
 

Department Application 
Gold Award 
 
 
 

 
 
 
Institute of Health and Wellbeing 
University of Glasgow 
 
April 2017 
 
Contact: Sally-Ann.Cooper@Glasgow.ac.uk 

 



 

 
2 

 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.  

There are no specific word limits for the individual sections and you may distribute words over each 

of the sections as appropriate. At the end of every section, please state how many words you have 

used in that section. 

We have provided the following recommendations as a guide. 

 

Gold Department application  

Word limit 13,000 

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 
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Name of institution University of Glasgow  

Department Institute of Health and Wellbeing 

Focus of department STEMM Yes AHSSBL 

Date of Gold application April 2017  

Date of current Silver award October 2015  

Institution Athena SWAN 
award 

Date: April 2013 Level: Bronze 

Contact for application 
Must be based in the department 

Professor Sally-Ann Cooper 

Email Sally-Ann.Cooper@Glasgow.ac.uk 

Telephone 0141 2110690 

Departmental website http://www.gla.ac.uk/researchinstitutes/healthwellbeing/ 

1. LETTER OF ENDORSEMENT FROM THE HEAD OF DEPARTMENT 

Recommended word count:   500 words 

An accompanying letter of endorsement from the head of department should be included. If the 

head of department is soon to be succeeded, or has recently taken up the post, applicants should 

include an additional short statement from the incoming head. 

Note: Please insert the endorsement letter immediately after this cover page. 
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26.4.17 

 

Dr R. Gilligan, 

Equality Charters manager, 

Equality Challenge Unit, 

First Floor, Westminster Tower, 

3 Albert Embankment, 

London, 

SE1 7SP. 

 

Dear Dr Gilligan, 

 

Re: Application for an Athena SWAN Departmental Gold award 

 

I became intimately involved in Athena SWAN work on becoming the Institute’s Director 

in 2014, and am firmly committed. Science will not meet its full potential unless all 

talent is engaged and supported to flourish. I have personal drivers, having witnessed 

iniquitous treatment in my early career, and benefited substantially from 

support/mentoring from senior women. I want my teenage daughters instilled with 

ambition and an expectation to achieve all their aspirations.  

 

We celebrated our Athena SWAN Bronze award, 2014, and Silver, 2015. These spurred 

activity forward, though our gender equality quest long predates these landmarks, being 

embedded in our culture and identity. The Institute has had female leadership since 

2002, and strong, visible female role-models in myself, both Deputy Directors, and the 

SAT Chair, Professor Sally-Ann Cooper. Through this Gold application, I hope my staff 

are recognised for their work, so encouraging endeavors to continue this long journey: 

we have outgrown our Silver action plan and now start our third. Our leaky pipeline is 

still there, and particularly we need to improve mentoring uptake, but we have started 

to stem the pipeline leakage, and widely champion gender equality. 

 

Our promotion actions are impacting on women’s career progression; we have increased 

the proportion of senior lecturers and professors who are women, with 40% of our 

professoriate now women compared with 26% nationally (HESA, 2014/15). This though 

is not yet equal, and we continually strive for gender equality. 

 

Athena SWAN is integral and essential to our strategic aims, and central to decision-

making. It features strongly in our research strategy, REF2014 return, and will be at 

REF2020, is included in annual presentations to our international Scientific Advisory 

Board, features on our website homepage, and is included in our annual research away 

days, and annual professional and support staff away days. We have an Athena SWAN 

twitter-feed, include Athena SWAN every month in the Institute’s newsletter, and the 

Institute Management Board I chair. My predecessor and I committed the 

finance/resources to fulfill our Athena SWAN plans, and I have dedicated 

finance/resources to continue this. 

http://www.ecu.ac.uk/equality-charter-marks/athena-swan/
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All Institute members contribute to our environment and culture, and all contributed to 

this application’s work through 14 working groups, delivering and developing our action 

plans over the last 5 years. I believe this shared experience has reinforced our 

commitment to equality, mutual support, and appreciation of work-life balance. We had 

97% overall satisfaction, the highest of all Institutes/Schools, in the University staff 

survey, 2016. 

 

We also champion gender equality widely outwith the Institute, e.g. Sally-Ann co-Chairs 

the Gender Equality Committee for the wider College, driving progress across the 

College and University, and advised/supported 9 other Glasgow Departmental Athena 

SWAN applications. 

 

Excitingly, the University has approved a new Institute building for our 315 staff and 258 

post-graduate students. Our HOW-WIS project will launch its opening, celebrating the 

Institute’s history and successful female (and male) scientists, through a range of 

initiatives, showcasing our journey to gender equality. 

 

This application is honest, accurate, and a true representation of the Institute. 

 

Yours sincerely, 

 

 

 

Jill Pell 

Henry Mechan Professor of Public Health 

Director – Institute of Health and Wellbeing  
 

Public Health Research Group, 

Institute of Health and Wellbeing, 

College of Medical, Veterinary, and Life Sciences, 

University of Glasgow 

 

1 Lilybank Gardens, Glasgow G12 8RZ 

 

Email: Jill.Pell@glasgow.ac.uk 

Tel: +44 (0) 141 330 3239 

Fax:  +44 (0) 141 330 5018 

 

The University of Glasgow, charity number SC004401 

Word count:  498 
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Glossary 

 

AP  Action point 

BSc  Bachelor of Science 

DClinPsy Doctorate in Clinical Psychology 

ECR  Early career researcher 

FT  Full-time 

GEC  Gender equality committee 

GP  General practitioner 

HOW-WIS Healthy Outcomes and Wellbeing – Women In Science (HOW-WIS project) 

HR  Human resources 

HTA  Health technology assessment 

IMG  Institute Management Group 

JNCHES Joint Negotiating Committee for Higher Education Staff 

KIT  Keeping-in-touch (KIT days) 

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

M  Man 

MSc  Master of Science 

P&DR  Performance and development review 

PGR  Postgraduate research 

PGT  Postgraduate taught 

PhD  Doctor of Philosophy 

PRES  Postgraduate research experience survey 

PTES  Postgraduate taught experience survey 

PT  Part-time 

P&S  Professional and support (professional and support staff) 

R&R  Reward and recognition (performance-related pay) 

SAT   Self-assessment team 

SPHS  Social and public health sciences (MRC/CSO SPHS Unit) 

SPLIT  Shared-parental-leave-in-touch (SPLIT days) 

SS  Social Sciences (College of SS) 

STEMM Science, technology, engineering, mathematics, and medicine 

W  Woman 

 

 

 

N.B. Throughout this application, we use “academic” to refer to all staff of all 

grades on research & teaching, research only, or teaching only, contracts.  

 

 

All staff and student numbers are head-counts. 
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We were granted an additional 1,000 words as we are a medical department 

(email from James Lush, 24.2.17), and used 929 of these in “a picture of the 

department”, and “supporting and advancing women’s careers”. 

 
From: Athena Swan [AthenaSwan@ecu.ac.uk] 

Sent: 24 February 2017 15:34 

To: Katie Farrell 
Cc: Sally-Ann Cooper; Athena Swan 

Subject: RE: Additional 1k Words for Gold Departmental Application 

Dear Katie, 
  

The Institute of Health and Well-Being at the University of Glasgow may use an additional 1k 
words for its submission. Please append this confirmation email to the submission. 
  

Good luck with the application. 
  

Best, 
James 
  

James Lush 
Equality Charters Development Manager 
Equality Challenge Unit 
T:         020 7269 6547 

M:        07889 757 390 
E:         james.lush@ecu.ac.uk 
  

Follow us on Twitter: @EqualityinHE | @Athena_SWAN 
 

 

 

 

Section 

 

Word count Page 

1. Letter of endorsement from Head of Department 498 5 

2. Description of the Department 436 9 

3. The self-assessment process 1,057 14 

4. A picture of the Department 2,123 25 

5. Supporting and advancing women’s careers 7,945 50 

6. Case studies: impact on individuals 1,497 97 

7. Further information 373 100 

8. Action plan - 124 

 Total:  

13,929 

 

 
  

https://mail.campus.gla.ac.uk/owa/redir.aspx?C=aSruJO6fRs9fTsaXwfSSEtoalK_ULBipbqOlTedTh-x3QNDTpX3UCA..&URL=mailto%3ajames.lush%40ecu.ac.uk
https://mail.campus.gla.ac.uk/owa/redir.aspx?C=euQztA1MYjJPZpn19xj_JL5lNWzn4xftQtik7Sdm5dh3QNDTpX3UCA..&URL=http%3a%2f%2fwww.twitter.com%2fEqualityinHE
https://mail.campus.gla.ac.uk/owa/redir.aspx?C=Otg9jD18Cw3POaYwXtIZUaYxWlFxddBcY9_t_KYI-0l3QNDTpX3UCA..&URL=http%3a%2f%2fwww.twitter.com%2fAthena_SWAN
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2. DESCRIPTION OF THE DEPARTMENT 

Recommended word count:  500 words 

Please provide a brief description of the department, including any relevant contextual information. 
Present data on the total number of academic staff, professional and support staff and students by 
gender. 
 

We are 1 of 7 flagship research-intensive Institutes within a Russell Group University.  

 

Glasgow’s research and teaching is operationalised into 4 Colleges, divided into research 

Institutes and Schools. Our large Institute of Health and Wellbeing cuts across the 

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

(SS). The Director reports to Heads of both Colleges. Our action plans have always 

included our SS as well as MVLS staff.  

 

Our research Institute is international, with staff and students from diverse cultural 

backgrounds. The Institute has 315 staff (207 academic, 108 professional and support: 

P&S) and 258 post-graduate students, within 7 research groups (tables 1,2, figures 1,2).  

