm/series/naturally-speaking-1317194) 

The blog and podcast run by ERC staff and PhD Students 

in IBAHCM with specific features and discussion on 

research culture, work-life balance and gender 

stereotypes, and diversity and inclusion in STEMM. The 

DoI (member and current Chair of the SAT) wrote a blog 

on work-life balance posted on our Naturally-Speaking 

site, inspired by discussions at the 2017 Institute away-

day. https://naturallyspeaking.blog/2017/03/01/the-

work-life-balance-thoughts-from-institute-director-prof-

dan-haydon/. This has been viewed 1384 times. 

• Participation at Liverpool School of Tropical Medicine Women in Science/Equality in 

Science Events (2018, 2019) 

Prof Sarah Cleaveland was invited to participate in a Women in Science Event (2018) and 

our DoI and current SAT Chair Prof 

Dan Haydon (2019) was invited to 

an Equality in Science day at LTSM 

(Figure 5.6.9). Both presented 

elements of IBAHCM AS strategy 

and action plans. 

• Advisor on External AS 

Applications 

Dr Michelle Bellingham (our 

previous SAT Chair) acted as an 

adviser on successful University of 

Bradford School of Biology and 

Chemistry Bronze Application. 

 

• Representation at the LGBT+ STEMinar 

In addition to our internal efforts to 

promote a positive and supportive 

culture for LGBT+ staff and students, we 

intend to heavily promote attendance to the 5th LGBT+ STEMinar, to be held at the 

University of Birmingham in January 2020. This event provides a rare opportunity for 

LGBT+ staff and students to be the majority in the room and is an excellent way for junior 

staff and students meet senior, out, LGBT+ role models in science. 

 

• Aurora Leadership Programme Opportunities are available for both R&T and P&S staff to 

attend the Aurora Leadership Programme and two places will be purchased on this 

programme every year as part of our new action plan (Action point 4.6). As well as a 

space for self-development and self-reflection, Aurora provides an excellent networking 

opportunity crossing disciplines, Schools/Institutes/Faculties, job families and HE 

organisations. Anne Graham, a SAT member and “Auroran” from the 2018/19 cohort will 

this year return as both an Aurora mentor locally and an Aurora role model nationally. 

 

 

Figure 5.6.9 Jess Wade wrapping up at the LSTM 

Equality in Science day at which IBAHCM SAT 

member and current Chair spoke 
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(iv) Culture 

 

 

 

 

 

 

We are an historically ‘small department’ with a conspicuous culture of caring and looking 

out for each other and our staff feels genuinely supported in an inclusive and helpful 

environment. 

AS is a standing item in the IMG Meeting agenda, and we communicate our AS initiatives 

through ‘BAHmail’ (which is read regularly by 94% of staff: 96% by women, 93% by men, 

98% of academics and 83% of P&S), at Institute Away Days and via designated AS 

noticeboards. 

To give staff and students the opportunity to get-together informally we continue to make 

efforts to improve and enhance social space in all sites (Action point 6.9), including 

providing opportunities for engaging in outdoor activities through the community garden 

(Action point 6.12). We also hold fortnightly “Coffee in the Museum” and “Coffee at 

Garscube” events every second Thursday and we will continue to run these events (Action 

point 6.7). All staff members take turns (sequenced alphabetically) to host the event, where 

cake and coffee are provided for a small charity donation to support United Glasgow FC 

(https://unitedglasgowfc.org.uk/) a local charity which makes football accessible and 

affordable to players of all genders, sexual orientations, religions, ethnicities, socio-

economic positions and immigration statuses. Fortnightly ‘Coffee in the Museum’ often 

attended by up to 100 members of staff and students are themed to draw attention to 

various equality and well-being issues; e.g. LGBT in STEMM, and Mental Health Awareness 

Week. These gatherings are important opportunities to disseminate key messages. Action 

points 6.7, 6.11 and 6.16 help to realise the potential of these occasions. 

 
Action 

points 

Progress/Impact: 
- 91%/94% of females/males agreed that “The Institute is a great place to work/ I enjoy working in the 

Institute”  

- 93% (98%) of females and 94% (98%) ** of males agreed that “The atmosphere in the Institute is inclusive 

for both women and men” * 

- 89% (95%) of women and 84% (98%) of men agreed that “The Institute’s working environment is equally 

supportive for all genders”  

- 98% of women and 98% of men answered yes to “Do you feel you have been treated fairly regardless of 

your gender in respect to Day to Day Treatment at Work?” * 

* (2019 Staff survey) 

** Figures in brackets include “neither disagree nor agree”.  

Progress 

“I am based in IBAHCM where th[ere] is an excellent research culture 

including great collegiality, mentorship, recognition of the value of a 

"team" rather than a single PI as leader, promotion and support for 

interdisciplinary work and general friendliness and openness. The 

environment in my research Institute is a major reason that I am so 

happy at UofG, and why my research and impact has flourished over the 

last 10 years” *   * UofG research culture survey (anonymous) 
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Our annual Wellbeing at Work Week (Figure 5.6.10 and 5.6.15, Action points 3.4 & 6.11) is 

organised by members of the SAT and Institute, and includes a wide range of activities such 

as mindfulness sessions (run by local mental health charity LifeLinks), yoga, dog walk, 

massages and talks. IBAHCM provides free fruit for all staff throughout the week. During this 

week, we place information on mental health support in public places (e.g. foyers, toilets) 

for staff to access. Mental health remains a continuous focus and concern (Action point 

6.10) requiring more tailored training sessions made available to staff (Action point 3.4).  

 
Figure 5.6.10 The second annual wellbeing at work week 

Our SAT initiated a series of IBAHCM-funded AS networking lunches with different parts of 

the College – first, the Institute of Molecular, Cellular and Systems Biology and then the 

School of Veterinary Medicine (Figure 5.6.11). Staff from all grades and roles are invited to 

attend and informally network with colleagues from other Schools and Institutes. The SAT 

received positive feedback, including from technical and support staff, who felt the event 

was inclusive for all staff, not just academics. 
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Figure 5.6.11 Lunchtime Athena SWAN networking events with the IMCSB (left) and School 

of Veterinary Medicine (right) 

 
Figure 5.6.12 Annual Christmas Ceilidh in full swing 

Regular group meetings are scheduled for the SIGs within IBAHCM, as well as many Institute-

wide social and work-related events. These include weekly and monthly seminar series, 

lunches or dinners with visiting speakers, the annual Away-day, coffee in the museum, 

annual table-football tournament, a family-friendly BBQ, and Christmas party (Figure 5.6.12). 

IBAHCM has a tradition of celebrating successful PhD vivas with a “Bake your study species” 

cake (Figure 5.6.13) and celebratory drinks to which all staff are invited. A critical aspect of 

IBAHCM’s culture that facilitates networking for all staff members is the provision of 

dedicated social space at both primary sites for frequent and informal meetings over 

coffee/lunch/tea. These are well used by all staff and serve as an important forum for 

informal discussions about research and scientific issues generally. We will continue to 

provide and enhance social space at sites across IBAHCM (Action point 6.9 & 6.12).  
Action 
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Figure 5.6.13 Bake your species cakes, at PhD vivas 

 

 

 

 

 

 

We are particularly concerned about the relatively low positive response rates to the staff 

survey question asking about the confidence staff had in IBAHCM’s management of bullying, 

harassment and offensive behaviour. This revealed that only 70% of staff (69% of females, 

78% of males; 72% academic, 62% P&S) agreed or strongly agreed that they were confident 

IBAHCM would manage such instances well (this relatively low confidence could be because 

of bullying behaviour from senior UofG staff outwith IBAHCM). Confidence in IBAHCM’s 

management of complaints was not clearly associated with the actual experience of bullying, 

harassment, or offensive behaviour (Figure 5.6.14). We have generated a series of measures 

(Action point 3.6) to address this concern, identifying more precisely what the origin of 

concerns are, promoting existing policies and reporting options to all students and staff to 

increase their awareness and confidence. In addition we are recruiting ‘confidants’ from all 

levels, staff types, and minority groups to participate in the University’s Respect Advisors 

Network. These confidants will receive training from a variety of sources (e.g. EDU, CAPS, 

Trade Union Reps, HR and the Senate Office) on official procedures relating to reporting 

incidences and what happens after as well as how to support colleagues who experience 

bullying or harassment. The Respect Advisors Network is intended as a support option 

where staff can get advice before filing an official complaint or even instead of filing an 

official complaint, if that is what they wish (Action point 3.6).  
Action 

point 

“I have only been at the university since Jan 2019 but in that short time I 

have found everyone I have come into contact with massively enthusiastic 

about their own work and extremely supportive of others. Getting a 

publication leads to celebration, not bitterness and jealously, and this is a 

culture to be proud of” * 

* UofG research culture survey (anonymous) 
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Figure 5.6.14 Agreement rate: “The institute would deal with bullying, harassment and 

offensive behaviour effectively” 

We will highlight on our website the support available at the University for all staff with 

regard to mental wellbeing, which include self-help resources, a confidential mental health 

drop-in service and a free, confidential and independent staff counselling service run by 

external organisation BigWhiteWall (Action points 3.3, 3.4, & 5.5). 

 
Figure 5.6.15 Program for the Wellness at Work week 2018, and associated seminar 

 

(v) Timing of departmental meetings and social gatherings  

IBAHCM has an undeviating policy of holding Institute meetings in the ‘core hours’ between 

10am-4pm and to limit meetings to a duration of 90 minutes (Action point 6.3), and where 

possible outwith school holidays (Action point 1.3). In the survey 76% (95% incl. neutrals) of 

women and 71% (92%) of men agreed that “Meetings within IBAHCM are generally 

scheduled to enable those with caring responsibilities to attend”. To ensure optimal use of 
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meeting participants’ time, and to create a supportive environment where every participant 

feels encouraged to make contributions and express their views, we will organise a 

workshop run by a specialist to train staff in effective meeting management and chairing 

(Action point 6.14). We will also encourage rotation of chairs at all meetings. Fortnightly 

coffee in the museum, networking lunches, and viva celebrations (assuming vivas do not run 

on) are held in core hours (Action point 6.7).  

 

(vi) HR policies  

IBAHCM operates under the University HR policies which are accessible and transparent to 

all staff, students and visitors via the UofG HR web pages; advice is sought from HR for all 

reported issues ensuring fair and consistent application. Any new policies or material 

changes to existing policies are communicated via the university internal communications 

team. Locally we highlight many of the key policies in our induction pack and display links to 

policies on the ‘information for staff’ web pages.  

We have hosted harassment prevention and awareness workshops for staff in 2018. Line-

managers (and all staff) are notified of new HR policies via email, ‘BAHmail’, webpage 

updates, and communications on all campuses via our information screens. 

Available evidence suggests staff are confident and secure they will be treated with respect 

and dignity in their workplace. Overall 87% of men and 87% of women believe the University 

is committed to equality for all of its staff (data from the University staff survey). 

Furthermore, the same survey shows high levels of confidence that staff can be honest 

about who they are: 89% positive; are treated with fairness and respect: 90% positive; and 

that individual differences are respected at the University: 92% positive.  

 

(vii) Workload model  

The university has a WLM software package that assists in the recording, monitoring, and 

modelling of staff workloads.  

The system captures staff time across the main business function areas of teaching, 

research, research supervision, and administration. While these represent key areas of 

contribution, Institute staff need to be reassured that all tasks they are asked to perform 

(e.g. marking) or they are involved in on behalf of IBAHCM and UofG more broadly (e.g. 

participation in committees and meetings, and impact-related initiatives) are valued and 

taken into account in the WLM. We will take a number of actions in this direction. For 

example, to encourage participation of staff, particularly females, in committees (both 

internal and external) efforts will be made to incorporate this time into the WLM (Action 

point 6.5). Participation in outreach, knowledge exchange and impact-related activities are 

also encouraged (Action point 6.13) and we will ensure that time allocated to the organising 

of these is taken into account. A more accurate local record of marking allocations and time 

needed to perform these tasks is currently being assembled and will be added to the model.  

All staff have access to an individual live report which contains a targeted total workload 

hours based on their contract and a calculation of their actual total hours. It allows reporting 

on an individual basis, subject level, school/institute and also provides gender-based reports.  

In terms of transparency the framework elements, multipliers, and drivers are publicly 

available to all staff. Each individual can view their own detailed report and also see how 

they compare to their units average, and the upper/lower quartile. However, staff want 

 
Action 

points 

 
Action 

points 



 

 
70 

greater transparency (for example, 38% of women, 30% of men, 38% of academics and 30% 

of P&S staff disagree that workload allocation is transparent). Thus there is a need to 

communicate more clearly to members of staff how tasks are allocated and workload is 

monitored. We will develop guidelines detailing expectations for various job families and an 

online resource to make the WLM more user friendly (Action point 6.6). 

(viii) Representation of men and women on committees  

The IMG is the ultimate authority for issues over which IBAHCM has jurisdiction. IMG has 

always been held in open session, and any staff member may attend (academic or P&S). 

Membership of committees is determined by the DoI and decisions agreed consensually 

(usually at P&DR). They are influenced by the required skill set, workload balance, the need 

for staff to contribute in leadership roles for promotion purposes and gender balance. Since 

IBAHCM staff are relatively well gender balanced at all levels, this does not create a 

‘committee overload’ problem, and committees are reasonably well balanced (Figure 

5.6.16). To ensure even time allocations on committees IBAHCM has a policy of rotating 

committee membership and actions will be taken for inclusion of time in committees in the 

WLM (Action point 6.2). The health and safety committee has recently undergone some 

restructuring to balance staff type and include more research staff as well as technical staff. 

 

Figure 5.6.16 Gender balance on Institute committees 

(ix) Participation on influential external committees  

IBAHCM staff are encouraged to participate in external committees and opportunities to do 

so is advertised via email. When a staff member wants to participate in an external 

committee, they discuss this opportunity with their line manager who takes external 

committee membership into account when discussing and allocating internal tasks. 