 

Table 1. Number of staff (headcount) within the Institute of Health and 

Wellbeing research groups: women/all staff (percentage women) 

Research group Academic 

 

P&S 

 

General Practice & Primary Care 15/22 

(68%) 

12/13 

(92%) 

Mental Health & Wellbeing 41/58 

(71%) 

11/11 

(100%) 

Public Health  7/13 

(54%) 

7/7 

(100%) 

Health Economics & Health Technology Assessment 14/22 

(64%) 

4/4 

(100%) 

Robertson Centre for Biostatistics 8/16 

(50%) 

20/40 

(50%) 

MRC/CSO Social & Public Health Sciences (SPHS) Unit 48/65 

(74%) 

23/30 

(77%) 

Social Scientists in Health 8/11 

(73%) 

2/3 

(67%) 

Total 141/207 

(68%) 

79/108 

(73%) 

MRC/CSO: Medical Research Council/Chief Scientist Office 

 

Table 2. Number of students (headcount) within the Institute of Health and 

Wellbeing: women/all staff (percentage women) 

 FT 

 

PT 

 

Total 

 

Post-graduate taught (PGT) students 48/61 

(79%) 

51/65 

(78%) 

99/126 

(79%) 

Post-graduate research (PGR) students 92/115 

(80%) 

12/17 

(71%) 

104/132 

(79%) 

Total 140/176 

(80%) 

63/82 

(77%) 

203/258 

(79%) 

FT: Full-time 

PT: Part-time 

 

 



 

 
10 

Figure 1.  Headcount of academic staff, professional and support staff (percentage 

women), and students (percentage women and men), 2017 

 

ACADEMIC STAFF         PROFESSIONAL AND SUPPORT STAFF        
 

 
 

PGT STUDENTS          PGR STUDENTS 

 

   

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

21% 

 

79% 

   

21% 

  

79% 
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Figure 2. Institute of Health and Wellbeing home webpage 

 
 

At REF2014 we returned >£36million external grant expenditure, including £20.2million 

from Research Councils. Subsequently, our research income was £10.5million in 

2013/14, £13.2million in 2014/15, £11.5million in 2015/16. We build social justice and 

reduce health inequalities through interdisciplinary research, focussed within 3 themes:  

 

 understanding the determinants of health and health inequalities,  

 

 improving health through solution-focussed research on complex interventions and 

randomised trials,  

 

 using and developing data science, with secondary analysis of administrative data 

and record linkage.  
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Additionally, we lead 6 post-graduate taught (PGT) programmes, and train post-

graduate research (PGR) students.  

 

We contribute some teaching sessions on the medical undergraduate programme, but its 

leadership, management and “ownership” are the responsibility of the teaching-intensive 

School of Medicine, Dentistry, and Nursing. 

 

40% of professors are now women.  

 

Several women are prominent within the Institute, and highly visible role-models 

(table 3, figure 3). 

 

Table 3. Examples of prominent women in the Institute 

 Role 

 

Professor Jill Pell CBE Director 

Professor Jill Morrison MVLS Dean of Learning and Teaching 

Professor Sally-Ann Cooper Deputy Director (MVLS) and Chair of 

Athena SWAN self-assessment team 

Professor Sally Wyke Deputy Director (SS) 

Professor Frances Mair Research Convenor 

Professor Dame Sally Macintyre Director until retirement, 2014 

Professor Kate O’Donnell PGR Convenor until 2014 (workload 

allocation adjusted due to large 

European Union grant) 

Ms Asha Costigan Head of Administration 

 

Figure 3. Webpage photographs of some of the Institute’s prominent women 

 
Director of Institute  

Professor Jill Pell 

Henry Mechan Professor of Public Health 

 
Institute Head of Administration  

Ms Asha Costigan 

 
Depute Director of Institute 

Professor Sally Wyke 

Interdisciplinary Research Professor 

Social Scientists in Health group 

College of Social Science 

 
Depute Director of Institute 

Professor Sally-Ann Cooper 

Professor of Learning Disabilities 

Mental Health and Wellbeing group  

College of Medical, Veterinary & Life Sciences 

 

We are based in Glasgow city. The University has invested in a new purpose-built 

Institute at the heart of the University’s campus in Glasgow’s west-end; development 

has commenced. Staff are excitedly working on the Healthy Outcomes and Wellbeing-

Women In Science (HOW-WIS) project, using the new building’s improved communal 

spaces as a vehicle for celebration and long-term recognition of the Institute’s Athena 

SWAN journey for gender equality, and the distinguished contribution of women (and 

men) to better equality in science and societyAP19. We have professional advice on 
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curation and preparation of mini-museums, exhibits, presenting historical figures to the 

public, and interactional, educational exhibits: 

 

 naming rooms and spaces, with posters and plaques explaining the contributions of 

the eponymous female (and male) scientists,  

 

 a public exhibition space, including a micro-museum with information and interactive 

exhibits celebrating achievements of female (and male) scientists, 

 

 a digital museum, hosted on the Institute website, mirroring and interacting with the 

micro-museum,  

 

 a sequence of ‘biographics’ throughout the building, presenting staffs’ science and 

contributions (50% women) in graphic form, 

 

 an Athena SWAN infographic explaining origins, aims, processes and achievements of 

the charter.  

 

Our active commitment to gender equality dates back at least 16 years. 

 

Progress/impact 

 40% of professors are women; >150% higher than the national average 

 Several prominent, highly visible women who are role models in the Institute, 

including the Director, both Depute Directors, and Head of Administration 

 Long standing commitment to gender equality; at least 16 years 

 

Action points 

AP19. Implement the HOW-WIS project 

 

 

Word count: 436 
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3. THE SELF-ASSESSMENT PROCESS 

Recommended word count: 1000 words 

Describe the self-assessment process. This should include: 

(i) a description of the self-assessment team 

The self-assessment team (SAT: table 4) includes: 

 

 11 women, 11 men, 

 

 all grades, PhD to professor, 

 

 academics, and P&S staff, 

 

 clinical and non-clinical staff, 

 

 representatives of all research groups, 

 

 representatives of all SAT working groups, 

 

 full-time and part-time staff, 

 

 ethnic diversity, 

 

 staff with caring responsibilities for children and dependent adults, 

 

 diverse experiences of work-life balance. 

 

The SAT is deliberately large to capture this range of experiences, and to be productive 

in generating new ideas/initiatives, and ensuring committed implementation. All 

members have clearly identified roles in delivering the action plan, and leading or co-

leading the SAT working groups. It is chaired by 1 of the Institute’s 2 Deputy Directors. 

The Director is a member and attends all meetings. The Institute provides dedicated 

administrative support (Audrey Dickie, Administrative Assistant). All staff are volunteers, 

and contributions are recognised in workloads. 

 

Table 4. Institute of Health and Wellbeing Self-Assessment Team  
W/

M 

Job title and 

group 

 

SAT role FT/

PT 

Work-life balance 

experience 

Jana 

Anderson 

 W Research 

Associate, 

Public Health 

(non-clinical) 

Maternity, 

paternity, 

parental, 

and carers 

PT 2 children at primary 

school;  

Husband has mental 

health issues 

Massoud 

Boroujerdi 

 

 M Research 

Associate/ 

Statistician, 

MRC/CSO SPHS 

Unit  

(non-clinical) 

Staff 

survey 

FT 16y son at home; 

2 have left home 

Chris Bunn  M Research 

Associate, 

Social Scientists 

in Health  

(non-clinical) 

Gender- 

sensitive 

mentoring 

FT In a relationship; 

Suffers from more 

than 2 long-term 

conditions 
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 W/

M 

 

Job title and 

group 

SAT role FT/ 

PT 

Work-life balance 

experience 

John 

Cleland 

 M Professor, 

Robertson 

Centre for 

Biostatistics 

(clinical) 

Induction PT Married, wife does not 

work; 

2 children working, 1 

at University 

 

Sally-Ann 

Cooper 

 W Professor, 

Deputy Director 

– IHW (clinical) 

SAT Chair FT Married to former GP 

medically retired due 

to spinal cord lesion;  

No children 

Asha 

Costigan 

 W Head of 

Administration 

– IHW 

Staffing FT 2 children working;  

1 living at home 

Craig 

Donnachie 

 M Research 

Assistant, 

MRC/CSO SPHS 

Unit  

(non-clinical) 

ECRs FT Married April 2017; 

Wife is self-employed 

illustrator 

No children 

Jane 

Goodfellow 

 W Dissemination 

and information 

officer, General 

Practice & 

Primary Care 

Profession-

al & 

support 

staff 

PT Works compressed 

part-time hours to 

help manage a health 

condition; 

Partner works from 

home as freelance 

editor 

Cindy Gray  W Lecturer, Social 

Scientists in 

Health  

(non-clinical) 

Qualitative 

interviews 

 

FT Worked hard to 

combine full-time job 

with bringing up 4 

children; 3 now left 

home, fourth just in 

secondary school 

Caroline 

Haig 

 W Research 

Associate, 

Robertson 

Centre for 

Biostatistics 

(non-Clinical) 

Webpages FT Partner is a Research 

Fellow at the 

University; 

No children; 

Has a mental health 

condition 

Kate Hunt  W Professor/ 

(Gender and 

Health), 

MRC/CSO  

SPHS Unit 

(non-clinical) 

Gender- 

sensitive 

mentoring  

FT Partner works full-time 

and has Parkinson 

disease;  

juggled work demands 

with bringing up 2 

daughters, and 

parental care 

Anna 

Isaacs 

 W PhD student, 

General 

Practice & 

Primary Care 

(clinical) 

PGR-PhD FT Partner works for a 

health charity in 

London 

Matthew 

Jamieson 

 M Research 

Assistant, 

Mental Health & 

Wellbeing  

(non-clinical) 

Workload FT Married; 

Wife is PhD student in 

Galway, Ireland 
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 W/

M 

Job title and 

group 

SAT role FT/ 

PT 

Work-life balance 

experience 

Vittal 

Katikireddi 

 M Clinical Senior 

Research 

Fellow, 

MRC/CSO  

SPHS Unit 

(clinical) 

Promotion FT Fiancé is an early 

career researcher 

working in Oxford 

Julie 

Langan-

Martin 

 W Clinical Senior 

Lecturer, 

Mental Health & 

Wellbeing 

(clinical) 

Seminar 

series and 

networking  

FT Husband FT academic 

in the Institute; 

Mother to 2y old 

daughter; 

Works from home 1 

day a week 

James 

Lewsey 

 M Reader, Health 

Economics & 

Health 

Technology 

Assessment 

(non-clinical) 

PGT FT Wife works (almost) 

full-time; 

Children 9y and 11y; 

Assist caring for 

mother-in-law with 

dementia 

Colin 

McCowan 

 M Professor, 

Robertson 

Centre for 

Biostatistics 

(non-clinical) 

ECRs  FT Married; 

3 children aged 15y, 

13y, 10y; 

Hearing aid user as 

partially deaf; 

Works from home 1 

day a week 

Hamish 

McLeod 

 M Senior Lecturer, 

Mental Health & 

Wellbeing  

(non-clinical) 

PGR-

DClinPsy 

FT Wife works part-time 

in the Institute; 

Twins aged 9y, and a 

6y old 

Stewart 

Mercer 

 M Professor, 

General 

Practice & 

Primary Care 

(clinical) 

PGT  FT Wife works part-time; 

1 son aged 8y; 

Significant physical 

disability 

Rich 

Mitchell 

 M Professor, 

Public Health  

(non-clinical) 

HOW-WIS 

project 

PT Married;  

2 children 4y & 7y; 

Works part-time in 

order to look after 

youngest child 

Jill Pell  W Professor, 

Director – IHW 

(clinical) 

Workload FT Husband is full-time 

NHS Consultant; 

1 daughter in 

University, 1 in 

secondary school; 

Cares for 87y mother 

in family home 

Helen 

Sweeting 

 W Reader, 

MRC/CSO SPHS 

Unit  

(non-clinical) 

PGR-PhD FT Partner is also an 

academic within the 

Institute; 

Son at local University, 

mainly living at home 

MRC/CSO SPHS Unit: MRC/CSO Social and public health sciences unit 

M: Man; W: Woman; FT: Full-time; PT: Part-time 
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Table 5. College of MVLS experts 

 

 

W/

M 

Job title     

Katie Farrell W Gender Equality Officer 

David Tedman M Deputy Head of Human Resources (HR) 

Keilly MacDonald W College Athena SWAN data officer* 

M: Man; W: Woman 

*Appointed following our SAT lobbying the College of MVLS 

 

The Institute’s SAT has support/guidance from MVLS experts (table 5) who attend 

meetings ex-officio.  

 

An advisory network of volunteers, including the SAT working group co-Chairs, provided 

additional feedback on the self-assessment, progress/impact, and action plan 

development, over and above that of all Institute members (table 6). 

Table 6. SAT advisory network   
W/

M 

Job title and group 

 

Nai Rui Chng M Research Associate, Social Scientists in Health 

Geoff Der M Senior Research Fellow, MRC/CSO SPHS Unit 

Anne Ellaway W Programme Leader, MRC/CSO SPHS Unit 

Lauren Gatting W Research Assistant, General Practice & Primary 

Care 

Michael Green M Research Associate, MRC/CSO SPHS Unit 

Cathy Johnman W Clinical Senior Lecturer, Public Health 

Daniel Martin M Clinical Lecturer in General Psychiatry, Mental 

Health & Wellbeing 

David McAllister M Senior Clinical Lecturer, Honorary Consultant 

Public Health 

Emma McIntosh W Professor of Health Economics, Health 

Economics & HTA 

James Muir M Finance Officer, Institute of Health & Wellbeing 

Barbara Nicholl W Lecturer, General Practice & Primary Care 

Rory O’Connor M Professor of Health Psychology, Mental Health 

& Wellbeing 

Jonathan Olsen M Research Associate, MRC/CSO SPHS Unit 

Mohsen Rezaeihemami M Research Associate, Health Economics & HTA 

Ewelina Rydzewska W Research Associate, Mental Health & Wellbeing  

Karen Wetherall W Research Assistant, Mental Health & Wellbeing 

HTA: Health Technology Assessment 

M: Man; W: Woman 
 

(ii) an account of the self-assessment process 

The SAT convened in 2012 although the Institute’s gender equality work pre-dates this 

by at least 10 years, formerly under the direction of Professor Margaret Reid, Professor 

of Women’s Health, and Professor Dame Sally Macintyre, Professor of Social and Public 

Health Sciences. Since 2012, the SAT has had 18 full meetings, with additional actions 

in-between. It continually self-assesses, develops, implements, and monitors action plan 

progress. We have realised the majority of actions within our Athena SWAN 

Silver action plan, so have started our third action plan, 2017. 

 

In 2012 we established 13 SAT working groups, each with written terms of reference 

and dedicated clerical support provided by the Institute. They have held 138 fully 

minuted meetings to-date (minutes available on shared drive), accelerating 



 

 
18 

implementation of action points. In 2015 we established a P&S staff SAT working group 

(additional to P&S staff being members of other SAT working groups). Each working 

group submits agendas, minutes, and annual report to the over-arching SAT. All 

Institute members contribute to a SAT working group, which hastened Athena 

SWAN principles being embedded throughout the Institute. These Athena SWAN 

contributions are recognised in workloads, and annual personal development and review 

(PD&R). 

 

Since 2012, the SAT Chair has reported monthly (including between SAT meetings) to 

the Institute’s Management Group (IMG) chaired by the Director; Athena SWAN is a 

standing agenda item. To date, IMG has implemented and funded all SAT 

recommendations. 

 

We pay particular attention to communication. The SAT communicates with all staff and 

students, through listening, imparting information and updates, and discussion, using a 

variety of communication means, including: research group meetings, presentations and 

discussions at our annual research away days, annual P&S staff away days (figure 4), 

induction materials, student induction and annual conferences, the Institute’s Athena 

SWAN twitter-feed https://twitter.com/IHWAthenaSWAN (346 followers), monthly 

Institute newsletter, website information. The SAT Chair and SAT working groups are in 

regular communication providing further bidirectional communication flow.  

 

Using evidence to inform gender equality is core to our practice and culture 

(table 7). As part of our continual self-assessment, the SAT has conducted: 

 

 at least annual qualitative interviews on topics identified by SAT working groups, with 

purposively sampled staff (topic guides developed by experienced social scientists; 

interviewers/analyses funded by the Institute), 

  

 annual staff surveys (the UKRC-WISE survey),  

 

 student surveys,  

 

 audits, 

 

 information-gathering exercises.  

 

The last 4 staff survey response-rates were consistently high; 76% women and 81% 

men responded in January 2017 (the UKRC-WISE requires >30%). UKRC-WISE states 

77% agreement indicates “good practice” and 28% disagreement indicates “areas for 

action”; in January 2017, 14/26 items indicated “good practice”, and none were areas 

for concern. There were no gender differences on any items, once adjusted for grade. 

 

SAT meetings have included intersectionality discussions. Our research programmes 

include the health impacts, of gender, ethnicity, sexuality, disability, age, and 

socioeconomic position, so we are naturally mindful of intersectional identities and 

diversity in academia, and the need to support staff and students. 

 

 

 

 

 

 

 

 

 

 

https://twitter.com/IHWAthenaSWAN
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Table 7. Self-assessment supporting activities, 2014/15-2016/17 

Focus of recent self-

assessment activity 

 

How and when Actions/outcomes 

 

Early career researchers 

ECR issues, concerns, 

career aspirations, 

supports  

2 focus groups and 

survey; 2014/15; 

2015/16 

Action points in Silver 

and new 2017 action 

plans 

Perceived barriers to 

advancement 

ECR survey; 2015/16 Action points in new 

2017 action plans 

Views on light-touch 

reviews 

Consultation, 2015/16 Plan dropped; focus 

instead on increasing 

uptake of mentoring 

Teaching skills and 

experience 

Survey; 2016/17 Action point in new 2017 

action plan 

Induction training for 

new and aspiring line-

managers 

Feedback from 

workshops; 2014/15; 

2015/16; 2016/17 

Action point continues in 

Silver and new 2017 

action plans 

Silver action points: 4.2, 4.3, 4.4, 4.12, 4.13, 5.1, 5.2, 5.3, 5.4, 5.5, 5.7, 5.9 

2017 action points: 1, 2, 3, 5, 6, 9, 12, 23, 24, 27 

 

Recruiting and retaining staff 

Ensure flexible 

working, equal 

opportunities and 

Athena SWAN 

information is on all job 

descriptions 

Audit of job descriptions 

against standards; 

2014/15; 2015/15; 

2016/17 

Action point in Silver 

action plan; now 

adopted into University 

practice (outcome) 

Ensure gender-balance 

of recruitment 

committees 

Audit of recruitment 

committees; 2014/15; 

2015/16; 2016/17 

Gender-balanced 

(outcome); action point 

in new 2017 action plan 

Ensure gender equality 

standard of webpages 

to attract staff and 

provide information for 

staff 

Audit of webpages 

against standards; 

2014/15; 2015/16; 

2016/17 

Review of webpages of 

Departments with 

Athena SWAN gold 

awards; 2016/17 

Standard met 

(outcome); Action point 

in Silver and new 2017 

action plans 

Understand why staff 

leave 

Review of staff exit 

questionnaires; 

2014/15; 2015/16; 

2016/17 

Action point in Silver and 

new 2017 action plans 

Silver action points: 4.1, 4.6, 4.7, 6.2  

2017 action points: 10, 25, 40, 45 

 