Currently 17 females and 18 males are members of external committees (Figure 5.6.17). The 

average number of committees an individual is part of is 2.6 for males and 3.4 for females 

(one female outlier with membership in 25 committees excluded from average). Female 
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staff will continue to be supported in applying for positions in external committees (Action 

point 6.5). 

 

Figure 5.6.17 Members of external committees broken down by gender 

 

Table 5.6.2 Membership in university committees 

Committee Institute representation 

College Management Group Dan Haydon (as DOI) (Eileen Devaney or Jan Lindstrom in 

his absence), Maureen Bain (as Dean of Learning & 

Teaching) 

College Assessment Panel Roman Biek, Dan Haydon 

College Promotions 

Committee 

Maureen Bain (prior to her become Dean of Learning and 

Teaching) 

College Equality, Inclusion and 

Diversity Committee 

Dan Haydon 

College Post-graduate 

Committee 

Louise Matthews (Richard Reeve or Kathryn Elmer in her 

absence) 

College Learning and Teaching 

Committee 

Neil Evans 

College PGT Committee Barbara Mable (Roman Biek in her absence) 

College Ethics Committee Dorothy McKeegan (Deputy Chair) 

University Gender Equality 

Committee 

Michelle Bellingham 

Females Males

# Individuals 17 18

# Committees 79 46
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University Appeals Committee Rod Page, Neil Evans 

University Research Strategy 

and Planning Committee 

Barbara Mable 

Council of University Senate Barbara Mable, Colin Selman, Dan Haydon, Maureen Bain, 

Patricia Monaghan 

 

Action points in this section: 

Action point 1.3: Continue to include Athena SWAN section at Institute Away Day 

Action point 1.6: Contribute to Athena SWAN best practice throughout the University and 

externally 

Action point 1.12: Achieve gender balance in seminar speakers 

Action point 2.2: Seek staff and PhD experience through regular staff survey every 18 months 

Action point 2.4: Continue tweeting about Athena SWAN related events and news 

Action point 3.3: Ensure that there is adequate information easily available containing 

information on what support is offered by the Institute and University, if students are 

encountering difficulties 

Action point 3.4: Make students and staff aware about existing mental health support and 

encourage all staff members who support students to attend training courses on student 

mental health offered by UofG counselling and psychological services 

Action point 3.5: Monitor outreach activities by students 

Action point 3.6: Instil greater confidence that bullying, harassment and bad behaviour will be 

appropriate managed at Institute, College, and University levels. 

Action point 4.6: Encourage, suggest and support female staff to apply for and enrol in 

leadership, research administration and management training 

Action point 5.2: Support Institute staff in their role as mentors 

Action point 5.5: Institute to take the lead in developing and supporting greater awareness of 

student mental health issues in staff and student bodies through Away Days, and graduate 

forum 

Action point 5.7: Ensure P&DR reviewer guidance is made more visible, and provide additional 

P&DR reviewer training 

Action point 6.2: Institute committee memberships to be rotated considering gender balance 

Action point 6.3: Limit meetings to a duration of 90 minutes 

Action point 6.5: Continue to support female staff to apply for positions on influential 

external committees 

Action point 6.6: Account for different types of activities (research, teaching, marking, 

management, outreach, knowledge exchange) in the workload and make the process more 

transparent 

Action point 6.7: Improve Institute-wide social gatherings within core hours and enable those 

with caring responsibilities to attend 

Action point 6.8: Institute networking lunches to be held quarterly and rotated between sites 

Action point 6.9: Continue to improve and enhance social space at all sites across the Institute 

Action point 6.10: Highlight available support for all staff about mental wellbeing through the 

University 
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Action point 6.11: Continue with “Wellbeing at Work” events, seminars and sessions 

Action point 6.12: Promote the use of the Cochno community garden to all Institute staff and 

family members, but particularly new staff and students. 

Action point 6.13: Encourage and support Knowledge Exchange (KE), impact and outreach 

activities 

Action point 6.14: Plan and conduct a yearly workshop on how to conduct efficient and 

equitable meetings 

Action point 6.15: Celebrate women's contribution to academia at the International Women's 

Day. 

Action point 6.16: Promote LGBT role models in science 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

6. CASE STUDIES: IMPACT ON INDIVIDUALS 

Word count: 1518 

Three individuals working in the department should describe how the department’s activities 

have benefitted them.  

The subjects of the case studies should include a member of the self-assessment team and a 

member of professional or support staff. The case studies should include both men and 

women. More information on case studies is available in the awards handbook.  

Highlights: 

- Informal flexible work arrangements within the Institute have been key for maintaining a work-life 

balance and engaging in a fulfilling career for our case studies. 

- Mentorship, support and financial help from IBAHCM have helped our case studies to advance their 

careers and be promoted. 

-  

Main challenges and next steps: 

- Despite our training efforts, guidelines and checklists the P&DR process needs more streamlining and 

improvement to ensure that training opportunities, career development and promotion are discussed in a 

helpful manner. We will therefore make further improvements on the P&DR training for line managers. 

- In order for P&S staff to be re-graded, it is often necessary to switch between positions across the 

University. We will continue to lobby at the University to change this situation to create better 

opportunities to develop P&S careers and enable fair re-grading in-post. 

- The WLM and its transparency remains a recurring source of ambiguity for staff and we will continue to 

improve and make the WLM as useful and fair as possible for all. 

- We will create greater transparency of what teaching and administrative loads on staff are and how they 

are determined 

- Technical staff contribution to research is highly valued and acknowledged in IBAHM. We would 

therefore like to create more consistent and systematic management of opportunities for technical staff 

to become invested in the research the support through authorship on papers and participation on 

knowledge exchange and public engagement 
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Claire Malcolm, Administrative Officer, Female 

I joined IBAHCM on a 6-month secondment as 

Administrative Officer in September 2017 having 

recently found out I was pregnant. In November I told 

my line manager, my team and Director of institute who 

were all very supportive. Despite having been in the 

post only a few months I felt my colleagues were 

genuinely pleased for me and gave me plenty of 

reassurance of the support they would give me in the 

months ahead.  

In November and February, I completed the risk 

assessment for new & expectant mothers alongside the workstation assessment form with 

IBAHCMs’ technical resource manager. Adjustments were made to my chair in February to 

ensure my workstation was comfortable.  

At the beginning of 2018 I experienced some pregnancy complications. I became anaemic 

which made me very tired and I developed Pelvic Girdle Pain which made me very 

uncomfortable. My line manager and team were very understanding and flexible in allowing 

me time to go to the GP and Physiotherapy appointments on top of my antenatal 

appointments and antenatal classes. I was also encouraged to work from home or use 

informal flexible working arrangements when needed.  

I started my maternity leave mid-April. Initially I had quite minimal contact which suited me 

very much while I adjusted to motherhood. By late summer I started using some keeping in 

touch (KIT) days. My line manager allowed me to use the first few KIT days from home – 

calling the office and receiving updates on IBAHCM and the team. I felt this was really 

beneficial because it allowed me to feel part of the team without taking me away from my 

daughter or feel any pressure going physically into the workplace environment. Also, in 

September 2018 my position was made permanent which was great news.  

At the beginning of 2019 I started to come into IBAHCM and use further KIT days. Again, I 

found these to be a really useful way of easing myself back into work and so used all 10 KIT 

days. I appreciated that the focus of these days was to simply bring me up to speed on the 

ongoing work and projects rather than giving me specific tasks or work to complete.  

In advance of returning to work at the beginning of April 2019, I submitted a formal flexible 

working application to change my hours from Monday to Friday 9-5 to Monday to Thursday 

8-4. My application was approved, and this new work pattern has been so valuable and 

appreciated in my return to work. It allows me to meet all my childcare needs while also 

helping me maintain a healthy work life balance.  

Upon returning to work I used annual leave to phase my return and build up to working 4 

days a week. My workload was also phased back to reflect the increase in days/hours. It was 

a relief to feel as though I could take my time in working back up to where I had left the role.  

As well as my new work pattern, I also occasionally make use of the informal flexible working 

approach and have found this extremely valuable for ad hoc or last minutes changes that 

often come with having a young family. 
  



 

 
75 

Dr Victoria Gillan – Academic, Female.  

Transitioned from technical to academic role 

I am a Research Fellow within IBAHCM of Biodiversity, 

Animal Health and Comparative Medicine but have 

worked at the University of Glasgow since 1999 when I 

started as a technician in the lab of Prof Eileen Devaney 

before embarking on my PhD. Since graduating with a 

PhD in 2004 I have worked my way up from Research 

Assistant to Research Associate and have recently been 

promoted to Research Fellow (Grade 8). I have had two 

periods of maternity leave during my career, each time 

returning to work 0.6 FTE hours, gradually increasing 

this to 1 FTE as my children started school. During this time, I felt enormously supported by 

my PI and other members of the lab and Institute as a whole. 

During my 2017 P&DR Prof Eileen Devaney suggested I think about applying for promotion 

to Grade 8. This was something that I had considered in the past although I lacked 

confidence when it came to actually getting down to it! Meetings with my mentor, Prof 

Lubna Nasir, and speaking to my peers within IBAHCM further encouraged me and I put 

myself forward to attend the Aurora leadership course. Aurora is a unique partnership 

initiative bringing together leadership experts and higher education institutions to take 

positive action to address the under-representation of women in leadership positions in the 

sector. I was delighted to be funded by IBAHCM to attend the course and I benefitted greatly 

from it. I also attended a promotion workshop hosted by our Director of Institute Prof Dan 

Haydon who demystified the application and review process and made it clear that he and 

IBAHCM would do all they could to support staff who were eligible for promotion. I was 

given strong support from my supervisors, Prof Devaney and Dr Collette Britton. I took time 

out of the lab to increase my teaching responsibilities, take part in STEMM activities, attend 

CPD courses and also organised meetings and conferences, all of which helped strengthen 

my application. My supervisors and mentor critically appraised my promotion application 

form which helped enormously. Prof Haydon also took the time to oversee the process and 

wrote a very supportive statement strongly recommending me for promotion. 

Lastly, I consider myself hugely lucky. I have a very rewarding and stimulating job which I 

love, but the flexible working culture in IBAHCM means that I am also able to be a good 

mum to my kids (I’ve not missed a nativity play yet!). This year I have also had to deal with 

caring for older relatives and my closest friend was diagnosed with cancer. All these 

challenges have been met with nothing but respect and understanding from my supervisors 

and co-workers. I feel that I am treated as a whole person at work and my life outside of the 

lab is considered important. I am eternally grateful for the support and understanding I 

receive and as a result I feel able to deliver my best work. 
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Paul Johnson – Academic, Male. 

Transitioned from part-time to full-time 

In 2013 I left the stability of a permanent job as a research 

statistician in a clinical trials unit to take up an insecure 

fixed-term post-doctoral position in IBAHCM, a risky move 

which I believe has turned out to be one of the best 

decisions of my career. I was working part-time (80%) so 

that I could better look after my two school-age sons, the 

younger of whom has cystic fibrosis, a serious chronic 

illness requiring time-consuming care at unpredictable 

times. (Working part-time was my side of a reciprocal 

arrangement with my wife, who also works for the 

university.) 

I was prepared to make this risky move because I had a clear idea of the career I wanted, 

and I believed that IBAHCM would be the right place to develop myself in this direction. I 

enjoyed the variety of working as a generalist statistician supporting a wide variety of 

projects, but I also wanted the opportunity to develop new skills in areas of statistical 

modelling where IBAHCM is strong. At the same time, I needed a supportive workplace that 

would give me the flexibility that my family circumstances demanded. I already knew and 

admired IBAHCM through collaborating with Institute staff, and I knew that IBAHCM 

management team strongly believed that effective research teams are composed of 

members with a diversity of skills and approaches, and that “enablers” such as statisticians 

are an essential ingredient of such creative diversity. However, there was a problem. The 

type of career I envisioned didn’t follow the traditional career path of a more specialised 

academic, and at that time such “enabler” jobs didn’t exist within the University. IBAHCM 

got around this problem by initially taking me on as a post-doctoral researcher and allowing 

me the flexibility to build a role informally as Institute statistician, while carrying out my 

post-doctoral research project. The encouragement I received and the flexibility I was 

allowed during this period underpinned my development from post-doctoral researcher into 

my current role as Lecturer. I was encouraged to build relationships with other Institute 

members, leading to many successful collaborations, and I gained the confidence to 

augment my applied research with methodological advances. At the same time as the 

Director of IBAHCM was supporting me in developing a role as a statistician internally, 

externally he was persuading the College (the management tier above IBAHCM) to create a 

formal role for me. This effort bore fruit in October 2018 when I was appointed as Lecturer, 

a position that I was able to take up full-time due my younger son’s improved health.  

I believe that the exceptionally supportive environment within IBAHCM and the constant 

and active support of IBAHCM management team have been crucial to my development. 

This “people-centred” approach to science, from which I have benefited so much, is a 

prominent feature of IBAHCM: we believe that excellent science comes from valuing, 

supporting, encouraging and developing people, and if we get that right, the science will 

largely take care of itself.  
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7. FURTHER INFORMATION 

Recommended word count: 500 words 

Please comment here on any other elements that are relevant to the application. 

These additional words have been used previously and throughout the application. 
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8. ACTION PLAN 

The action plan should present prioritised actions to address the issues identified 

in this application. 

Priority colour code:  

 

     

 

 

 

  Building on the Silver Action plan 

  New gold action 

 

 

 

 

 

+ 

G 
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Information contained in this publication is for the use of Athena SWAN Charter member 

institutions only. Use of this publication and its contents for any other purpose, including 

copying information in whole or in part, is prohibited. Alternative formats are available: 

pubs@ecu.ac.uk 

Priority 2 

Priority 3 

Priority 1 



 

 

Action 

point 

Objective Actions/Progress 2016 

onwards 

Reflections Further/New 

actions 

Success indicator / 

target 

Responsibility Timeline 

1 SAT processes and 

data collection 

   
(Lettering in these three columns refers to the column ‘Further actions’) 

1.1 

 

 

  

 

 

 

   

Facilitate getting 

involved with SAT 

work for all institute 

members with 

attention to diversity 

- Membership rotated regularly 

(see Figure 3.1). 75% of SAT 

members have been rotated with 

attention to the representation 

of minority groups. 