Staff career development 

Optimise learning via 

induction 

Staff inductees survey; 

2014/15; 2015/156; 

2016/17 

Excellent feedback 

(outcome) 

Perceived barriers to 

academic promotion, 

networking, balancing 

family/work 

commitments 

In-depth qualitative 

interviews with 

purposeful selection of 

academics; 2014/15 

Action points in Silver 

action plan met 

(outcome), continued in 

new 2017 action plan 
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Focus of recent self-

assessment activity 

 

How and when Actions/outcomes 

Mentoring, 

sponsorship, 

promotion, networking 

Detailed staff survey; 

2014/15 

Review of promotion 

workshop feedback; 

2014/15; 2015/16; 

2016/17 

Action points in Silver 

and new 2017 action 

plans; MVLS adopted 

promotion workshops 

(outcome); MVLS 

adopted mentoring plans 

(outcome) 

Gender-balance of 

speakers and chairs at 

Institute seminar series 

Review of gender-

balance; 2014/15; 

2015/16; 2016/17 

Gender-balance 

(outcome), continue in 

new 2017 action plan 

Identify relevant action 

points from action 

plans of existing 

Athena SWAN gold 

award Departments 

Review of all 

Departmental Gold 

action plans available on 

the internet 

Action point in new 2017 

plan on student 

discussion panels 

Silver action points: 4.2, 4.3, 4.4, 4.13, 5.3, 6.3, 6.4  

2017 action points: 2, 3, 4, 5, 6, 12, 25, 35 

 

Working environment and culture 

Staff bullying and 

harassment 

Staff bullying survey; 

2014/15 

No action needed 

(outcome); monitor  

Identify any gender 

differences in staff 

views 

Broad brush/wide 

ranging staff survey 

(UKRC-WISE); 2014/15; 

2015/16; 2016/17 

No gender differences 

(outcome) 

Perceived barriers to 

uptake of parental 

leave and shared 

parental leave by 

academics 

In-depth qualitative 

interviews with 

purposively selected 

staff; 2015/16 

Action point in new 2017 

action plans 

Views on paternity 

buddying, 

parental/carer support 

In-depth qualitative 

interviews with 

purposively selected 

staff; 2016/17 

Action point in new 2017 

action plans 

Use of maternity 

Keeping-in-touch (KIT) 

days  

Review of maternity KIT 

days; 2014/15; 

2015/16; 2016/17 

Action points in Silver 

and new 2017 action 

plans 

Silver action points: 2.2, 7.1, 7.2, 7.3 

2017 action points: 29, 30, 32, 34, 36, 38 

 

Professional and support (P&S) staff 

Perceptions of P&S 

staff on work-life 

balance and “fairness” 

In-depth qualitative 

interviews with 

purposively selected 

staff; 2015/16 

Action points in new 

2017 action plans 

Perceptions of P&S 

staff on flexible 

working and career 

development 

In-depth qualitative 

interviews with 

purposively selected 

staff; 2015/16 

Action points in new 

2017 action plans 

Perceptions of P&S 

staff on maternity and 

paternity support 

In-depth qualitative 

interviews with 

purposively selected 

staff; 2016/17 

Action points in new 

2017 action plans 
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Focus of recent self-

assessment activity 

 

How and when Actions/outcomes 

Perceptions of P&S 

staff on parental leave 

and carers 

In-depth qualitative 

interviews with 

purposively selected 

staff; 2016/17 

Action points in new 

2017 action plans 

P&S staff issues In-depth qualitative 

interviews; 2016/17 

Action points in new 

2017 action plans 

Develop a suitable 

flexitime policy 

Review of NHS, 

University of York, 

University of Bath 

flexitime policies for 

P&S staff; 2015/16 

Done (outcome) 

P&S staff training 

needs 

Survey on training 

completed, its 

usefulness, and needs 

not met by the 

University; 2016/17 

Action point in new 2017 

action plans 

2017 action points: 13, 14, 15, 16, 17, 32 

 

Post-graduate students 

Benchmark PGT data Established network 

with other Universities 

to benchmark PGT 

programmes; 2013/14 

Benchmarked data 

2014/15; 2015/16; 

2016/17 

Done (outcome) 

PGT/PGR student 

perceptions on gender-

equality and culture via 

on-line survey 

Institute PGT/PGR 

student on-line survey 

on gender issues; 

2015/16 

Done (outcome) 

PGT student 

perceptions on culture 

and their programme 

PTES analysed by 

gender; 2015/16 

Action points in new 

2017 action plan 

PGR induction Review of induction 

events feedback; 

2014/15; 2015/16; 

2016/17 

Done (outcome) 

PGR student 

perceptions on culture 

and their programme 

PRES analysed by 

gender 2014/15; 

Negotiated inclusion of 

gender questions into 

PRES; 2014/15 

Done (outcome);  

Action points in Silver 

and new 2017 action 

plans 

Silver action points: 3.5, 3.6 

2017 action points: 26, 31, 35, 45 

 

Staff and students 

Gender-balance in staff 

and student  

Review of staff and 

student data; 2014/15; 

2015/16; 2016/17 

Action points in Silver 

and new 2017 action 

plans 

Silver action points: 1.1, 2.1 

2017 action points: 45 

ECR: early career researcher; KIT: Keeping-in-touch days; PRES: PGR students 

experience survey; PTES: PGT students experience survey 
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As part of our self-assessment, we also: 

 

 co-Chair MVLS’ Gender Equality Committee (GEC), sharing good practice, networking all 

Glasgow’s SAT Chairs across MVLS, which is large and diverse [1,346 academics (53% 

women), 773 P&S staff (79% women)], 

 

 have University Gender Equality Steering Group membership, 

 

 have critically reviewed and supported, and learned from, many Glasgow Athena SWAN 

action plans, and in-turn, benefitted from critical review, 

 

 contributed to University-wide Athena SWAN events, e.g. Women-In-Science 

lectures/networking, Principal’s inaugural Athena SWAN reception, 2016,  

 

 reviewed Gold award holding Departments’ web-pages and applications, 

 

 learned from: 

o Cambridge University’s “the meaning of success” initiative,  

o Athena SWAN Network Group workshop on workload allocation, maternity 

leave/return, Abertay University, led by James Lush, 2014, 

o Scotland-wide Athena SWAN workshop hosted by MVLS, Glasgow, 2015, attended 

by James Lush and Sarah Dickinson, 

o Equate’s workshop on unconscious bias, 2016, 

o transgender awareness training in collaboration with Scottish Transgender 

Alliance, 2015,  
  

 networked at Athena SWAN award ceremonies (figures 5,6),  

 

 gained considerable insights at many Athena SWAN assessment panels, 2013-2017, 

 

 built further upon previous advice/discussion with Paul Walton (Chemistry Department 

Gold award holder, York University), benefitting from his review/advice on our Gold 

application, 

 

 benefitted from and contributed to work externally, and lead the MVLS Athena SWAN 

agenda (advised on/supported 9 Departmental Athena SWAN applications, plus the 

University application); many of our actions are now adopted/implemented by MVLS/the 

University (details in 5.6.iii, pages 80-83). 

 

Figure 4. Athena SWAN sessions at research away days, and P&S staff away days  
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Figure 5. Collecting and displaying our Bronze award 

  
 

 

Figure 6. Collecting and displaying our Silver award 

     
 

 

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

We anticipate the SAT will be required long-term. It will meet 3 times a year, with most 

work conducted in-between through the working groups, and additional exceptional 

meetings if needed. It will continue to communicate with all staff, collect annual staff 

and student metrics, conduct staff and student surveys, audits, and in-depth interviews 

on specific topicsAP38;AP39;AP45. It will report monthly to IMG, to inform management 

practice and implement the action plan. SAT membership is a 2-year term-of-office, 

Chairing a 3-year term-of-office, both renewable (SAT membership turn-over is 50% 

since our Silver application). 

 

We again reviewed the SAT working groups, February 2017; 49 Silver action points 

were successfully completed (some ahead of schedule e.g. unconscious bias 
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training), 10 were on-track, hence freeing staff time to contribute to new objectives in 

our new action plan (i.e. working groups being convened and disbanded according to the 

activities needed). Working group will continue to submit minutes, and annual reports to 

the over-arching SAT. 

 

SAT members will further expand beacon activitiesAP18. 

 

Progress/impact 

 All staff engaged with Athena SWAN agenda, so embedded into our culture 

 Equal gender response-rate and no gender differences on staff survey questions on 4 

annual staff surveys 

 Robust SAT working, meeting, and reporting processes in place, and embedded in 

the Institute’s management structures 

 Strong Institute dissemination and bi-directional communication 

 

Action points 

 AP18. Develop gender equality in Glasgow University and more widely in the UK 

higher education sector; add a webpage resource for people working on gender 

equality  

 AP38. Repeat the staff survey in alternate years 

 AP39. Repeat qualitative interviews with staff to understand identified issues 

 AP45. Collect and analyse staff and student data by gender annually, including PRES 

and PTES surveys and PGT/PGR gender equality survey, and interpret findings 

 

Word count: 1,057  
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4. A PICTURE OF THE DEPARTMENT 

Recommended word count:  2000 words 

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 

Full- and part-time by programme. Provide data on course applications, offers, and 

acceptance rates, and degree attainment by gender. 

N/A. Undergraduate medicine is led and managed by the School of Medicine, Dentistry 

and Nursing.  