- Maintain SAT gender 

composition target at 50% (it is 

currently 53% female, 10/19). 

Opportunities to 

contribute to the work of 

the SAT through formal 

membership should be 

promoted more visibly  

a) Incorporate "get 

involved" opportunities 

on the website  

b) Keep a balance of male 

and female members  

c) Ensure representation 

of a range of job families, 

career stages and 

minority groups 

d) Keep rotating SAT chair 

and members regularly 

with attention to diversity 
 

a) Have a "get involved" 

section on the Athena Swan 

Institute website describing 

the activities of the SAT and 

provide a contact to get in 

touch 

b) Approximately equal 

number of female and male 

members every year 

c) Members from all job 

families are in SAT and at 

least one representative of 

a minority group is a SAT 

member 

d) New SAT members 

included once per year 

a) SAT 

communication 

officer and 

administrator 

(currently Claire 

Malcom, 

responsible for 

website content) 

b - d) SAT chair 

(currently Dan 

Haydon) 

a) "Get involved" 

section by May 

2020 

b - d) Continuous 

1.2 

  

Continue SAT work 

regarding ongoing, 

continuous, recurring, 

and new actions as 

described throughout 

the action plan and 

application 

For details on SAT work to date, 

see application and remainder of 

the action plan. Meetings have 

been increased from bimonthly 

to monthly 

 
Continue to meet 

monthly to address 

Athena SWAN related 

issues 

At least 87% of proposed 

actions are implemented 

after 3 years or have been 

replaced with alternative 

actions where more 

desirable 

SAT chair 

(currently Dan 

Haydon) 

Continuous 

1.3 

 

 

Continue to include 

Athena SWAN section 

at Institute Away Day 

- Presentation on Athena SWAN 

activities and progress included 

in each Away Day (Jan 2017, Jan 

2018, Apr 2019) attended by 

~150 institute academic staff and 

students 

- Staff regard the Athena SWAN 

section at the Away Day positive 

for research culture (source: 

- January is a very busy 

time for many, 

particularly those with 

young families. A majority 

of staff favoured moving 

the Away Day to April for 

this reason. 

- Suggestions were 

collected from group 

a) Continue to include 

Athena SWAN updates 

and workshops in the 

agenda of the Away Day 

as before 

b) Plan future Away Days 

after January/outside of 

school holidays 

c) Analyse suggestions 

a) Athena SWAN 

presentation/discussion 

included in Away Day 

agenda every year 

b) Away days held outside 

of school holidays 

c) Finish analysing and 

discuss Away Day 

suggestions/feedback in 

a, b, & d) Away 

Day organiser of 

that year (advised 

by SAT chair 

together with Nick 

Hanley and Tiziana 

Lembo - previous 

organisers) 

c) SAT analysis and 

a, b & d) annually 

c) latest two 

months after 

Away Days 

+ 

+ 

+ 



 

 

Action 

point 

Objective Actions/Progress 2016 

onwards 

Reflections Further/New 

actions 

Success indicator / 

target 

Responsibility Timeline 

qualitative analyses of comments 

from research culture survey) 

- Staff find Away Day workshops 

valuable as they provide 

opportunities to share 

experiences and highlight 

challenges (source: 2019 Away 

Day feedback, See impact box 

page 18 

discussions at the latest 

Away Day on how to 

improve the work of the 

SAT. These will be 

discussed throughout the 

SAT meetings starting 

2020. 

from Away Day 

participants and 

implement where 

appropriate/possible 

d) Include presentation of 

good practice examples 

for Athena SWAN issues 

(suggested by staff 

members in the Athena 

SWAN section at the 

Institute Away Day) 

SAT meeting within two 

months after Away Day. 

d) At least two best practice 

examples are presented 

during the Away day each 

year 

feedback officer 

1.4 

 

 

Exchange with other 

Institutions to share 

Athena SWAN best 

practice through 

seminars and 

meetings 

- Two current members of the 

SAT used to work/do their PhD at 

Institutes that have an Athena 

SWAN gold award and shared 

with us their experiences related 

to Athena SWAN activities 

- Examples of invitees are Jane 

Hill from the University of York 

and Jenny Morton from the 

University of Cambridge (see 

Figure 3.3.) 

- SAT members have shared best 

practices at other institutes and 

universities 

 
a) Continue to identify 

individuals to share best 

practice examples 

a) Hold one event per year 

to provide opportunities for 

sharing experiences and 

best practices 

a) SAT chair 

(currently Dan 

Haydon) 

a) Annually 

1.5 

 

 

Regularly inform 

institute management 

group on Athena 

SWAN progress and 

relevant issues and 

provide 

recommendations 

SAT chair presents at each IMG 

meeting to provide updates on 

Athena SWAN activities and 

progress 

Meetings have been 

valuable opportunities 

not only to share updates, 

but also to discuss 

challenges and find 

solutions with input by 

IMG 

a) Continue to include 

Athena SWAN discussions 

at IMG meetings 

a) SAT update/discussion is 

a standing item on the IMG 

agenda 

a) SAT and IMG 

chair (currently 

both Dan Haydon) 

a) Monthly 

1.6 Contribute to Athena 

SWAN best practice 

- Dan Haydon has been a 

member of the College equality, 

- A structured system to 

monitor the number of 

a) Record number of 

attendees for all Athena 

a) Number of attendees 

recorded for at least 95% of 

a) SAT M&E 

b & c) SAT 

a & b) continuous 

+ 

+ 



 

 

Action 

point 

Objective Actions/Progress 2016 

onwards 

Reflections Further/New 

actions 

Success indicator / 

target 

Responsibility Timeline 

 

 

throughout the 

University and 

externally 

Inclusion and Diversity 

committee  

- Michelle Bellingham has been a 

member of the University gender 

equality steering group 

- Participation in Athena SWAN 

related events (see Figure 3.3 

and beacon activities) 

- Multiple Institute Athena 

SWAN-related activities were 

held focusing on, among others, 

career progression, wellbeing, 

and social gatherings (section 5.6 

ii & iii) 

people attending Athena 

SWAN events would be 

valuable 

- A clear overview of 

University-level Athena 

SWAN events would 

enable us to contribute to 

these events and use 

them as opportunities to 

share experiences 

SWAN-related activities, 

workshops, and trainings 

(excl. social events due to 

infeasibility) 

b) Create a list of regular 

Athena SWAN activities 

that happen at the 

University level and add 

to SAT-year overview and 

calendar (Action point 

1.7) 

c) Review the list of 

University-level Athena 

SWAN activities at the 

beginning of each 

semester to check for 

completeness and 

timeliness 

d) Assign representatives 

from the Institute who 

will attend University 

level Athena SWAN 

events where appropriate 

(especially strategic 

events) 

e) Ask members of staff 

who are invited to speak 

at other institutions to 

enquire about practices in 

the host institution, 

especially in gold-award 

institutions 

all Athena-SWAN related 

(non-social) events 

b) University level Athena 

SWAN events identified 

continually, brought to the 

attention of the SAT in each 

monthly meeting and 

added to the SAT calendar 

c) University-level events 

reviewed and checked for 

completeness/changes 

twice a year 

d) Members of Institute 

attending at least 60% of 

University Athena SWAN 

activities (90% for events of 

strategic importance to the 

implementation of Athena 

SWAN-related issues or 

agenda setting) 

e) Staff members ask about 

practices when speaking 

externally and report back 

to the SAT analysis and 

feedback officer 

administrator 

d) SAT chair 

e) analysis and 

feedback officer 

c) biannually 

d) monthly at SAT 

meeting 

1.7 

 

Create a SAT calendar 

where all regular SAT 

Identified the need for such a 

calendar 

A calendar overview of all 

recurring and one-time 

a) Create an overview 

detailing all regular 

a, b) Overview over the 

SAT-year created, all 

a, b) SAT calendar 

task force 
 

a, b) Overview of 

the typical SAT 

+ 



 

 

Action 

point 

Objective Actions/Progress 2016 

onwards 

Reflections Further/New 

actions 

Success indicator / 

target 

Responsibility Timeline 

  

  

activities and events 

are clearly marked 

and timelines for 

setting things in 

motion are included 

Athena SWAN-related 

activities to 

organise/attend each year 

would help the SAT to 

keep track of all necessary 

organisation needed 

throughout the year and 

ensure that people are 

reminded well in advance. 
 

activities and events and 

their timelines during a 

given year (to be part of 

the collective memory - 

see Action point 1.8) 

b) Include a section of 

optional events that can 

be scheduled in the 

calendar  
 

currently known recurring 

events and tasks included 

and overview added to the 

collective memory 
 

year and optional 

events created by 

December 2020. 

Preliminary 

calendar created 

by March 2020. 
 

1.8 

 

 

 
 

Create a collective 

memory with 

description of Athena 

SWAN-related 

activities and events 

and considerations for 

the organisation of 

those, and of specific 

roles for SAT 

members 

Identified the need for this 

collective memory 

In order to rotate SAT 

membership without 

losing momentum and 

knowledge in the broader 

group, we will create a 

collective memory of past 

events and activities, how 

they were organised , a 

description of further 

activities, roles within SAT 

and any other useful 

information that need to 

be passed on to all new 

SAT members 

a) Create a first collective 

memory with description 

of events that have 

happened in the past 

year, how they were 

organised (what to 

consider/prepare) and 

other important 

information and pointers 

for the SAT and make it a 

part of the self-

assessment process 

b) Revise the collective 

memory annually to add 

new events and changes 

that might influence the 

organisation. This will be 

a standing item on the 

SAT calendar to be 

scheduled explicitly every 

year (Action point 1.7) 

a) Collective memory 

taskforce established 

a) Collective memory first 

draft created 

b) Updating scheduled in 

the yearly calendar 

b) Task force responsible 

for updates created or 

meeting scheduled every 

year  

a) SAT chair and 

collective memory 

task force 

b) SAT event and 

scheduling officer 

a) Collective 

memory created 

by December 

2020 

b) Annually 

1.9 

 

 

Establish a physical 

and a digital Athena 

SWAN feedback & 

suggestion box/form 

Identified need for an Athena 

SWAN feedback and suggestion 

box/form and accompanying 

information sheet to provide 

 
a) Install physical 

feedback and suggestion 

box outside social rooms 

at Gilmorehill and 

a) Physical feedback and 

suggestion box is installed 

at Graham Kerr and 

Garscube 

a, c & d) SAT 

administrator 

b) SAT analysis 

and feedback 

a, b & c Box and 

form to be 

established by 

June 2020  

G 

G 



 

 

Action 

point 

Objective Actions/Progress 2016 

onwards 

Reflections Further/New 

actions 

Success indicator / 

target 

Responsibility Timeline 

  

to collect suggestions 

for actions to be taken 

by SAT and alert SAT 

of any problems that 

should be addressed. 

Include an 

information sheet 

about the purpose of 

the box and how it is 

going to be used. 

feedback and suggestions 

anonymously. If wished by the 

person, there will be an option 

for providing contact details for 

follow up discussions. 

Garscube campuses 

b) Create information 

sheet explaining the 

purpose of the feedback 

and suggestion box and 

detailing examples of 

items on which feedback 

can be given.  

c) Create contact form for 

feedback and suggestions 

to the IBAHCM SAT on 

IBAHCM website sending 

the feedback to the SAT 

email address (Action 

point 1.10).  

d) Collect, compile and 

present feedback in each 

SAT meeting 

b) Information sheet 

created and hung/placed 

close to box 

c) Contact form for 

feedback and suggestions 

to IBAHCM SAT created and 

active and linked to 

IBAHCM SAT email (Action 

point 1.10) 

c) Possibility to send 

feedback/suggestion 

anonymously included 

d) Feedback and 

suggestions from the box 

are discussed at the SAT 

meeting and are noted in 

the meeting minutes 

together with ongoing 

actions 
 

officer c & d) Monthly 

1.10 

 

 

Create a SAT email 

address that serves as 

primary contact 

address for anyone 

who wants to contact 

the IBAHCM SAT 

Identified need for a IBAHCM SAT 

email address that remains 

unchanged but can be 

transferred to rotating SAT 

admin staff and chairs 

 
a) Create a IBAHCM SAT 

email address 

b) Post SAT email address 

as contact email on the 

Athena SWAN SAT section 

of the IBAHCM website 

c) IBAHCM SAT email 

inbox linked to email 

inbox of current SAT 

administrator 

d) Procedure to transfer 

IBAHCM SAT email to new 

admin support staff and 

chair (at the time of 

rotation) detailed in the 

a) IBAHCM SAT email 

address created and 

functional 

b) IBAHCM SAT email stated 

as contact email on website 

c) Email address linked to 

inbox of current SAT 

administrator (Claire 

Malcom) 

d) Procedure of transfer of 

IBAHCM SAT inbox to new 

admin support staff and 

chair detailed in the 

collective memory  

a, b, c) SAT 

administrator 

d) Collective 

memory task force 

a & b) By 

December 2020 

c) When required 

(if SAT 

administrator 

changes) 

d) By December 

2020 

G 

G 



 

 

Action 

point 

Objective Actions/Progress 2016 

onwards 

Reflections Further/New 

actions 

Success indicator / 

target 

Responsibility Timeline 

collective memory (Action 

point 1.8) 

1.11 

 

 

Define standing roles 

for SAT members with 

responsibilities for 

specific items to be 

defined in the 

collective memories 

We will transition from a model 

of short-lived ‘working groups’ to 

permanent standing roles to 

disambiguate lines of 

responsibilities within the SAT 

Task forces will be created for 

short-term initiatives that need 

to be carried out. 

Some examples of roles 

needed:  

SAT monitoring and 

evaluation (M&E) officer 

SAT event and scheduling 

officer (calendar person) 

SAT analysis and feedback 

officer (for in depth 

interviews and co) 

SAT communication 

officer 

SAT wellbeing at work 

representative 

SAT chair (as wonted) 

SAT administrator (as 

wonted) 

a) Define these roles and 

describe 

resorts/responsibilities in 

the collective memory 

(Action point 1.8) 

b) Assign roles to SAT 

members 

c) Keep role descriptions 

up to date 

a) Roles defined and 

described in collective 

memory 

b) SAT members assigned 

to roles 

c) Description of roles 

updated regularly (as part 

of collective memory 

update) 

a) Collective 

memory task force 

b) SAT chair to 

coordinate 

c) Updating task 

force 

a & b) December 

2020 

c) Annually 

1.12 

 

 

Achieve gender 

balance in seminar 

speakers 

Monitoring indicates we do not 

consistently achieve gender 

balance. 

- Evidence suggests both 

male and female hosts 

are more likely to invite 

male speakers 

- Evidence suggests that 

female speakers may 

have to cancel more often 

than male speakers 

a) Keep a record of all 

speakers who were 

invited and whether or 

not they accepted and 

whether the seminar 

happened as planned 

b) Change from a rolling 

inclusion of speakers 

filling up slots as 

suggestions are made to 

collecting a pool of all 

possible speakers and fill 

up slots with diversity in 

mind. If a speaker cancels 

strive to replace with a 

a) Data on seminar 

speakers include invitations 

made, declinations, and 

cancellations as well as 

seminars accepted and 

conducted gender and 

country of speaker 

b) Gender balance among 

seminar speakers 

 

a) SAT M&E 

b) Seminar 

organisers with 

SAT chair 

a) From October 

2020 

b) By October 

2021 (then 

continuous) 

G 

G 



 

 

Action 

point 

Objective Actions/Progress 2016 

onwards 

Reflections Further/New 

actions 

Success indicator / 

target 

Responsibility Timeline 

speaker of the same 

gender 

c) Include country of 

origin as consideration for 

diversity in seminar 

speakers 

2 Baseline data and 

supporting evidence 

   
(Lettering in these three columns refers to the column ‘Further actions’) 

2.1 

 

 

 

  

Annually collect, 

record and analyse 

data on staff and 

students, 

appointments, 

promotions, 

committees, 

contracts, maternity 

and parental leave, 

flexible working, 

grants and other data 

needed for Athena 

SWAN activities and 

application 

PGT / PGR numbers collected as 

well as number of applications, 

offers, acceptances ; staff profiles 

by grade collected; staff turnover 

data collected as well as number 

of applications, shortlisting, 

offers, and acceptances; 

promotion data collected; 

committee memberships partly 

collected; contract types 

collected; maternity leave 

collected; flexible working 

applications collected 

- Currently, a Dropbox 

folder is available where 

collected data are stored. 

However, not all data are 

easily accessible (e.g. 

external committee 

memberships) and efforts 

are still required to access 

primary data from 

academic or 

administrative staff 

responsible for these 

activities (e.g. PGR 

convenors) and compiling 

these data 

- Appointment 

committees: since 2019 

there is a new process on 

recording appointment 

panel memberships that 

will make collection of 

appointment data easier 

a) Create mechanisms to 

collect, compile and 

analyse all these data 

annually (for example an 

automated system that 

allows staff to upload 

data that are not 

collected centrally when 

required). Describe the 

mechanism for the 

collective memory. 

b) Collect and analyse 

these data annually and 

feedback results to SAT 

c) Specifically widen 

scope of data collection 

to include gender break 

down for small internal 

grant awards (e.g. Staff 

Development Funds, 

Carers funding, and ISSF 

Catalyst awards) 

a) Mechanisms created and 

functional 

a) Data easily accessible to 

SAT members 

b) Data collected, analysed 

and fed back to SAT 

a & b) SAT M&E a) December 

2020 

b) Annually 

+ 



 

 

Action 

point 

Objective Actions/Progress 2016 

onwards 

Reflections Further/New 

actions 

Success indicator / 

target 

Responsibility Timeline 

2.2 

 

 

Seek staff and PhD 

experience through 

regular staff survey 

every 18 months  

- Process established for 

confidential on-line survey 

delivery and analysis  

- Survey included academic, 

professional and support staff 

- Staff survey 2019 has informed 

large part of the Athena SWAN 

application 

- High (92%) response rate 

achieved 

- Survey fatigue is setting 

in with staff due to high 

number of surveys across 

the University 

- It would be beneficial to 

employ an expert to help 

us design a good staff 

survey in order to answer 

questions on Athena 

SWAN-related issues and 

collect comparable data 

over several years 

- Staff survey did not 

include PhD students but 

should be expanded to do 

so since PhDs form an 

important part of IBAHCM 

a) Conduct staff survey 

once every 18 months 

with a response rate of 

>90% 

b) Consult an evaluation 

specialise to support the 

design of the staff survey 

and questions that will 

yield comparable data 

across years. Input will be 

sought also regarding the 

length of the survey to 

yield quality data, while 

minimising/avoiding 

respondent fatigue 

c) The survey will be pilot 

tested before 

implementation to 

quantify survey duration 

and assess the suitability 

of the questions. 

d) Include PhD students in 

the staff survey. 

a) Surveys conducted 

regularly and high (>90%) 

response rates maintained 

b) Survey developed, and 

taking maximum 15 

minutes to fill in 

c) Survey pilot tested and 

adaptations from pilot 

testing implemented 

d) PhD students included in 

staff survey 

a) SAT M&E & 

survey task force 

(Action point 2.5) 

b-d) Survey task 

force 

a) Continually 

(every 18 

months) 

b-d) New survey 

developed and 

piloted by Nov 

2020 

+ 



 

 

Action 

point 

Objective Actions/Progress 2016 

onwards 

Reflections Further/New 

actions 

Success indicator / 

target 

Responsibility Timeline 

2.3 

 

 

Conduct focus group 

discussions and in-

depth interviews with 

staff to get deeper 

understanding of 

issues raised in staff 

survey and feedback 

opportunities 

- Focus group discussions or 

tailored discussions have been 

held each year at Institute Away 

Days on a range of relevant 

issues, e.g. (1) resilience, stress 

and work-life balance including 

opportunities and challenges at 

various career stages (2017 Away 

Day), (2) managing stress and 

improving mental wellbeing as 

well as speaking with confidence 

through effective voice 

projection (2018 Away Day), (3) 

mentorship, gender equality 

opportunities and key career 

transitions for students (2016 

Away Day), (4) the work 

environment - what works and 

what can be improved (2019 

Away Day). In some instances, 

participants were asked to 

brainstorm and prioritise 

proposed solutions focusing on 

the most feasible ones. A record 

of points raised by participants 

has been kept with clear actions 

to be taken forward.  

Students and staff 

appreciate opportunities 

to discuss and contribute 

to enhancements to the 

work environment 

through tailored sessions. 

The workshops designed 

for the 2019 Institute 

Away Day worked 

particularly well as 

random allocations to 

groups allowed mixing of 

participants, including 

academic and non-

academic staff, and 

students. The design also 

provided everyone with 

an opportunity to 

contribute by ensuring 

turn-taking in 

conversations through 

careful facilitation and by 

promoting collective 

decision-making 

procedures.  

a) Focus group 

discussions related to the 

work environment 

conducted every year at 

Institute Away Day 

b) Offer opportunities for 

in-depth discussions of 

issues raised in suggestion 

box and staff survey 

through dedicated 

surgery sessions  

c) Include updates on how 

suggestions have been 

addressed at Away Day 

d) Evaluate the usefulness 

of the qualitative data 

gathering through a short 

evaluation process on the 

qualitative data gathering 

initiatives 

a) Focus groups are a 

standing item on the Away 

day agenda 

b) At least two in-depth 

interviews on raised issues 

per year 

c) Updates are a standing 

item on the Away day 

agenda 

d) >90% of participants in 

focus groups or in-depth 

interviews are satisfied with 

its usefulness 

d) >85 % of staff are 

confident that action will be 

taken following the staff 

survey/focus group 

discussions 

a) Away Day 

organisers 

b & d) SAT analysis 

and feedback 

officer 

c) SAT 

chair/analysis and 

feedback officer 

and away day 

organisers 

a & c) Annually 

b) On-demand 

whenever issues 

come up but at 

least annually 

d) Continually 

whenever 

qualitative data is 

gathered 

+ 



 

 

Action 

point 

Objective Actions/Progress 2016 

onwards 

Reflections Further/New 

actions 

Success indicator / 

target 

Responsibility Timeline 

2.4 

 

 

Continue tweeting 

about Athena SWAN 

related events and 

news 

- SAT member (SAT 

communication officer – Action 

point 1.11) has been identified to 

manage communication related 

to Athena SWAN activities  

- Regular tweets about Athena 

SWAN-related events (e.g. LGBT 

in STEMM day) disseminated 

through @IBAHCM (>2,100 

followers as of September 2019) 

- Promotion of IBAHCM's 

International Women's Day's 

activities (2019) through Twitter 

leading to recognition for "best 

practice in Education/Academia" 

A structured system to 

monitor social media 

traffic related to Athena 

SWAN events would 

enable us to improve our 

understanding of who our 

followers are and of the 

outreach of our activities 

both within and beyond 

the University 

a) Set up a system to 

regularly monitor 

analytics, particularly at 

the time of Athena 

SWAN-related events 

b) Include instructions on 

getting Twitter account 

analytics into collective 

memory  

c) Continue tweeting and 

disseminating news about 

Athena SWAN related 

issues and events 

a) Task to monitor traffic 

assigned to SAT 

communication officer (see 

Action point 1.11) 

b) Instructions added to the 

collective memory 

c) Increased traffic to our 

twitter account especially 

around Athena SWAN 

events as measured by 

tweet impressions 

a) SAT chair 

b) Collective 

memory task force 

c) SAT 

communication 

officer 

a) 

Communication 

officer elected by 

March 2020 

a) Analytics to be 

produced and 

examined 

quarterly 

b) Section added 

by December 

2020  

c) Tweets and 

other 

communications 

continuously, 

particularly 

around Athena 

SWAN events  

3 PGT and PGR 

students 

   
(Lettering in these three columns refers to the column ‘Further actions’) 

3.1 

 

  

Achieve/maintain a 

balance in student 

applications, offers, 

acceptances, and 

completion rates by 

gender for PGTs and 

PGR programmes 

Methods for data collection have 

been developed for both PGT 

and PGR programmes: 

- PGT programmes - Between 

2015 - 2018, steady number of 

female students accepted into 

our PGT programmes (52-68% - 

see Fig 4.1.1), which is consistent 

with national averages (69.5% of 

biological sciences students with 

70.5% of veterinary science 

students being females). 

Completion rates in PGT 

programmes have been generally 

- We saw a drop in 

completion rates in PGT 

programmes in 2016-

2017 (see Table 4.1.1), 

but this applied to both 

females and males  

- Applications to our PGR 

programmes from 

females and males remain 

mostly stable with 

generally slightly more 

women applying. 

Acceptance rates are also 

stable and without 

a) Continue to monitor 

student numbers and 

gender balance in the PGT 

and PGR programmes 

relative to the national 

picture 

b) Ensure that potential 

emerging imbalances can 

be addressed in a timely 

manner if required 

a) Numbers are collected 

and assessed at least once 

per year 

b) Equal % female 

applications and offers in 

both PGT and PGR 

programmes 

b) High (>80-90%) 

completion rates in PGT 

programmes 

b) High (>90%) completion 

rates in PGR programmes 

b) Issues that arise are 

a) SAT analysis and 

feedback officer 

together with PGT 

programme 

coordinator 

(currently Barbara 

Mable) and PGR 

convenors 

(currently Louise 

Matthews, Richard 

Reeve and Kathryn 

Elmer) 

b) SAT analysis 

and feedback 

a) Annually 

b) On demand 

+ 

+ 



 

 

Action 

point 

Objective Actions/Progress 2016 

onwards 

Reflections Further/New 

actions 

Success indicator / 

target 

Responsibility Timeline 

high (see Table 4.1.1). 

- PGR programmes - In any given 

year, over half of the PGR 

students in our programme are 

females (56-61% - see Table 

4.1.4), similar to national 

averages for biological and 

veterinary sciences (ECU 2018 

benchmarks: 60.2% and 65.9% 

PGR female students). 

Applications to and offers for our 

PGR programmes equal for 

females and males (50- 63% 

females per year) - see Fig 4.1.2. 

Overall completion rates >95%. 

obvious gender 

imbalances.  

- Overall, we identify no 

gender bias against 

females, as 50% or more 

applicants are females 

and the proportion of 

male applicants who are 

offered contracts is equal 

to the proportion of 

female applicants who 

receive an offer 

discussed by SAT officer 

3.2 

 

 

Seek PGT and PGR 

experiences 

- PGT students satisfaction 

assessed on an annual basis. 

Steady increase in satisfaction 

rates since implementation of 

the programmes, with highest 

satisfaction (97%) for the 2018 - 

2019 programme across all 

programmes offered at College 

level. Highest score in 6 of 8 

areas assessed. Satisfaction in all 

areas has improved since last 

assessment.  

- PGT students' representatives 

appointed annually to solicit 

more direct feedback from the 

students (they are part of SAT) 

- PGR experiences sought 

through national survey and 

direct feedback obtained by the 

- To avoid respondent 

fatigue (given that PGR 

students already 

complete a national-level 

survey), it was decided to 

collect PGR students' 

experiences through 

more direct initiatives led 

by the students' 

representatives. Regular 

communication with the 

PGR convenors has 

enabled students' 

feedback to be examined 

and addressed on a timely 

basis. 