 

 

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

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

rates and degree completion rates by gender. 
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Table 8. PGT students: women/all PGT students (percentage women)  

 2012/13 

FT 

 

2013/14 

FT 

2014/15 

FT 

2015/16 

FT 

2016/17 

FT 

2012/13 

PT 

2013/14 

PT 

2014/15 

PT 

2015/16 

PT 

2016/17 

PT 

Master of Public 

Health  

9/14 

(64%) 

16/19 

(84%) 

18/21 

(86%) 

14/21 

(67%) 

14/21 

(67%) 

16/22 

(73%) 

13/21 

(62%) 

22/28 

(78%) 

16/19 

(84%) 

22/24  

(92%) 

MSc Primary 

Care 

4/4 

(100%) 

0/1  

(0%) 

2/3 

(67%) 

0/0 0/0 13/15 

(87%) 

14/17 

(82%) 

16/20 

(80%) 

8/11 

(73%) 

10/13  

(77%) 

MSc Global 

Mental Health  

7/8 

(87%) 

6/8 

(75%) 

6/10 

(60%) 

17/21 

(81%) 

21/24 

(88%) 

1/1  

(100%) 

3/4  

(75%) 

4/5 

(80%) 

0/1 (0%) 3/5  

(60%) 

MSc 

Neuropsychology  

2/2 

(100%) 

3/4  

(75%) 

0/1  

(0%) 

2/2 

(100%) 

0/0 9/15 

(60%) 

9/16 

(56%) 

8/15 

(53%) 

8/10 

(80%) 

10/14  

(71%) 

MSc Global 

Health  

5/5 

(100%) 

3/3 

(100%) 

3/4 

(75%) 

8/10 

(80%) 

10/13 

(77%) 

0/0 1/1 

(100%) 

1/1 

(100%) 

1/1 

(100%) 

1/1  

(100%) 

MSc HTA N/A 2/2 

(100%) 

1/1 

(100%) 

0/0 3/3  

(100%) 

N/A 4/6 

(67%) 

5/7 

(71%) 

3/4 

(75%) 

5/8  

(62%) 

Total  27/33 

(82%) 

30/37 

(81%) 

30/40 

(75%) 

41/54 

(75%) 

48/61 

(79%) 

39/53 

(73%) 

44/65 

(68%) 

56/76 

(74%) 

38/46 

(83%) 

51/65  

(81%) 

Note: Part-time students feature in more than 1 year’s data; HTA: Health Technology Assessment 

 

Figure 7. PGT students by gender: percentage and numbers
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We lead 6 PGT programmes (table 8, figure 7). ~3/4 of both full-time and part-time 

students are women. The proportion of women studying Masters of Public Health 

part-time may be increasing, and part-time training appears to attract more than 

full-time. MSc in Health Technology Assessment (HTA) only commenced 2013/14, 

hence longer-term trends are unclearAP45. Most part-time students are juggling 

learning with family responsibilities, or working as health professionals. Students’ 

first degree subjects are diverse.  
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Table 9. PGT applications, offers, and acceptances: women/all PGT students (percentage women)  
 2012/13 2013/14 2014/15 2015/16 2016/17 

Applic’n Offers Accept Applic’n Offers Accept Applic’n Offers Accept Applic’n Offers Accept Applic’n Offers Accept 

Master of 

Public 

Health  

156/ 

283 

(55%) 

57/ 

97 

(59%) 

31/ 

48 

(65%) 

182/ 

331 

(55%) 

73/ 

138 

(53%) 

40/ 

70  

 (57%) 

210/ 

389 

(54%) 

91/ 

156 

(58%) 

56/ 

97 

(58%) 

237/ 

453 

(52%) 

105/ 

195 

(54%) 

48/ 

84 

(57%) 

243/ 

462 

(53%) 

106/ 

197 

(54%) 

50/ 

93 

(54%) 

MSc 

Primary 

Care  

13/14 

(93%) 

12/13 

(92%) 

9/10 

(90%) 

11/16 

(69%) 

9/14 

(64%) 

7/9 

(78%) 

11/18 

(61%) 

11/17 

(65%) 

5/8  

(63%) 

11/13 

(85%) 

11/13 

(85%) 

 

1/2 

(50%) 

4/6  

(67%) 

4/6  

(67%) 

4/6 

(67%) 

MSc 

Global 

Mental 

Health  

17/18 

(94%) 

12/13 

(92%) 

12/13 

(92%) 

15/22 

(68%) 

12/18 

(67%) 

10/12 

(83%) 

31/48 

(65%) 

30/45 

(67%) 

6/11 

(55%) 

83/116 

(72%) 

73/104 

(71%) 

22/37 

(59%) 

61/85 

(72%) 

43/63 

(68%) 

28/41 

(68%) 

MSc 

Neuro- 

Psychol 

32/36 

(89%) 

28/31 

(90%) 

25/26 

(96%) 

30/40 

(75%) 

25/33 

(76%) 

22/30 

(73%) 

40/56 

(71%) 

27/34 

(79%) 

19/25 

(76%) 

31/37 

(84%) 

25/31 

(81%) 

24/30 

(80%) 

33/38 

(86%) 

22/27 

(82%) 

19/24 

(79%) 

MSc  

Global 

Health  

17/25 

(68%) 

7/12 

(58%) 

5/6 

(83%) 

27/32 

(84%) 

19/21 

(90%) 

8/8 

(100% 

61/79 

(77%) 

30/43 

(70%) 

10/16 

(63%) 

75/100 

(75%) 

37/51 

(73%) 

21/25 

(84%) 

39/57 

(68%) 

19/35 

(54%) 

8/17 

(47%) 

MSc  

HTA  

N/A N/A N/A 9/15 

(60%) 

7/10 

(70%) 

6/7 

(86%) 

18/35 

(51%) 

16/30 

(53%) 

7/19 

(37%) 

41/51 

(80%) 

12/31 

(39%) 

5/14 

(36%) 

5/15 

(33%) 

3/4  

(75%) 

1/2  

(50%) 

Total  235/ 
376 

(63%) 

116/ 
160 

(72%) 

82/ 
103 

(80%) 

274/ 
456 

(60%) 

145/ 
234 

(62%) 

93/ 
136 

(68%) 

371/ 
625 

(59%) 

205/ 
325 

(63%) 

103/ 
176 

(59%) 

433/ 
770 

(56%) 

263/ 
425 

(62%) 

121/ 
192 

(63%) 

385/ 
663 

(58%) 

197/ 
332 

(59%) 

110/ 
183 

(60%) 

Note: Not all students who accept, actually register for the course, due to funding arrangements 

HTA: Health Technology Assessment 

N/A: Not applicable, course commenced 2013/14 
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Figure 8. PGT applications, offers and acceptances: women/all PGT students 

(percentage women)  

 
 

The proportions of women accepting, offered, and who applied, are similar 

(table 9, figure 8); there is no gender bias.  
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Table 10. PGT degree classifications: women/all PGT students (percentage women)  

 2011/12 2012/13 2013/14 2014/15 2015/2016 

Pass 

 

Merit Dist’n Pass Merit Dist’n Pass Merit Dist’n Pass Merit Dist’n Pass Merit Dist’n 

Master of 

Public Health 

9/12 

75% 

2/2 

100% 

2/4 

50% 

9/13 

69% 

7/8 

88% 

1/2 

50% 

15/17 

88% 

3/4 

75% 

0/0 

 

11/16 

69% 

3/4 

75% 

1/1 

100% 

15/19

79% 

4/6 

67% 

2/6 

33% 

MSc Primary 

Care 

4/5    

80% 

2/2 

100% 

0/0 2/2 

100% 

0/0 0/0 4/4 

100% 

0/0 

 

0/0 

 

4/6 

66% 

1/1 

100% 

0/1   

0% 

1/2 

50% 

2/2 

100% 

0/0 

 

MSc Global 

Mental Health 

N/A N/A N/A 2/2 

100% 

1/2 

50% 

3/3 

100% 

2/2 

100% 

1/3 

33% 

0/0 

 

4/8 

50% 

4/4 

100% 

4/4 

100% 

10/12 

83% 

4/6 

67% 

4/5 

80% 

MSc Neuro-

psychology 

0/3     

0% 

11/14 

79% 

4/5 

80% 

1/4 

25% 

14/17 

82% 

3/4 

75% 

5/5 

100% 

17/19 

89% 

7/7 

100% 

1/3 

33% 

2/6 

33% 

4/4 

100% 

2/2 

100% 

17/19 

89% 

0/2 

0% 

MSc HTA N/A N/A N/A N/A N/A N/A 2/2 

100% 

0/0 

 

0/0 

 

2/2 

100% 

0/0 0/0 0/0 0/0 1/1 

100% 

MSc Global 

Health 

N/A N/A N/A 1/1 

100% 

3/3 

100% 

0 2/2 

100% 

1/3 

33% 

0/0 

 

1/1 

100% 

1/2 

50% 

1/1 

100% 

1/2 

50% 

6/7 

86% 

1/1 

100% 

Total 13/20 

65% 

15/18 

83% 

6/9 

67% 

15/22 

68% 

25/30 

83% 

7/9 

78% 

30/32 

94% 

22/29 

76% 

7/7 

100% 

23/36 

64% 

11/17 

65% 

10/11 

90% 

29/37 

78% 

33/40 

83% 

8/15 

53% 

N/A: Not applicable, new courses 

 

Figure 9. PGT degree classification by gender: percentage and numbers  
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There are no consistent gender differences across degree 

classifications (table 10, figure 9). Fewer women gained Masters of Public 

Health distinctions, 2015/16, due to an unusually strong male cohort that 

year. 

 

2-4 students/year withdraw (<2%). In the last 5 years, 4 left Global Mental 

Health, 1 due to an NHS trainee offer, 1 left on day 1; 3 left Neuropsychology 

after changing their NHS employer (their former employer had been paying); 

3 left Public Health; 2 left Primary Care; 1 left HTA. 10/13 (77%) were 

women, similar to the course gender ratio.  