- PGR representatives are 

part of SAT and regularly 

feedback issues relevant 

a) Continue to collect and 

analyse data on PGT and 

PGR students' 

experiences through 

University-level and 

national surveys  

b) Gather direct feedback 

via the PGT and PGR 

students' representatives 

and report back to course 

coordinators or SAT 

where appropriate  

a) Data collected, analysed 

and interpreted every year 

a & b) Maintained high 

(>90%) students' 

satisfaction 

b) Feedback collected 

regularly 

a) SAT analysis and 

feedback officer 

and PGT 

programme 

coordinator 

(currently Barbara 

Mable) 

b) PGR convenors 

(currently Louise 

Matthews, Richard 

Reeve and Kathryn 

Elmer) and PGT 

and PGR students' 

representatives 

(rotated annually) 

a) Annually 

b) Monthly (by 

students' 

representatives) 

and at least 

biannually (with 

PGT 

programme/cour

se coordinators)  

+ 



 

 

Action 

point 

Objective Actions/Progress 2016 

onwards 

Reflections Further/New 

actions 

Success indicator / 

target 

Responsibility Timeline 

PGR representatives by email 

(regularly) and in person (several 

times a year) with feedback fed 

to the convenors in person (two 

meetings/year) 

tot PGRs to the SAT 

3.3 

 

 

 

Ensure that there is 

adequate information 

easily available 

containing 

information on what 

support is offered by 

the Institute and 

University, if students 

are encountering 

difficulties 

- Information materials on 

mental health, harassment etc. 

available in social areas at both 

campus 

- Mental health information and 

resources are available through 

the website, and further 

disseminated at Institute Away 

Day (attended by PGR students) 

- A list of mental health first 

aiders can be found at message 

boards in front of the social room 

- PGT and PGR students' 

induction activities held at the 

beginning of each academic year 

and induction brochures 

Since August 2019 the 

University of Glasgow has 

granted all staff and 

students access to the 

NHS online support 

service "the big white 

wall" which has been 

widely advertised 

a) Raise awareness of the 

big white wall service to 

all staff and students and 

raise awareness of its 

existence and free access 

for UofG members 

b) Continue to include 

information on available 

support offers during 

induction and Away Day 

sessions 

c) Continue to update 

information material on 

notice boards 

d) Include the standing 

task to update support 

a) Email sent to all staff 

a & b) >90% of students 

aware of support and 

information available in 

next staff survey 

b) Information is provided 

during inductions and Away 

Days 

c) Information reviewed 

and updated biannually 

d) Updated support 

information added into the 

SAT calendar and SAT-year 

overview 

a) SAT 

communication 

officer 

b) Induction 

organisers - PGT 

programme 

coordinator 

(Barbara Mable) 

and PGR 

convenors (Louise 

Matthews, Richard 

Reeve and Kathryn 

Elmer) - and Away 

Day organisers 

c) SAT 

communication 

a) By March 2020 

b) Continuous 

c) Biannually 

d) December 

2020 + 



 

 

Action 

point 

Objective Actions/Progress 2016 

onwards 

Reflections Further/New 

actions 

Success indicator / 

target 

Responsibility Timeline 

developed 

- Away Day tailored to new PGR 

students hosted annually by PGR 

students' convenors 

information in the SAT 

calendar and SAT-year 

overview 

officer 

d) SAT Calendar 

task force 

3.4 

 

 

 

Make students and 

staff aware about 

existing mental health 

support and 

encourage all staff 

members who 

support students to 

attend training 

courses on student 

mental health offered 

by UofG counselling 

and psychological 

services 

Several sessions on mental 

health and support available 

held, including distribution of 

brochures and leaflets: (1) 

Institute Away Day (2018), 

(2)Mental Health Awareness 

Week (2019), (3) Wellbeing at 

Work Week (2019) and (4) 

Wellbeing at Work Week 

(2018).Information is also 

distributed via email and posted 

on notice boards near social 

rooms. 

While awareness on 

students' mental health 

has been raised, staff 

members feel that they 

would not be able to 

address specific issues 

without the support of 

professional counsellors 

and psychologists 

a) Continue to provide 

material and information 

on support available to 

handle mental health 

issues both amongst 

students and staff, 

including inclusion in 

induction packages 

b) Promote the big white 

wall to students and staff 

also as part of induction 

activities  

c) Ensure that information 

material on mental health 

specifically states where 

professional help can be 

accessed and that the 

UofG counselling and 

psychological services are 

advertised 

d) Make it mandatory for 

all teaching and 

supervising staff to attend 

the "students' mental 

health" training by UofG 

counselling and 

psychological services 

a - c) Information is 

updated and distributed at 

regular intervals 

a - c) >90% of students and 

staff are aware of support 

available to address mental 

health issues 

d) All teaching and 

supervisory staff have 

completed students' mental 

health training 

a) SAT 

communication 

officer together 

with PGT 

programme 

coordinator 

(Barbara Mable), 

PGR convenors 

(Louise Matthews, 

Richard Reeve and 

Kathryn Elmer)  

b & c) SAT 

communication 

officer 

d) SAT chair 

a) Annual at 

Institute/PGR 

students' 

inductions and 

Away Days  

b & c) By March 

2020 then regular 

checks/reminders 

d) By June 2020 

3.5 

 

Monitor outreach 

activities by students 

  
a) Devise mechanisms to 

track outreach activities 

performed by students 

a) Monitoring mechanism 

established 

b) Data collected regularly 

a & b) SAT M&E 

c) Collective 

memory task force 

a) September 

2020 

+ 



 

 

Action 

point 

Objective Actions/Progress 2016 

onwards 

Reflections Further/New 

actions 

Success indicator / 

target 

Responsibility Timeline 

 

 

b) Collect data on student 

outreach activities and 

make data easily 

accessible to SAT 

c) Add a section on how 

to collect data on 

students' outreach 

activities to collective 

memory 

and deposited in a way that 

is accessible to SAT 

c) Section on how to collect 

and file data on student 

outreach activities added to 

collective memory 

and SAT M&E b) Continuous 

c) December 

2020 

3.6 

 

 

Achieve greater 

confidence that 

bullying, harassment 

and bad behaviour 

will be appropriately 

managed at Institute, 

College, and 

University levels. 

- We held two Bullying and 

Harassment workshops on the 

theme of ‘Where do you draw 

the line?’ led by Fiona 

McClement, Equality, Diversity 

and Inclusion Manager at UCL. All 

staff were required to attend one 

of these workshops and the 

workshop was also advertised to 

everyone associated with 

IBAHCM 

- Information about support and 

resources for staff and students 

who experience bullying and 

harassment are provided via our 

website, at central noticeboards, 

and via email 

- We are concerned about 

the relatively low 

confidence of staff in the 

Institute’s effectiveness at 

managing bullying, 

harassment, and 

offensive behaviour 

- Confidence in the 

institute’s management 

of complaints was not 

clearly associated with 

the actual experience of 

bullying, harassment, or 

offensive behaviour 

a) Conduct new bullying 

and harassment training 

with a focus on 

supporting victims, 

intervening and 

prevention. More detailed 

surveys of staff opinion 

on bullying and the 

management of this issue. 

b) Promote the 

procedures that exist 

around bullying, 

harassment and offensive 

behaviour complaints 

c) Establish and train a 

network of confidants 

from different grades, 

staff types, and minority 

groups whom staff can 

confide in and who can 

give advice 

without/before 

necessitating an official 

complaint 

a) One workshop organised 

and held 

b) Poster and email 

campaign launched 

c) Network established and 

volunteer confidants 

trained 

a-c) >80% confidence in the 

Institute’s effective 

management of bullying 

and harassment complaints 

(<5% disagreement) 

a) Workshop 

taskforce 

b) SAT 

communication 

officer / SAT 

administrator 

c) SAT wellbeing at 

work agent 

a) In 2020 

b) June 2020 

c) April 2020 

4 Key career transition 
   

(Lettering in these three columns refers to the column ‘Further actions’) 

G 

G 



 

 

Action 

point 

Objective Actions/Progress 2016 

onwards 

Reflections Further/New 

actions 

Success indicator / 

target 

Responsibility Timeline 

points, appointments 

and promotions 

4.1 

 

 

Support all staff to 

apply for promotion 

when they meet the 

promotion criteria 

- Promotion workshops offered 

once a year at both campuses  

- The proportion of eligible 

women applying for promotion 

has remained high (>50%) 

exceeding 80% in the 2017 - 2018 

round. During 2015 - 2019, out of 

all successful applicants for 

senior positions >53% were 

women  

- 78% of staff understands the 

promotion process and criteria 

(2019 staff survey) 

- 92% of staff agree that they 

have been treated fairly 

regardless of gender with respect 

to promotion/regarding 

- P&DR reviewers required to 

discuss promotion during review  
 

Some staff still report to 

not properly understand 

the promotion process. 

Continued efforts are 

needed to make the 

promotion process and 

criteria clearer  

a) Continue to provide 

information sessions on 

the promotion process 

through tailored 

workshops and during the 

P&DR 

b) Further training for 

P&DR reviewers 

emphasising the 

requirement to discuss 

promotion and explain 

criteria at P&DR.  

c) Continue to support 

and encourage female 

career progression at all 

stages 

a) High (>80-90%) 

understanding of 

promotion processes and 

criteria  

b) >70% of staff report that 

they have been developed, 

encouraged and helped to 

apply for promotion or 

regrading within the 

Institute 

a-c) Maintained or 

increased % of all eligible 

females applying for 

promotion 

a) SAT chair 

b & c) Director of 

Institute 

a & b) Annual 

c) Continuously 

4.2 

 

Support line managers 

and staff through the 

rewards and 

recognition process 

 
Only 59% of P&S staff 

claim to understand the 

Reward and Recognition 

process (68% of females, 

41% of males). Further 

efforts are needed to 

make staff aware of the 

rewards and recognition 

process, and to encourage 

applications 

a) Provide information on 

reward and recognition 

process as part of the 

promotion workshops 

b) Provide links to 

relevant University 

webpages within the 

Institute website 

c) Encourage staff and 

their line managers to 

consider this opportunity 

as part of the P&DR 

a) Information provided 

during promotion 

workshops 

a) High (>80-90%) 

understanding of reward 

and recognition process 

b) Link added to homepage 

c) Information on rewards 

and recognition provided 

during P&DR training 

c) Increase in number of 

reward and recognition 

a) Workshop task 

force 

b) SAT 

administrator 

c) Director of 

Institute 

a) Annual (goal 

reached by end 

of 2021) 

b) By June 2020 

c) Annual (goal 

reached by 2022) 

+ 

+ 



 

 

Action 

point 

Objective Actions/Progress 2016 

onwards 

Reflections Further/New 

actions 

Success indicator / 

target 

Responsibility Timeline 

review applications (to 50% by 

2022) 

4.3 

 

 

 

 

Ensure Job 

descriptions of all 

new/replacement 

posts include 

information on part-

time, job-sharing, 

flexible working and 

equal opportunities; 

mention the 

Institute’s Athena 

SWAN Silver award; 

and use language that 

is gender sensitive to 

encourage applicants 

from all genders 

- All job descriptions of new posts 

now include a version of the 

following statements:  

"In May 2014 the Institute of 

Biodiversity, Animal Health & 

Comparative Medicine was 

awarded an Athena SWAN 

Bronze departmental award; and 

then in October 2016 we were 

awarded the Athena SWAN Silver 

departmental award. [...]” 

"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." 

- Job advertisements use gender-

neutral phrasings such as "the 

postholder" or "the candidate" 

and use the gender neutral 

pronoun "they" 

- The number of female and male 

applicants has remained stable 

(41 - 54% of women applying for 

jobs at the Institute), but on 

 
a) Continue with targeted 

advertising to STEMM 

networks (Daphnet, WISE) 

and women in science 

groups using social media 

to increase applications 

from female scientists 

b) Job descriptions to 

include material on 

flexible and family-

friendly working policies, 

mentoring/support 

networks, promotion  

c) Develop guidelines for 

staff regarding advertising 

procedures to target 

specific networks and 

groups  
 

a & c) Set of easy-to-use 

guidelines created to 

support those preparing job 

adverts and descriptions 

and disseminating them 

a) Balanced number of male 

and female applications to 

positions at all levels at the 

Institute (~50% applicants 

of either gender per year)  

b) Material added to all job 

descriptions  

a & c) Recruitment 

support staff 

(Lorna Kennedy) 

b) Staff who 

advertise positions 

together with 

recruitment 

support staff 

(Lorna Kennedy) 
 

a, b & c) By 

September 2020 
 

+ 



 

 

Action 

point 

Objective Actions/Progress 2016 

onwards 

Reflections Further/New 

actions 

Success indicator / 

target 

Responsibility Timeline 

average <50% 

4.4 

 

 

Monitor staff reasons 

for leaving 

General information on main 

reasons for leaving is collected 

centrally by HR. See table 4.2.2 

Reasons for leaving 

collected encompass 

main reason and 

destination. To ascertain 

whether there may be 

any concerns related to 

the work environment, 

promotion/career 

progression or other 

issues, and whether there 

are any factors unequally 

distributed between 

genders, it should be 

monitored more in-depth 

a) Develop a short end-of-

contract questionnaire to 

understand how far lack 

of advancement 

possibilities or bad 

experiences influence 

decision to leave over 

genuinely more desirable 

positions elsewhere 

b) Recruitment/HR 

support to conduct exit 

interviews with staff (incl 

postdocs) to develop a 

more in-depth 

understanding of the 

reasons for leaving 

c) Develop exit interview 

guidelines to ensure the 

desired information is 

captured accurately 

a) Questionnaires starting 

ca. August 2020 

b) Interviews starting ca. 