 

In the absence of published national data, Programme Directors 

approached other Universities with comparable programmes to 

benchmark admission data. Some anxieties were expressed on 

commercial sensitivity, affecting which programmes contributed.  
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Table 11. Master of Public Health benchmarking admissions data: women/all students (percentage women) 

 
2012/13 

FT 

 

2013/14 

FT 

2014/15 

FT 

2015/16 

FT 

2016/17 

FT 

2012/13 

PT 

2013/14 

PT 

2014/15 

PT 

2015/16 

PT 

2016/17 

PT 

Glasgow University 9/14 

(64%) 

16/19 

(84%) 

18/21 

(86%) 

15/22       

(68%) 

14/21 

(67%) 

16/22 

(73%) 

13/21 

(62%) 

29/41 

(71%) 

17/20 

(85%) 

22/24 

(92%) 

Dundee University 8/11 

(73%) 

8/12 

(67%) 

9/14 

(64%) 

11/12 

(92%) 

6/8  

(75%) 

0/0 0/0 2/2  

(100%) 

2/2 

(100%) 

2/2   

(100%) 

Russell Group 

University* 

55/73 

(75%) 

50/65 

(77%) 

46/63 

(73%) 

63/87 

(72%) 

No data 9/15 

(60%) 

6/12 

(50%) 

12/21 

(57%) 

15/23 

(65%) 

No data 

Newcastle University 6/11 

(55%) 

6/11 

(55%) 

4/10 

(40%) 

9/14 

(64%) 

13/18 

(72%) 

4/6  

(67%) 

4/6  

(67%) 

4/6   

(67%) 

9/11 

(82%) 

4/5    

(80%) 

Cardiff University 21/23 

(91%) 

15/20 

(75%) 

9/19 

(47%) 

12/16 

(75%) 

14/19 

(74%) 

7/10 

(70%) 

3/5  

(60%) 

0/1     

(0%) 

5/9  

(83%) 

1/3    

(33%) 

Edinburgh University 27/32 

(66%) 

36/45 

(80%) 

No data No data No data 7/8 (88%) 6/7 (86%) No data No data No data 

*Provided data but did not want to be named 
 

Figure 10. Women recruited to Master of Public Health programmes across 6 universities: percentage and number 

 
 

We invited all 26 UK Masters of Public Health Directors’ Group members to share data; 5 did in 2014, 4 in 2015, 3 in 2016 

(table 11, figure 10).  All recruit high female proportions; our data are similar. 
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Table 12.  MSc Primary health care benchmarking admissions data: women/all students (percentage women) 

 
2012/13 

FT 

 

2013/14 

FT 

2014/15     

FT 

2015/16 

FT 

2016/17 

FT 

2012/13 

PT 

2013/14 

PT 

2014/15 

PT 

2015/16

PT 

2016/17 

PT 

University of Glasgow 4/4 

(100%) 

0/1    

(0%) 

2/3 

(67%) 

0/0 0/0 13/15 

(87%) 

14/17 

(82%) 

21/27 

(78%) 

13/17 

(76%) 

10/13 

(77%) 

Queen Mary 

University of London 

2/3  

(67%) 

1/1 

(100%) 

1/3 

(33%) 

0/0 3/4  

(75%) 

1/1  

(100%) 

1/1  

(100%) 

0/1     

(0%) 

0/0 1/1   

(100%) 

 
Figure 11. Women recruited to MSc Primary Health Care programmes across 2 universities: percentage and number  

 
 

Queen Mary University of London provides the only equivalent programme to our MSc in Primary Care (table 12, figure 11). 

However, their students are few, limiting conclusion.  
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There is 1 other UK MSc in Global Mental Health. They provided data for 

2012/13, 2013/14, 2014/15, but not subsequently, hence we present no 

current data. 

 

There is 1 other Masters in Neuropsychology (a health professional 

qualification). They declined benchmarking. 

 

Masters in Global Health are provided by 3 other Universities. Only Oxford 

agreed, providing 2012/13, 2013/14, 2014/15 data, but none subsequently. 

Our course grew markedly since then, so we have no up-to-date 

benchmarking data. 

 

Table 13.  MSc HTA benchmarking admissions data: women/all 

students (percentage women) 
 2014/15 

FT 

2015/16 

FT 

2016/17 

FT 

2014/15 

PT 

2015/16 

PT 

2016/17 

PT 

Glasgow 1/2 

(50%) 

0/0 3/3 

(100%) 

6/7 

(86%) 

5/12 

(42%) 

5/14 

(36%) 

York 1/3 

(33%) 

0/0 0/0 0/0 7/20 

(35%) 

3/9 

(33%) 
 

Figure 12. Women recruited to MSc HTA programmes across 2 

universities: percentage and number 

 
 

Masters in HTA at 3 Universities were contacted. Only York provided data; its 

first intake was 2014/15 (table 13, figure 12). Both programmes are 

relatively new, have more part-time students, and about 1/3 female part-

time students in 2015/16 and 2016/17. Conclusions are therefore limited. 
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(iv) Numbers of men and women on postgraduate research degrees 

Full- and part-time by programme. Provide data on course application, offers, acceptance and degree completion rates by gender. 

Table 14. PGR students: women/all PGR students (percentage women) 

 

Figure 13. PGR students by gender: number and percentage 

 
 

We provide PhDs, and Doctorate of Clinical Psychology (DClinPsy; classified as PGR) (table 14, figure 13).  In 2016/17, 64% 

full-time and 70% part-time PhDs were women, similar to 58% nationally for clinical medicine (HESA, 2014/15). DClinPsy 

students are predominantly women; mirroring UK psychology graduates (a requirement for admission to DClinPsy). Our 

“Widening Access” committee (comprised of students, ECRs, senior academics, and NHS staff) outreaches into schools to 

increase diversity of applicants seeking a psychology career-plan. We plan to collaborate with the School of Psychology (who 

manage Glasgow’s undergraduate psychology course) to increase outreach to secondary and early years education, promoting 

 2012/13 

FT 

2013/14 

FT 

2014/15 

FT 

2015/16 

FT 

2016/17 

FT 

2012/13 

PT 

2013/14 

PT 

2014/15 

PT 

2015/16 

PT 

2016/17 

PT 

PhD 24/33 

(73%) 

38/47 

(81%) 

40/55 

(73%) 

32/57 

(56%) 

28/44 

(64%) 

9/16 

(56%) 

9/13 

(69%) 

13/19 

(68%) 

15/21 

(71%) 

12/17 

(70%) 

DClin

Psy 

65/73 

(89%) 

63/72 

(88%) 

69/74 

(93%) 

68/75 

(91%) 

64/71 

(90%) 

0/0 0/0 0/0 0/0 0/0 

Total 
89/106 

(84%) 

101/119 

85%) 

109/129 

(84%) 

100/132 

(76%) 

92/115 

(80%) 

9/16 

(56%) 

9/13 

69%) 

13/19 

68%) 

15/21 

(71%) 

12/17 

(70%) 
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psychology careers to boys, influencing the influencers, raising awareness and aspiration, and encouraging applicationsAP41. 

Additionally, we will offer undergraduate teaching to role model the academic clinical psychology career-plan for menAP41. 

Female career progression work remains high priority, as despite most psychology graduates being women, men dominate 

senior academic grades. 

 

Table 15.  PGR applications, offers, and acceptances: women/total students (percentage women) 
 2011/12 2012/13 2013/14 2014/15 2015/16 

Applicn Offer Accept Applicn Offer Accept Applicn Offer Accept 
 

Applicn Offer Accept 
 

Applicn Offer Accept 
 

PhD 71/114 
(62%) 

16/23 
(70%) 

15/19 
(79%) 

64/116 
(55%) 

12/15 
(80%) 

11/13 
(85%) 

48/89 
(54%) 

17/28 
(61%) 

14/22 
(64%) 

51/78 
(65%) 

25/35 
(71%) 

25/35 
(71%) 

47/76 
(62%) 

26/41 
(63%) 

24/39 
(62%) 

DClinPsy 294/353 
(83%) 

28/30 
(93%) 

22/23 
(96%) 

275/335 
(82%) 

26/29 
(90%) 

20/23 
(87%) 

288/351 
(82%) 

29/31 
(94%) 

24/25 
(96%) 

338/402 
(84%) 

26/30 
(87%) 

21/24 
(88%) 

339/402 
(84%) 

25/28 
(89%) 

23/26 
(88%) 

Total 365/467 
(78%) 

44/53 
(83%) 

37/42 
(88%) 

339/450 
(75%) 

38/44 
(86%) 

33/36 
(92%) 

336/440 
(76%) 

46/59 
(78%) 

38/47 
(81%) 

389/480 
(81%) 

51/65 
(78%) 

46/59 
(80%) 

386/478 
(81%) 

51/69 
(74%) 

47/65 
(72%) 

 

Figure 14. PGR applications, offers and acceptances by gender: number and percentages 

 
 
Most applications, offers, and acceptances are women; there is no selection gender bias (table 15, figure 14). The 
DClinPsy particularly skews the data towards womenAP41. Some PhD students are self-funded, funded by their NHS employer, 
or win personal fellowships: these studentships are not advertised, and so not included in the figures above. 
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Failure to complete is unusual. In the last 3 years, 1 woman (PhD 
student) withdrew through ill-health. Over 10 years, 2007-2016, 5 women 
(DClinPsy students) withdrew through ill-health. All had had a range of 
adjustments and supports made prior to eventual departure (audited, 2017).  

 

Table 16. Career destination of PhD students: women/total students 

(percentage women) 

 2012/13 2013/14 2014/15 2015/16 

 

University 5/8 (63%) 4/9 (44%) 9/12 (75%) 7/11 (64%) 

NHS 1/2 (50%) 2/6 (33%) 1/1 (100%) 2/3 (66%) 

Government 0/0 0/1 (0%) 0/0 0/0 

Other 0/0 1/1 (100%) 1/1 (100%) 1/2 (50%) 

Total 6/10 (60%) 7/17 (41%) 11/14 (79%) 10/16 (63%) 

 

Post-PhD career destination shows no clear gender differences, 

although numbers are small (table 16). The majority enter academic or NHS 

posts. Almost all DClinPsy students enter NHS Clinical Psychology jobs. 