September 2020 

c) Guidelines developed 

and operational 

a) SAT recruitment 

task force 

together with 

Head of 

professional 

services 

b) HR support 

(Lorna Kennedy) 

c) SAT recruitment 

task force 

together with HR 

support 

a) By August 

2020 

b) By September 

2020 

c) By September 

2020 

4.5 Continue to train all - Unconscious bias training made - A new system to record a) Continue to ensure that a) All new staff complete a) Line managers a, b & c) 

+ 



 

 

Action 

point 

Objective Actions/Progress 2016 

onwards 

Reflections Further/New 

actions 

Success indicator / 

target 

Responsibility Timeline 

 

 

staff in recruitment 

and selection 

including unconscious 

bias training to 

achieve a high 

number and diversity 

of staff available for 

appointment 

committees  

compulsory to all Institute staff 

- 96% of staff agrees that there is 

a fair representation of women 

and men on Institute committees 

- Gender balance of appointment 

committees is mostly even over 

all positions 

appointment committee 

composition has been 

introduced in the last year 

making it easier to 

monitor committee 

composition 

- Appointment 

committees have been 

generally balanced, but 

an internal system 

(independent of HR) to 

continually monitor their 

composition would allow 

us to identify potential 

gender imbalances in real 

time 

- HR have developed a 

comprehensive training 

package for staff to 

complete in order to be 

eligible to sit in 

appointment committees 

newly recruited staff 

complete unconscious 

bias training 

b) Encourage staff to do 

additional training 

needing to be eligible to 

participate in 

appointment committees 

c) Ensure diversity in the 

appointment committees 

the unconscious bias 

training during their 

probationary period  

b) ~60% of staff completing 

additional training needed 

to be eligible to participate 

in recruitment committees 

c) Gender balance in 

appointment committees  

and HR support 

(Lorna Kennedy) 

b & c) HR support 

(Lorna Kennedy) 

Continually 

4.6 

 

 

Encourage, suggest 

and support female 

staff to apply for and 

enrol in leadership, 

research 

administration and 

management training 

Advice on these courses is being 

provided regularly by line 

managers at P&DR 

Access to leadership 

training tailored to 

women has been mainly 

available to research 

fellows as part of the 

career development 

programme offered 

through their fellowships 

a) Nominate an Aurora 

champion (male or 

female) at Institute level 

b) Purchase places on 

Aurora leadership training 

programmes for two 

women per year to 

enable more staff to take 

leadership courses 

c) Identify and promote 

other women in science 

training opportunities and 

a) Aurora champion 

nominated every year 

b) Two female staff enrol in 

Aurora leadership training 

course every year 

c) Increase in number of 

female staff who enrol in 

leadership, research 

administration and 

management training by 

20% 

a - c) Director of 

institute and HR 

support (Lorna 

Kennedy) 

a & b) Annual 

c) By June 2021 

+ 

+ 



 

 

Action 

point 

Objective Actions/Progress 2016 

onwards 

Reflections Further/New 

actions 

Success indicator / 

target 

Responsibility Timeline 

communicate to staff  

4.7 

 

 

Include SAT member 

or other equality and 

inclusiveness 

representative in the 

short-listing panel for 

all permanent 

positions 

Need identified 
 

Appoint a SAT member 

who makes sure diversity 

considerations are 

properly accounted for 

during the entire 

appointment process for 

permanent positions 

SAT member part of all 

recruitment panels for 

permanent positions 

SAT chair and 

Athena SWAN 

recruitment 

representative 

Continually 

4.8 

 

 

Lobby the University 

through all means 

including the CMG, 

CEIDC and the 

University Gender 

Equality Committee to 

routinely cover staff 

and staff family visa 

costs where 

applicable. 

 We repeatedly observe 

our international staff 

(and particularly ERC staff 

with families on lower 

salaries) struggle to 

manage the financial 

impacts of having to cover 

rapidly increasing fees for 

visa 

 UofG joins other 

progressive UK universities 

by agreeing to cover visa 

fees for international staff 

(or at least a meaningful 

contribution to such fees). 

DoI and Institute 

representatives on 

key committees. 

All opportunities 

5 Career advice and 

support 

   
(Lettering in these three columns refers to the column ‘Further actions’) 

5.1 

 

 

Ensure all staff, and 

especially line 

managers, are fully 

aware the promotion 

process and criteria 

- 91% of staff have received 

support during key transition 

points 

- 87% agree that appropriate 

support is provided at each stage 

of the promotion process 

Turnover rates of ECR 

staff are inevitably quite 

high so constant efforts 

must be made to 

maintain awareness. 

a) Include a session on 

the promotion process at 

Institute Away Day 

b) Conduct further focus 

groups or in-depth 

interviews on promotion 

based on Away Day 

discussions and other 

feedback 

a) Discussions scheduled 

annual Away Days 

b) Feedback and 

information sought  

a) Away Day 

organisers  

b) SAT analysis 

and feedback 

officer 

a) Biannually 

b) On demand 

5.2 

 

Support Institute staff 

in their role as 

mentors  

- Mentoring guidelines have been 

developed and made available to 

staff 

- Information and available 

online training materials on 

Staff recognise that the 

guidelines are helpful, but 

they feel that more 

tailored training would 

improve their 

a) Invite a consultant to 

provide a session on 

mentoring every year 

b) Continue to update 

a) Staff feels more 

supported in their 

mentoring roles  

b) >60% of staff find the 

a) Workshops task 

force 

b) SAT chair 

a) Annual 

b) By January 

2021 

G 

G 

+ 



 

 

Action 

point 

Objective Actions/Progress 2016 

onwards 

Reflections Further/New 

actions 

Success indicator / 

target 

Responsibility Timeline 

 

mentoring have been circulated 

- The mentoring programme has 

been assessed through the staff 

survey: 

 (1) 86% of staff feel that 

mentoring is important and 89% 

have been given opportunities of 

a mentor  

 (2) only 45% of staff find the 

meetings helpful 

- Workshops at Institute Away 

Day have highlighted the need to 

provide staff with tailored 

mentoring training opportunities 

understanding of 

processes around 

mentoring, and their roles 

both as mentors and 

mentees 

mentoring guidelines 

using knowledge acquired 

at tailored mentoring 

training sessions 

mentoring guidelines useful  

5.3 

 

 

Continue to promote 

the Institute as an 

attractive place for 

female researchers by 

publicising our Athena 

SWAN award, the 

positive actions taken 

and the positive 

outcomes achieved 

-An Athena SWAN section is 

included in the Institute website 

and information on our Athena 

SWAN silver award as well as 

information on flexible working 

are included in all job adverts  

It could be beneficial to 

also promote the Institute 

through membership of 

female staff in women in 

science groups and 

associations such as the 

"Association for Women 

in Science".  

a) Continue to include 

Athena SWAN relevant 

information on the 

website and in job 

advertisings 

b) Encourage women to 

join the association for 

women in science or 

other associations 

a) Athena SWAN 

information is up to date 

and easily accessible from 

the IBAHCM website and 

Athena SWAN statements 

are added to all job adverts 

b) Two female staff who are 

newly members of 

women's networks and 

associations 

a) Admin support 

(currently Claire 

Malcom, 

responsible for 

web page content) 

b) SAT chair 

(currently Dan 

Haydon) 

a) Continually 

b) First two by 

February 2021 

then at least one 

per year 

5.4 

 

 

Maintain an updated 

induction handbook 

with key information 

for new staff which is 

easily accessible on 

the Institute webpage 

- Induction handbook is available 

- 87% of staff agree that the 

Institute induction process meets 

their needs 

A need has been 

identified to regularly 

(every year) revise the 

handbook and to evaluate 

its usefulness 

a) Handbook remains up 

to date over time 

b) Task added to SAT-year 

overview 

c) Schedule updating in 

yearly calendar 

d) Evaluate usefulness 

induction process and 

handbook with staff 

a) Handbook remains up to 

date over time 

b) Task added to SAT-year 

overview  

c) Task scheduled in yearly 

calendar 

d) Evaluation conducted 

with ca. 50% of new staff  

a) SAT 

administrator 

b) Calendar 

creation task force 

c) SAT event and 

scheduling officer 

d) SAT M&E 

informed by HR 

support 

a & c) Annually 

b) December 

2020 

d) 3 months after 

start of new staff 

+ 

+ 

+ 



 

 

Action 

point 

Objective Actions/Progress 2016 

onwards 

Reflections Further/New 

actions 

Success indicator / 

target 

Responsibility Timeline 

5.5 

 

 

Institute to take the 

lead in developing 

and supporting 

greater awareness of 

student mental health 

issues in staff and 

student bodies 

through Away Days, 

and graduate forum 

- Mental health awareness and 

"getting help" information is 

posted at Institute information 

boards 

- The institute has 5 mental 

health first aiders who can 

provide initial support for mental 

health issues 

- Materials and events related to 

mental health have been 

included in the programme of 

the wellbeing week and Institute 

Away Day (see Action point 3.3) 

- All staff and students have 

access to the "big white wall" 

mental health support service 

from the NHS for free 

Since August 2019 the 

University of Glasgow has 

granted all staff and 

students access to the 

NHS online support 

service "the big white 

wall" 

a) Promote the big white 

wall to all staff and 

students and raise 

awareness of its existence 

and free access for UofG 

students 

b) Continue to offer 

induction activities and 

include information on 

support available at 

induction and Away Day 

sessions 

c) Provide a list of mental 

health first aiders with 

contact information close 

to the social spaces 

d) Add the task to update 

this information yearly 

into the SAT-year 

overview 

e) Schedule updating of 

this information into the 

yearly calendar 

a) information made 

available through email and 

on information boards 

b) Mental health issues 

added to induction 

handbooks and sessions 

and in Away Day schedule 

c) Updated list incl contact 

information available on 

notice boards 

d) Task added to the SAT-

year overview 

e) Task scheduled every 

year 

a & c) SAT 

communication 

officer 

b) PGT programme 

coordinator 

(currently Barbara 

Mable) and PGR 

convenors 

(currently Louise 

Matthews, Richard 

Reeve and Kathryn 

Elmer) and 

Institute Away 

Day's organisers 

d & e) Calendar 

task force 

e) SAT event and 

scheduling officer 

a) Annually 

before beginning 

of autumn 

semester 

b & e) Annually 

c) Continually 

d) December 

2020 

5.6 

 

 

 

New initiatives for 

technician training, 

and introduction of 

actions around the 

Technicians 

Commitment 

a) Introduction of Technical Skills 

Lab - following success of a pilot 

skills lab the intention is to run at 

least one lab per year subject to 

demand and interest 

Technicians wishing to 

broaden skill sets, and 

wanting recognition for 

the work they support 

and contribute to 

 

 

 

 

 

 

 

b) Transparency & 

consistency on what 

a) Positive feedback from 

the attendees following 

post-training assessments; 

Technicians coming forward 

to promote what they can 

teach peers; widening of 

core skills 

 

b) Technicians being 

credited with contribution 

a) Technical 

Resource Manager 

and SAT member, 

Anne Graham 

 

 

 

b)  DoI and 

Institute PIs 

 

a) Ongoing and 

continuous 

 

 

 

 

 

b) Immediate 

from Jan 2020 

+ 

G 



 

 

Action 

point 

Objective Actions/Progress 2016 

onwards 

Reflections Further/New 

actions 

Success indicator / 

target 

Responsibility Timeline 

merits author listing on 

publications and 

celebration of 

achievements of technical 

staff 

c)  Appointment of two 

further technicians to the 

UofG Technician 

Commitment (TC) active 

community 

d) Add workshop/section 

on TC to the Institute 

Away Day 

to publications in a  

consistent fashion 

 

 

c) Greater communication 

between steering group 

and technical population 

and feedback opportunities 

for technical job family 

d) Technical family given a 

networking opportunity to 

discuss what TC does and 

could mean for them 

 

 

 

 

c) Technical 

Resource Manager 

and SAT member, 

Anne Graham 

d) Away Day 

organisers and 

IBAHCM TC 

Champions 

 

 

 

 

c)  From February 

2020 

 

 

d) April 2020 and 

onward 

5.7 

 

 

 

 

Ensure P&DR reviewer 

guidance is made 

more visible, and 

provide additional 

P&DR reviewer 

training 

 While there are various 

components of P&DR that 

staff clearly consider 

valuable: useful feedback 

on job performance (F:M, 

72%, 86%), helps to 

manage objectives and 

progress (F:M, 68%, 76%), 

it is viewed as less useful 

for identifying training 

opportunities (F:M, 42%, 

54%), and guidance about 

next career steps (F:M, 

63%, 59%), and overall 

only 53% (F:M, 52%, 60%) 

view it as ‘helpful’. 

We will proactively 

disseminate P&DR 

reviewer guidance prior 

to the review season, we 

will hold P&DR reviewer 

workshops each year, and 

we will role model best 

P&DR reviewer practice at 

the annual Away Day 

Staff survey to show 80% of 

all staff find P&DR helpful 

SAT staff training 

officer 

To start at 2020 

Away Day and 

onward 

5.8 

 

 

Ensure Staff complete 

mandatory training 

courses. 

 Some training courses 

(e.g. unconscious bias 

training, and Equality and 

Diversity (E&D) training) 

are mandatory, but 

Internal Institute funds 

(for example the 

distribution of an annual 

block grant of between 

£500-£1000 pa, and any 

95% of all staff have 

completed mandatory 

training courses. 

SAT staff training 

officer 

This check to be 

applied to all 

awards from Jan 

2020 onwards. 

G 

G 



 

 

Action 

point 

Objective Actions/Progress 2016 

onwards 

Reflections Further/New 

actions 

Success indicator / 

target 

Responsibility Timeline 

 

 

completion rates still only 

around 70% (for example 

73% of men and 83% of 

women have completed 

E&D training). 

award from the Institute 

Staff Development Fund 

will only be made to 

those who have 

completed mandatory 

training courses. 

6 Culture, 

communications and 

departmental 

organisation 

   
(Lettering in these three columns refers to the column ‘Further actions’) 

6.1 

 

 

Identify leadership 

development 

opportunities and 

encourage women to 

join Institute and 

external committees 

- 96% of staff agree that there is 

fair representation of men and 

women on Institute committees 

- Number of females in internal 

committees is even or slightly 

higher than males 

- Membership in external 

committees is being discussed 

with the line manager and 

managers account for the extra 

workload during workload 

allocation 

There is no formal 

mechanism to keep track 

of the membership of 

staff in external 

committees 

a) Continue to use the 

P&DR process as an 

opportunity to encourage 

women's participation in 

internal and external 

committees 

b) Ensure that 

participation of staff in 

internal and external 

committees is accounted 

for in the workload model 

(e.g. number of hours 

spent in meetings or 

performing committee-

related activities) 

c) Device a strategy to 

collect and record staff’s 

membership in external 

committees 

a) Gender balance 

representation on internal 

committees and equal % of 

females and males are part 

of external committees 

b) >80% of staff feels that 

their contribution to 

committees is accounted 

for 

c) Mechanism to collect 

information on 

membership in external 

committees is established 

and in use 

a) SAT chair 

b) Director of 

institute 

c) SAT 

administrator 

a) Continually 

b) October 2022 

c) December 

2021 

6.2 

 

Institute committee 

memberships to be 

rotated considering 

gender balance 

Membership in committees are 

rotated where possible, e.g. 75% 

of members of the SAT are 

rotated 

 
a) Continue to rotate 

committee membership 

considering gender 

balance 

b) Continue to ensure 

a) Gender balance 

representation on Institute 

committees 

b) Work accounted for in 

workload model 

a) SAT chair 

(together with 

committee chairs) 

b) Director of 

institute 

a & b) Continually 

+ 

+ 



 

 

Action 

point 

Objective Actions/Progress 2016 

onwards 

Reflections Further/New 

actions 

Success indicator / 

target 

Responsibility Timeline 

that participation of staff 

in Institute committees is 

accounted for in the 

workload model (e.g. 

number of hours spent in 

meetings or performing 

committee-related 

activities) 

6.3 

 

Limit meetings to a 

duration of 90 

minutes 

IBAHCM now has a 

recommended time limit for 

meetings of 90 minutes 

This time limit seems to 

be working well in most 

instances, but not 

everyone in the Institute 

is aware. Admin staff in 

charge of booking rooms 

notify people if meetings 

take too long, but for this 

to happen bookings need 

to be made through 

them. The suggestion to 

adhere to this time limit 

should be promoted more 

widely.  

a) Include a note on this 

time limit in the IBAHCM 

staff handbook/induction 

list 

b) Add sending out a 

reminder about meeting 

time limits to SAT 

calendar (Action point 

1.7) as an annual item 

c) Schedule sending this 

reminder in the yearly 

calendar 

a) Note on meeting time 

limits added to IBAHCM 

staff and student 

handbooks and induction 

packages 

b) Sending out reminders 

on meeting time limits 

added to SAT calendar as an 

annual item (Action point 

1.7) 

c) Reminder sent once a 

year 

a) SAT 

administrator 

b) Calendar task 

force 

c) SAT event and 

scheduling officer 

a) By September 

2020 

b) December 

2020 

c) Annually 

6.4 

 

Create an ECR 

network with financial 

support from the 

Institute 

- An ERC network is in place at 

College level and a dedicated 

email list including all 

postgraduate scientists has been 

created 

- Information is circulated to 

network members regularly (at 

least once a month) 

- Events include network lunches 

and talks on career opportunities 

(both academic and non-

academic) 

ERC representatives 

participating in 

workshops at Away Days 

particularly welcomed the 

opportunity to contribute 

to group discussions and 

express their views and 

concerns freely. At the 

2019 Away Day ECR 

researchers highlighted 

difficulties with 

identifying suitable 

funding opportunities for 

a) Continue to support 

the network and the 

involvement of ERC 

representatives in SAT 

activities and Institute 

Away Day workshops 

b) Ensure rotation and 

gender balance of ECR 

network representatives  

c) Continue to offer 

advice and insights 

regarding career 

a) ECR network functional 

and members attending 

events 

b) One female and one 

male representative 

rotated every 2 years 

c) One talk per year 

d) ERC bulletin or specific 

section in existing bulletin 

developed 

e) Mentor allocated to new 

members of staff/post-

a & b) Director of 

institute 

c & d) ECR 

representative 

e) Line managers 

and SAT 

communication 

officer 

f - h) Grant 

support team 

(guided by SAT 

chair) 

a, b, d & e) 

Continually 

c) Annually 

f - h) December 

2020 

+ 

+ 



 

 

Action 

point 

Objective Actions/Progress 2016 

onwards 

Reflections Further/New 

actions 

Success indicator / 

target 

Responsibility Timeline 

- ERC representation within SAT 

- ERC involvement in Institute-

wide workshops at Away Days 

their career stage 

amongst the options 

described in the overall 

funding bulletin circulated 

to all Institute members. 

They also indicated that 

they would benefit from 

tailored support with 

grant writing.  

In general, the activity of 

the ECR network has 

declined a little in the last 

year and we established 

that we should appoint 

specific ECR 

representatives whose 

task it will be to keep the 

network going 

opportunities both in and 

outside academia (e.g. a 

talk a year by an 

established academic and 

one by someone having 

embraced an alternative 

career path) 

d) Develop an ECR 

funding bulletin or 

highlight schemes 

suitable for ECR 

researchers and PhD 

students in the more 

generic funding bulletins 

that already exist 

e) Ensure that all ERC 

researchers in the 

Institute have access to 

mentoring from 

experienced individuals 

f) Provide formal support 

with grant writing and 

guidelines tailored to ECR 

researchers 

g) Set up themed ‘drop-in’ 

sessions, timed to 

correlate with major 

grant/fellowship 

deadlines, targeted to 

specific funding bodies 

with support from TRM 

h) Establish a repository 

of successful proposals 

that can be shared as 

doctoral scientists no later 

than 3 months after the 

start of the contract 

f) Grant writing guidelines 

tailored to ECR developed 

g) System for 'drop-in' 

sessions established 

h) Repository of successful 

proposals established  



 

 

Action 

point 

Objective Actions/Progress 2016 

onwards 

Reflections Further/New 

actions 

Success indicator / 

target 

Responsibility Timeline 

examples with permission 

of the authors 

6.5 

 

Continue to support 

female staff to apply 

for positions on 

influential external 

committees 

Possibilities for women to 

participate in external 

committees are discussed during 

P&DR, and line managers ensure 

that the extra work is included in 

the workload model 

 
a) Continue to encourage 

participation of women in 

external committees 

b) Continue to ensure 

that participation of staff 

in Institute committees is 

accounted for in the 

workload model (e.g. 

number of hours spent in 

meetings or performing 

committee-related 

activities) 

c) Make improvements to 

the workload model, 

including more 

automated mechanisms 

to support staff in 

populating it with their 

data 

a) Include new question in 

staff survey on whether 

staff feel they are being 

encouraged and supported 

to participate in influential 

external committees 

b) Participation in external 

committees is accounted 

for in workload model 

c) Improvement in the 

workload model made 

a) Line managers 

and Director of 

Institute 

b & c) Director of 

Institute 

a & b) 

Continuous 

c) December 

2021 
+ 



 

 

Action 

point 

Objective Actions/Progress 2016 

onwards 

Reflections Further/New 

actions 

Success indicator / 

target 

Responsibility Timeline 

6.6 

 

 

Account for different 

types of activities 

(research, teaching, 

marking, 

management, 

outreach, knowledge 

exchange) in the 

workload and make 

the process more 

transparent 

Workload and different activities 

are entered into the workload 

model and monitored centrally 

There are still 

uncertainties amongst 

staff members regarding 

workload allocations and 

monitoring 

a) Communicate more 

clearly to members of 

staff how activities are 

allocated and workload is 

monitored  

b) Add this information to 

the induction package to 

ensure that new 

members of staff are 

aware 

c) Develop an online 

resource to make the 

workload model more 

user friendly 

d) Develop guidelines 

detailing expectations for 

various job families and 

stages  

e) Make workload 

allocations visible to all 

members of staff 

a & b) Information sent out 

to staff and included in 

induction package  

c) Online resource to make 

the workload model more 

user friendly developed 

d) Guidelines detailing 

expectations for various job 

families and stages 

developed  

e) Workload allocations 

available to all members of 

staff 

e) Over 75% staff agree that 

workload model is 

transparent  

a) SAT 

communication 

officer 

b & d) SAT 

administrator  

c & e) Director of 

admin (currently 

Chris Bevan) 

a) Annually 

b) December 

2020 

c) March 2021 

d & e) December 

2020 

6.7 

 

 

Improve Institute-

wide social gatherings 

within core hours and 

enable those with 

caring responsibilities 

to attend  

- Coffee in the museum/in 

Garscube events have been 

increased to take place every 2nd 

weeks (coffee in the museum) / 

every month (coffee at 

Garscube), at 10 am and 3.30 

pm, respectively 

- Social gathering to welcome 

new students happens at the 

beginning of the semester during 

core hours 

- Wellbeing weeks are scheduled 

within core hours (generally at 

Efforts are made 

continuously to create 

inclusive Institute-wide 

events during core hours. 

Valuable suggestions 

were made during 

workshops at the 2019 

Away Day in terms of 

making events more 

visible. These will be 

taken forward as 

described in the 

"Further/New actions" 

a) Create a resource in 

the form of a 

poster/screen display to 

advertise social activities 

taking place across the 

Institute/University (e.g. 

craft workshops, football, 

walking/running groups) 

b) Circulate all social 

activities happening each 

week at the beginning of 

the week through the 

IBAHCM social mail listing 

a) institute social events are 

advertised via email and 

displayed on information 

screens 

b) emails sent regularly 

c) At least one themed 

coffee held in Garscube 

d) 90% of staff agree that 

social activities are inclusive 

and suitable for members 

with caring responsibilities, 

i.e. scheduled during 

a, b & e) SAT 

administrator 

c) coffee in 

Garscube 

organiser 

d) Director of 

institute  

a, c & d) annually 

b) continually 

e) June 2020 

+ 

+ 



 

 

Action 

point 

Objective Actions/Progress 2016 

onwards 

Reflections Further/New 

actions 

Success indicator / 

target 

Responsibility Timeline 

lunch time - 1 to 2 pm) 

- An annual BBQ is held in the 

Garscube campus over the 

summer 

- During student induction week, 

social events such as board game 

evenings happen at the end of 

the work day and are open to all 

staff 

- Groups with similar interests 

have been created (e.g. running 

groups in both campuses, craft 

groups etc.) using email lists and 

Facebook groups 

- Mindfulness sessions have been 

held regularly at lunch time 

-78% of staff agree that work-

related social activities are 

scheduled to allow those with 

caring responsibilities to attend 

and that are appropriate for all 

staff 

- Coffee at the museum has been 

increased to twice a month 

section.  c) Hold thematised coffee 

in the museum/at 

Garscube events (e.g. for 

the LGBT in STEMM day) 

d) Ensure that all work-

related social activities 

with networking potential 

are scheduled within core 

hours and facilitate access 

for staff from all sites 

e) Ensure that new 

students/staff are aware 

that a taxi service is 

available through the 

Institute to facilitate 

transport between 

campuses. It will also be 

made clear that taxi 

charges related to 

transport between 

campuses to attend social 

events can be claimed 

back even when they 

happen outside working 

hours 

working hours 

e)Iinformation added to the 

induction handbook 

6.8 

 

Institute networking 

lunches to be held 

quarterly and rotated 

between sites 

Network lunches have been 

hosted and rotated between 

sites 

 
Continue to offer these 

opportunities to socialise 

and network throughout 

the year 

~90% of staff agree that 

these opportunities are 

valuable and should be 

continued 

SAT chair Continually 

6.9 

 

Continue to improve 

and enhance social 

space at all sites 

across the Institute 

- 82% of staff agree that there 

are suitable social spaces to meet 

informally within the Institute 

- Settees and tables have been 

added on the staircase landing in 

 
Run a competition for 

ideas on how to improve 

the social spaces 

Identify and implement 

best and most feasible idea 

to improve and enhance 

social spaces 

SAT chair December 2020 

+ 

+ 



 

 

Action 

point 

Objective Actions/Progress 2016 

onwards 

Reflections Further/New 

actions 

Success indicator / 

target 

Responsibility Timeline 

front of the lecture hall to be 

used as an additional social space 

6.10 

 

 

Highlight available 

support for all staff 

about mental 

wellbeing through the 

University 

Links to Counselling and 

Psychological Services at the 

University offering support for 

staff have been included on the 

Institute website and are 

displayed on notice boards 

Since August 2019 the 

University of Glasgow has 

granted all staff and 

students access to the 

NHS online support 

service "the big white 

wall" 

a) Include the big white 

wall services in the 

mental health 

information on the 

website 

b) Advertise new services 

and resources to all staff 

through emails and the 

website 

a & b) ~90% of staff are 

aware that information on 

mental wellbeing is 

available on the website 

and notice boards 

a) SAT Wellbeing 

at Work agent 

b) SAT wellbeing 

at Work agent and 

SAT 

communication 

officer 

a) March 2020 

b) Continually 

6.11 

 

Continue with 

“Wellbeing at Work” 

events, seminars and 

sessions 

Wellbeing at work weeks have 

been held both in 2018 and in 

2019, including yoga and 

meditation sessions, lunch time 

dog walks, provision of free fruit, 

massage sessions and 

distribution of brochures on 

health and wellbeing at work 

The wellbeing at work 

weeks have been 

extremely well received 

by staff. Further efforts 

will be made to identify 

the most suitable time of 

the year to host them in 

order to enable as many 

members of staff as 

possible to attend  

a) Continue to offer 

"Wellbeing at Work" 

week including a range of 

activities, services and 

information provision 

(e.g. on mental health 

support available, and 

health and wellbeing at 

work) 

b) Create regular smaller 

events and sessions to 

happen throughout the 

year 

a) Wellbeing at work weeks 

happening annually 

b) Additional wellbeing at 

work events and sessions 

happening throughout the 

year 

a + b) Wellbeing at 

work agent 

a) Annually 

b) Continually 

6.12 

 

 

Promote the use of 

the Cochno 

community garden to 

all Institute staff and 

family members, but 

particularly new staff 

and students. 