 

The University runs the biennial Postgraduate Research Experience Survey 

(PRES). It approved us adding gender-related questions, 2015, and retained 

these, 2017 (two from the STEMM Student Culture Survey; one on caring 

responsibilities). Of Institute students, 89% women, 100% men were 

satisfied overall; only 35% responded in 2015, compared with 64% in 2017 

due to our actions (second highest in University; overall University response 

was 38%). Our Institute’s PGR/PGT on-line gender-equality survey (55% 

response in 2016) found no gender differences in response rate nor 

gender-related questions; the Institute was perceived to promote 

gender equality (survey findings published on our website). We will repeat 

our survey in 2018AP45. 

  

(v) Progression pipeline between undergraduate and postgraduate student levels 

Identify and comment on any issues in the pipeline between undergraduate and 

postgraduate degrees.  

We recruit PGT/PGR students externally, from diverse first degree subjects. 

We interact with UGs, e.g. intercalated BSc, Head of College Scholars 

Scheme (for top of class students), seminar programmes, summer schools, 

student selectives, holiday research placements, and NHS teaching. 60% of 

PhDs are women, similar to medical UGs nationally (57%, HESA, 2015/16). 

 

Progress/impact 

 No gender bias in PGT nor PGR student selection 

 No gender bias in PGT nor PGR completions, nor PGT degree classification 

 No gender bias in PGR career destinations 

 National PGT benchmarking data collected; gender ratios are similar 

 Gender-relevant questions added to PRES; increased response to PRES 

 Similar proportion of women in PhD studies, as national undergraduates 

 

Action points 

 AP41. Collaborate further with the School of Psychology outreaching to 

schools, and offer undergraduate teaching, to role model the academic 

clinical psychology career route for boys and men 

 AP45. Collect and analyse staff and student data by gender annually, 

including PRES and PTES surveys, and PGT/PGR gender-equality survey 
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4.2. Academic and research staff data 

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

and research or teaching-only 

Look at the career pipeline and comment on, and explain any differences 

between, men and women. Identify any gender issues in the pipeline at particular 

grades/job type/academic contract type. 

 
Table 17. Combined non-clinical and clinical staff data: women/all 

staff (percentage women) 

 2013 2014 2015 

 

2016 2017 

Grade 6 

(postgraduate) 

23/27 

(85%) 

57/61 

(93%) 

47/56 

(84%) 

49/57 

(86%) 

40/51 

(78%) 

Grade 7 

(postdoctoral) 

22/27 

(81%) 

24/33 

(73%) 

42/54 

(78%) 

47/63 

(75%) 

50/66 

(76%) 

Grade 8/ 

Clinical lecturer 

13/16 

(81%) 

24/33 

(73%) 

32/41 

(78%) 

34/44 

(77%) 

26/37 

(70%) 

Senior Lecturer 4/11 

(36%) 

6/14 

(43%) 

4/12 

(34%) 

7/15 

(47%) 

11/18 

(61%) 

Reader 3/5 

(60%) 

2/8 

(25%) 

4/7 

(57%) 

3/6 

(50%) 

2/5 

(40%) 

Professor 7/19 

(36%) 

9/26 

(35%) 

10/29 

(34%) 

10/28 

(36%) 

12/30 

(40%) 

Total 72/105 

(69%) 

122/175 

(70%) 

139/199 

(70%) 

150/213 

(70%) 

141/207 

(68%) 
 

Figure 15. Combined non-clinical and clinical staff data by gender: 

number and percentage 
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Table 18. Non-clinical staff data: women/all non-clinical staff 

(percentage women) 

 2013 2014 2015 

 

2016 2017 

Grade 6 

(postgraduate) 

23/27 

(85%) 

57/61 

(93%) 

47/56 

(84%) 

49/57 

(86%) 

40/51 

(78%) 

Grade 7 

(postdoctoral) 

22/27 

(81%) 

24/33 

(73%) 

42/54 

(78%) 

47/63 

(75%) 

50/66 

(76) 

Grade 8 8/8 

(100%) 

14/16 

(88%) 

22/24 

(92%) 

26/28 

(93%) 

22/25 

(88%) 

Senior Lecturer 3/8 

(38%) 

5/12 

(42%) 

4/11 

(36%) 

6/13 

(46%) 

9/14 

(64%) 

Reader 3/3 

(100%) 

2/5 

(40%) 

4/6 

(67%) 

3/5 

(60%) 

2/5 

(40%) 

Professor 3/12 

(25%) 

5/18 

(28%) 

5/19 

(26%) 

5/18 

(28%) 

7/21  

(33%) 

Total 

 

62/85 

(73%) 

107/145 

(74%) 

124/170 

(73%) 

136/184 

(74%) 

130/182 

(71%) 

 

Table 19.  Clinical staff data: women/all clinical staff (percentage women) 

 2013 2014 2015 

 

2016 2017 

Lecturer/fellow  5/8 

(63%) 

10/17 

(59%) 

10/17 

(59%) 

8/16 

(50%) 

4/12 

(34%) 

Senior Lecturer 1/3 

(33%) 

1/2 

(50%) 

0/1 

(0%) 

1/2 

(50%) 

2/4 

(50%) 

Reader 0/2 

(0%) 

0/3 

(0%) 

0/1 

(0%) 

0/1 

(0%) 

0/0 

(0%) 

Professor  4/7 

(57%) 

4/8 

(50%) 

5/10 

(50%) 

5/10 

(50%) 

5/9 

(56%) 

Total 10/20 

(50%) 

15/30 

(50%) 

15/29 

(52%) 

14/29 

(48%) 

11/25 

(44%) 

 

Table 20. Combined non-clinical and clinical staff data by research group, 2017: 

women/all staff (percentage women) 

 Public 

Health 

General 

Practice 

& 

Primary 

Care 

 

Mental 

Health & 

Wellbeing 

Health 

Economics 

& HTA 

Robertson 

Centre for 

Biostatistics 

MRC/CSO 

SPHS 

Unit 

Social 

Scientists 

in Health  

Grade 6 

(postgrad) 

0/1 

(0%) 

3/4 

(75%) 

20/23 

(87%) 

6/8 

(75%) 

2/4 

(50%) 

9/11 

(82%) 

0/0 

(-) 

Grade 7 

(postdoc) 

3/5 

(40%) 

2/2 

(100%) 

13/15 

(87%) 

3/6 

(50%) 

2/3 

(67%) 

26/32 

(81%) 

2/4 

(50%) 

Grade 8/ 

Clin Lect’r 

2/3 

(67%) 

5/10 

(50%) 

4/7 

57%) 

3/3 

(100%) 

3/3 

(100%) 

4/6 

(67%) 

4/4 

(100%) 

Senior 

Lecturer 

1/1 

(100%) 

2/2 

(100%) 

2/4 

(50%) 

0/0 

(-) 

1/2 

(50%) 

5/9 

(56%) 

0/0 

(-) 

Reader 

 

0/1 

(0%) 

0/0 

(-) 

0/0 

(-) 

0/1 

(0%) 

0/1 

(0%) 

2/2 

(100%) 

0/0 

(-) 

Professor 

 

1/2 

(50%) 

3/4 

(75%) 

2/9 

(22%) 

2/4 

(50%) 

0/3 

(0%) 

2/5 

(40%) 

2/3 

(67%) 

Total 7/13 

(54%) 

15/22 

(68%) 

41/58 

(71%) 

14/22 

(64%) 

8/16 

(50%) 

48/65 

(74%) 

8/11 

(73%) 
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Figure 16. Change in number of professors by gender 

 
 

 

Figure 17. Change in number of senior lecturers by gender 

 
 

An MRC/CSO Unit transferred to the Institute, increasing staff numbers 

between 2013-2014. Comparisons are therefore more valid, 2014-2017. 

We have more male than female professors, and more female ECRs (tables 

17-20, figures 15-17). However, there is progress at mid-career and 

professorial grades, largely through our promotion actions:  
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 female senior lecturers have increased, 

  

 3 additional women (and 0 men) were successful at senior lecturer at the 

promotion committee, 2017, pending external peer-review (in addition to 

the figures above), 

 

 female professors increased from 9-12, compared with 17-18 for males 

(post-MRC/CSO Unit transfer),  

 

 Women are 40% of the total professoriate, 

 

 An additional woman (and man) were successful at professor in the 

promotion committee, 2017, pending external peer-review (in addition to 

the figures above), 

 

 there are too few Readers for conclusions at this grade.  

 

 previously, our “leaky pipeline” showed a clear drop in the female 

proportion between grade 8 and senior lecturer; this is now much less 

apparent (70% female grade 8s, 61% female senior lecturers, 2017).  

 

Staffing gender is not equal, but our actions are now showing progress, 

and a key focus of our Athena SWAN work, with a target of increasing 

female professors to at least 45% by 2021AP1-AP3;AP5;AP6. Amongst 

clinical academics, female professors slightly exceed males, and are equal at 

senior lecturer grade. Gender disparity is more prominent in non-clinical 

grades, but with the same trend of increasing proportions of female senior 

lecturers and professors.    

 

Scottish HESA data for clinical medicine (2014/15) shows 26% 

professors are women; our proportion is >150% higher. 

Some grade 6s use these post-graduate posts as stepping-stones to NHS 

training; our grade 6 survey, 2015 (70% responded), found 43% aspired to 

NHS, 43% academia, and 14% other work. This is less likely to account for 

female proportions at higher grades. 2017 data shows whilst most grades 6-8 

are women, the number of men has increased.  