- A Cochno community garden 

and associated Facebook 

group/email list have been 

established with support by the 

Institute to purchase essential 

equipment and consumables to 

set up the community garden 

- Weekly visits by members of 

the Institute and their families 

occur to engage in activities 

New staff members tend 

to hear about the garden 

only when bigger events 

are scheduled. 

a) Include information on 

the community garden 

and its purpose in the 

staff induction handbook 

including detail on how to 

get involved and make 

use the garden 

b) Incorporate 

information about the 

community garden in the 

a) ~90% of existing staff are 

aware of the garden and of 

how it can be used 

b) Information added to the 

website 

c) Events advertised 

through emails, mailing 

lists, notice boards, and 

information screens 

a & b) SAT 

administrator 

c) SAT 

communication 

officer with Martin 

Llewellyn (lead on 

the establishment 

and maintenance 

of the garden) 

a & b) By June 

2021 

b) Continually 

+ 

+ 

+ 



 

 

Action 

point 

Objective Actions/Progress 2016 

onwards 

Reflections Further/New 

actions 

Success indicator / 

target 

Responsibility Timeline 

related to garden maintenance 

- At least two events a year (a 

bonfire in the winter and a BBQ 

in the summer) are held involving 

members of the Institute and 

colleagues from the Garscube 

campus (e.g. members of the Vet 

School and of the Centre for 

Virus Research) 

- The establishment of the 

community garden at Cochno has 

been a very successful initiative 

enabling the broader Institute 

community (staff and their 

families, and students) to get 

together regularly and engage in 

outdoors activities 

institute website, 

including a "get involved" 

option 

c) Announce events 

hosted at Cochno through 

multiple channels 

6.13 

 

 

Encourage and 

support Knowledge 

Exchange (KE), impact 

and outreach 

activities 

- 91% of staff agree that outreach 

activities are valued in the 

Institute 

- A number of internal and 

national awards have been 

received for KE activities, 

including some for projects led 

by women, e.g. 2016 University 

of Glasgow's Engagement Project 

of the Year (winner), Engaging 

With Young People category of 

the National Coordinating Centre 

for Public Engagement Engage 

Competition 2016 (finalist), 2018 

MVLS Engagement Awards - 

Highly Commended Team Award 

(winner), 2019 University of 

 
a) Continue to ensure 

interactions with the 

Institute's KE committee. 

Staff to discuss KE, impact 

and outreach activities 

with the Institute’s KE 

committee 

b) Continue to promote 

KE and impact-related 

activities 

c) Ensure that KE activities 

are accounted for in the 

workload model, and that 

staff involved in these are 

aware 

a) Staff will be invited to 

discuss KE, impact and 

outreach activities annually 

(or more frequently as 

required) 

b) Information is shared 

regularly 

c) KE activities are 

accounted for in the 

workload model 

a) KE committee 

together with SAT 

M&E 

b) SAT 

communication 

officer 

c) Director of 

institute 

a) Annually 

b &c) Continually 

+ 



 

 

Action 

point 

Objective Actions/Progress 2016 

onwards 

Reflections Further/New 

actions 

Success indicator / 

target 

Responsibility Timeline 

Glasgow's Knowledge Exchange 

Award - Best Community or 

Public Engagement Initiative 

(winner)  

- Staff interacts with the 

Institute's KE committee 

regarding initiatives related to KE 

6.14 

 

Plan and conduct a 

yearly workshop on 

how to conduct 

efficient and 

equitable meetings 

 
- We would like to 

encourage all Institute 

members, including early 

career researchers, 

students, and technical 

staff to contribute 

towards meeting agendas 

and gain experience in 

the effective chairing of 

these meetings  

- We want to ensure that 

everyone is given clear 

opportunities to 

contribute and express 

their views in a supportive 

environment 

- We believe that training 

on meeting procedures 

can contribute to shorten 

meeting times in general 

and make them more 

efficient 

a) Establish a culture of 

regularly rotating the 

chair of all meetings 

where appropriate giving 

equal opportunities to 

members of staff at all 

career stages 

b) Conduct a workshop 

run by an external 

consultant on how to 

chair efficient and 

equitable meetings 

c) Train/inform all 

Institute members about 

the benefits of rotating 

meeting chairs and giving 

a voice to all meeting 

participants 

d) Include questions in 

the Institute staff and 

student surveys on 

whether they find 

meetings more efficient 

(to check impact of 

workshop) as well as on 

their confidence on 

chairing a meeting (to 

a) Encouragement to rotate 

meeting chairs and the 

underlying reasoning is 

disseminated to all Institute 

members through regular 

reminders, workshops, 

leading examples (e.g. IMG 

meetings, SAT meetings 

and other meetings where 

staff can observe rotation 

of meeting chairs) 

b) At least one workshop on 

chairing efficient and 

equitable meeting has been 

conducted by 2023 

d) Questions on meeting 

efficiency and confidence in 

chairing added to the staff 

and PGR surveys 

d) Use results to baseline 

opinions and confidence 

levels of all staff, especially 

ERCs, PGRs and technical 

staff 

e) Reminder about chair 

rotation is sent out once 

per year 

a) SAT 

communication 

officer 

b) Workshops task 

force 

c) SAT 

communication 

officer (email 

information) and 

workshop task 

force (training) 

d) Survey task 

force 

e) Calendar task 

force (adding task) 

and SAT 

communication 

officer (sending 

regular reminders) 

b) Experts to 

conduct the 

workshop 

identified by end 

of January 2020 

b & c) At least 

one workshop 

conducted by 

2023, planned to 

be repeated 

every 2 years 

c) Annually 

d) By November 

2020 

e) Creation: by 

December 2020; 

reminders to be 

sent out annually 

G 



 

 

Action 

point 

Objective Actions/Progress 2016 

onwards 

Reflections Further/New 

actions 

Success indicator / 

target 

Responsibility Timeline 

check impact on skills) 

e) Add "send out regular 

reminders about meeting-

chair rotation" to yearly 

SAT calendar (Action 

point 1.7) 

e) A reminder to all 

Institute members about 

the need to rotate chair at 

meetings is added as a 

yearly item on the SAT 

calendar (Action point 1.7) 

6.15 

 

 

Celebrate women's 

contribution to 

academia at the 

International 

Women's Day (IWD) 

In 2019, our Institute was 

recognised IWD for Best Practice 

in Education /Academia 

Activities related to the 

2019 International 

Women's Day were 

organised and conducted 

largely by women. While 

there are highly engaged 

and active men helping in 

many events and 

organisational groups, 

women generally tend to 

take over many activities 

that benefit the broader 

community. We will 

ensure a more balanced 

distribution of 

responsibilities, 

particularly in relation to 

the forthcoming 

International Women's 

Day by suggesting that 

celebrations are 

organised and hosted by 

male staff to celebrate 

the women of the 

Institute. 

a) Create an IWD task 

force that organises the 

celebrations and elect a 

male "chair" of the task 

force 

 b) Invite male members 

of the Institute to lead the 

organisation of the 2020 

IWD’s celebration and 

help organise further 

ones c) Include a section 

on organising the IWD’s 

celebrations into the 

collective memory and a 

reminder 8 weeks before 

the day 

a) IWD’s celebrations 

conducted every year, with 

increasing levels of 

engagement over time 

b) Male Institute members 

drive the celebration of this 

event 

c) A reminder on the 

upcoming IWD and related 

tasks is included as an 

annual item on the SAT- 

calendar (Action point 1.7) 

8 weeks before the day 

a) SAT chair (to 

initiate the task 

force) and IWD 

task force 

(organising 

committee) 

b) IWD task force 

c) Calendar and 

collective memory 

task forces 

a & b) Annually 

c) December 

2020 

6.16 

 

Promote LGBT role 

models in science 

We have successfully celebrated 

the LGBT in STEMM day 

 a) Draw attention to LGBT 

role models in science 

during LGBT history 

a & b) Events happen 

annually 

c) Opportunity announced 

a & b) SAT LGBT 

representative 

c) SAT LGBT 

a & b) Annually 

c) Annually 

G 

G 



 

 

Action 

point 

Objective Actions/Progress 2016 

onwards 

Reflections Further/New 

actions 

Success indicator / 

target 

Responsibility Timeline 

month (February) 

b) Organise social event 

during LGBT+ history 

month to show support to 

LGBT+ staff and students 

c) Support IBAHCM staff 

and students to attend 

the LGBT+ STEMINAR 

through travel support 

(attendance is free) 

via BAHM email 

c) At least one IBAHCM 

member supported to 

attend the 2020 

(Birmingham) and 2021 

(Oxford) events 

representative and 

DoI 

7 Career 

breaks/flexible 

working 

   
(Lettering in these three columns refers to the column ‘Further actions’) 

7.1 

 

 

Sessions at Institute 

Away Days to be 

dedicated to current 

parental 

(materninty/paternity

/adoption) leave 

policies, how they 

should be improved 

and how we can lobby 

to do so 

A presentation on Athena SWAN 

activities is given every year at 

the Away Day including 

information on maternity leave 

A dedicated section on 

how to improve parental 

leave polices at the Away 

Day was not feasible. 

Going forward we would 

like to enable suggestions 

to be made all year 

around (Action point 1.9) 

and invite parents to one 

SAT meeting per year to 

discuss 

maternity/paternity and 

parental leave policies. 

a) Continue to provide 

maternity/paternity and 

parental leave 

information as part of 

Away Day presentations  

b) Add dedicated 

discussions involving 

parents from the Institute 

to the SAT calendar 

(Action point 1.7) as a 

yearly event to be hosted 

during a time outside of 

school holidays 

c) Conduct discussions 

with parents on how to 

improve maternity leave 

and other issues relevant 

to parents in surgery 

sessions and SAT 

meetings 

a) Information on 

maternity/paternity and 

parental leave is given 

during the Athena SWAN 

presentation at all Institute 

Away Days 

b) A dedicated discussion 

involving parents from the 

Institute is scheduled in the 

SAT calendar as a yearly 

event to be held during a 

time outside of school 

holidays 

c) Dedicated discussion 

with parents conducted 

once a year as part of SAT 

meetings 

d) Maternity/paternity and 

parental leave issues are 

included as an agenda item 

a) Away day 

organisers 

b) Calendar task 

force 

c & d) SAT analysis 

and feedback 

officer 

a & c) Annually 

b & d) December 

2020 

+ 



 

 

Action 

point 

Objective Actions/Progress 2016 

onwards 

Reflections Further/New 

actions 

Success indicator / 

target 

Responsibility Timeline 

d) Include 

maternity/paternity and 

parental leave as items 

for suggestions on the 

Athena SWAN suggestion 

box information (Action 

point 1.9) 

for possible suggestions in 

the information sheet 

posted with the suggestion 

box (Action item 1.9) 

7.2 

 

Evaluate, and if 

necessary, enhance 

the Institute’s 

maternity buddying 

scheme 

- A buddy network exists to 

facilitate peer-support and 

advice around managing 

childcare issues and workloads. 

The scheme is open to men and 

women before, during and after 

maternity / paternity/ partners/ 

shared parental/ adoption leave. 

Parents can find information 

about the buddy scheme on the 

equality and diversity page 

(parent and carer section) where 

a list of all buddies can be found. 

- In addition to this network, 

there is a Parents and Carers 

Forum on Yammer to which all 

University members can log in 

using their University credentials 

The maternity buddying 

scheme is an informal 

scheme with no formal 

"enrolment". Assessing 

uptake and impact 

quantitively is not 

feasible. Instead, parents 

were asked for 

statements about 

experiences with the 

scheme 

a) Promote the buddying 

scheme every year  

b) Ask for new buddies on 

a yearly basis to enable 

inclusion of newer 

parents and arriving staff 

c) Add the 

announcement/reminder 

on the buddying scheme 

and the updating of the 

buddy list to the Athena 

SWAN calendar (Action 

point 1.7) as a yearly task 

a) One 

reminder/announcement is 

sent to all staff at least once 

per year 

b) The list of maternity 

buddies is updated at least 

once per year and new 

parents are asked to 

participate 

c) The updating of the 

buddy list and the 

announcement to staff are 

added to the Athena Swan 

calendar (Action point 1.7) 

as a yearly task 

a) SAT 

communication 

officer 

b) SAT 

administrator 

c) calendar 

creation task force 

a & b) Annually 

c) December 

2020 + 



 

 

Action 

point 

Objective Actions/Progress 2016 

onwards 

Reflections Further/New 

actions 

Success indicator / 

target 

Responsibility Timeline 

7.3 

 

Ensure that keeping in 

touch days are useful 

for parents on 

maternity/ paternity 

or parental leave 

Collected accounts of 

experiences and usefulness from 

parents who used "keeping in 

touch days" 

 
a) Evaluate the usefulness 

of "keeping in touch days" 

through collecting 

experiences from staff 

who have used the 

opportunity 

b) Note down any 

feedback and suggestions 

on how to improve 

"keeping in touch days" 

procedures and discuss 

them in SAT meetings 

a) ~85% of all parents asked 

to evaluate "keeping in 

touch days" recognising the 

initiative as useful overall 

b) Changes instigated based 

on suggestions from staff 

using "keeping in touch 

days" 

a) SAT M&E 

b) SAT analysis 

and feedback 

officer 

Continuously 

7.4 

 

Promote the uptake 

of the returners fund 

and carers conference 

funds 

Done on an individual basis 
 

a) Include information 

about the returners fund 

and conference fund in 

the maternity pack 

b) Ask line managers to 

discuss returners fund 

when the leave is being 

discussed 

c) Line managers to 

discuss conference funds 

with parents attending 

conferences 

a) Information included in 

maternity pack 

b&c) Line managers 

informed about the need to 

discuss these 

a) SAT 

administrator 

b&c) Director of 

institute 

a) December 

2020 

b) Annually 

c) When relevant 

 
 

+ 
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