 

Table 21. Professorial zoning of non-clinical staff, 2017 

 Women 

 

Men 

Zone 1 3 (43%) 3 (21%) 

Zone 2 3 (43%) 8 (57%) 

Zone 3 1 (14%) 3 (21%) 

Total 7 (100%) 14 (100%) 

 

Non-clinical professors are “zoned” (pay-bands). (This does not apply to 

clinical professors who have a national pay-scale.) Table 21 shows a gender 

pay-gap not only across grades, but within the professorial grade, perhaps 

reflecting the higher rate of recent female professorial promotions. Scottish 

Universities, 2014/15, had a mean gender pay-gap of 20.9% (JNCHES, 

2017). We have equal percentages of woman in academic and P&S roles, 

suggesting any pay-gap relates less to occupational/horizontal segregation, 

and more to vertical segregation (more women at lower grades). We must 

fully dissect the data so we can accurately interpret and address it. We are 

conducting and will publish (so all staff are aware) an Institute gender pay-

gap audit to inform equality best practice, are working with HR on the 
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University’s developing Gender Pay Strategy, 2017-2030, and will use the 

data to identify further actions at Institute level to close the gapAP7. 

 

We have ethnic diversity at all grades and gender except Reader; we do not 

present data due to size. 

 

Table 22. Staff data by contract function, 2017: women/all staff 

(percentage women)  

 Teaching 

only 

Research 

only 

Research & 

teaching 

 

Total 

Grade 6 

(postgraduate) 

0/0 40/51  

(78%) 

0/0 40/51    

(78%) 

Grade 7 

(postdoctoral) 

3/3  

(100%) 

47/63 

 (74%) 

0/0 50/66   

(76%) 

Grade 8/ 

clinical lecturer 

2/3    

(67%) 

18/25  

(72%) 

6/9    

(67%) 

26/37   

(70%) 

Senior lecturer 1/1   

(100%) 

8/10    

(82%) 

2/7     

(28%) 

11/18   

(61%) 

Reader 0/0 2/2    

(100%) 

0/3       

(0%) 

2/5       

(40%) 

Professor 0/0 2/4     

(50%) 

10/26  

(38%) 

12/30   

(40%) 

Total 6/7   

(86%) 

117/155 

(75%) 

18/45  

(40%) 

141/207 

(68%) 

 
We have only 7 teachers (table 22); 3% of academics, compared with 8% 

nationally for clinical medicine (HESA, 2014/15), reflecting our lack of 

undergraduates. 5 women (all psychologists) teach on the DClinPsy, 1 

woman and 1 man on the Masters of Public Health. They are also School of 

Medicine, Dentistry and Nursing associate members, to facilitate them 

keeping abreast of teaching developments. All were appointed grade 7, 

achieving higher grades through promotion; none have yet applied for 

professorship given their career stage.  

 

Research-only staff include those still to become independent principal 

investigators (grades 6 and 7), staff with personal fellowships, and some 

MRC/CSO Unit staff remaining on MRC terms and conditions, which exclude 

teaching. 
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Table 23. Combined non-clinical and clinical staff by work hour 

contract: women/total staff (percentage women)  

 2016 2017 

FT 

 

PT Zero FT PT Zero 

Grade 6 

(postgraduate) 

32/39 

(82%) 

15/16 

(94%) 

2/2 

(100%) 

24/33 

(73%) 

15/17 

(94%) 

1/1 

(100%) 

Grade 7 

(postdoctoral) 

33/49 

(67%) 

14/14 

(100%) 

0/0 

 

26/40 

(65%) 

23/25 

(92%) 

1/1 

(100%) 

Grade 8/ 

Clinical lecturer 

18/25 

(72%) 

15/18 

(83%) 

1/1 

(100%) 

14/21 

(65%) 

12/16 

 (75%) 

0/0 

 

Senior Lecturer 5/11 

(45%) 

2/4 

(50%) 

0/0 

 

7/12 

(58%) 

4/6 

(67%) 

0 

(0%) 

Reader 3/6 

(50%) 

20/0 

(0%) 

0/0 

 

2/5 

(40%) 

0 

(0%) 

0/0 

 

Professor 10/25 

(40%) 

0/3 

(0%) 

0/0 

 

12/25 

(48%) 

0/5 

(0%) 

0/0 

 

Total 100/155 

(65%) 

46/55 

(84%) 

3/3 

(100%) 

85/136 

(63%) 

54/69 

(78%) 

2/2 

(100%) 

 

Our proportion of female full-time and part-time staff is higher than 

nationally: 66% academics work full-time, 63% of whom are women, whilst 

78% part-time academics are women (table 23), compared nationally to 67% 

academics working full-time, 40% of whom are women, whilst 55% part-time 

staff are women (HESA, 2014/15). As nationally, the proportion of women is 

greater for part-time than full-time academics. Part-time workers increased 

from 55 to 69 in the last year. 

 

2 staff have “zero-hours” contracts. The grade 6 woman is employed on a 

psychosis study, because of her lived experience of psychosis. She prefers 

zero-hours to formal/informal flexible working, as her health precludes 

committing to number of hours worked. The grade 7 is employed on an open-

ended contract with part-time hours, but is currently recorded as zero-hours 

due to a 2-year career break. On return, her record will change back. 

 

The Institute has 211 honorary/visiting academics; 102 (48%) are 

women, considerably higher than across the sector, demonstrating our long-

standing gender equality commitment. 

 

Progress/impact 

 Increase in the proportion of professors who are women to 40%, 

compared with the national average of 26% 

 Year-on-year increase in proportion of senior lecturers who are women, 

now 63% 

 Promotion of teaching-only staff, as well as research staff 

 Zero-hours contracts not used, except to benefit the staff member 

 Equal gender ratio of visiting/honorary academics 
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Action points 

 AP1. Improve academic uptake of gender-sensitive mentoring, including 

ECR uptake (methods include induction, P&DRs, line-managers, annual 

research days, bespoke workshops) 

 AP2. Coach academics through promotion 

 AP3. Promotion workshops, including for ECRs, and for line-managers 

 AP5. Promotion “myth busting” campaign, via induction, webpages, 

promotion workshops, newsletter, the annual research days, P&DRs, 

mentoring 

 AP6. Annual review of all academic P&DRs by Director and Deputies, to 

prompt promotion applications, ensure suitable bespoke training, 

leadership development, stepping forward for influential external work 

 AP7. Conduct and publish an Institute gender pay-gap audit to inform 

equality best practice, and identify further actions at Institute level to 

close the gap 

 
 

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

 

N/A.   
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(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.   

Table 24: Contract types: women/all staff (percentage women) 

Coloured cells relate to the text below 

 

 

 

 

 

 

 

 

 

 

 

 2013 2014 2015 2016 2017 
Fixed 
term 

 

Open 
ended 

/funding 
end date 

Open 
ended 

Fixed 
term 

 

Open 
ended 

/funding 
end date 

 

Open 
ended 

Fixed 
term 

 

Open 
ended 

/funding    
end date 

Open 
ended 

Fixed 
term 

 

Open 
ended 

/funding 
end date 

 

Open 
ended 

Fixed 
term 

 

Open 
ended 

/funding 
end date 

 

Open 
ended 

6 4/5 
(80%) 

17/19 
(89%) 

2/3 
(67%) 

12/13 
(92%) 

40/42 
(95%) 

5/6 
(83%) 

11/15 
(73%) 

30/33 
(91%) 

6/8 
(75%) 

5/9 
(56%) 

42/44 
(95%) 

2/4 
(50%) 

5/6 
(83%) 

31/40 
(78%) 

4/5 
(80%) 

7 2/3 

(67%) 

17/20 

(85%) 

3/4 

(75%) 

3/5 

(60%) 

14/19 

(74%) 

7/9 

(78%) 

4/6 

(67%) 

28/33 

(85%) 

10/15 

(67%) 

2/4 

(50%) 

37/47 

(78%) 

8/12 

(67%) 

2/3 

(67%) 

40/54 

(74%) 

8/9 

(89%) 

8 2/3 
(67%) 

7/8 
(88%) 

4/5 
(80%) 

11/16 
(69%) 

6/6 
(100%) 

7/11 
(64%) 

9/14 
(60%) 

9/11 
(82%) 

14/16 
(88%) 

6/12 
(50%) 

14/16 
(88%) 

14/16 
(88%) 

4/11 
(36%) 

11/13 
(85%) 

11/13 
(85%) 

SL 0/0   

(-) 

2/3 

(67%) 

2/8 

(25%) 

0/0    

(-) 

1/3 

(33%) 

5/11 

(45%) 

0/0    

(-) 

0/1 

(0%) 

4/11 

(36%) 

0/0    

(-) 

1/2 

(50%) 

6/13 

(46%) 

0/0      

(-) 

1/1 

(100%) 

10/17 

(59%) 

Read’r 0/0   
(-) 

0/0       
(-) 

3/5 
(60%) 

0/0   
(-) 

0/0   
(-) 

2/8 
(25%) 

0/0    
(-) 

0/0     
(-) 

4/7 
(57%) 

0/0    
(-) 

0/0     
(-) 

3/6 
(50%) 

0/0      
(-) 

0/0      
(-) 

2/5 
(40%) 

Prof 0/0    
(-) 

0/0       
(-) 

7/19 
(37%) 

0/0    
(-) 

0/0   
(-) 

9/26 
(45%) 

0/0   
(-) 

0/0     
(-) 

10/29 
(34%) 

0/0   
(-) 

0/0    
(-) 

10/28 
(36%) 

0/0        
( -) 

0/0    
(-) 

12/30 

Total 8/11 
(73%) 

43/50 
(86%) 

21/44 
(48%) 

26/34 
(76%) 

61/70 
(89%) 

35/71 
(48%) 

24/35 
(74%) 

67/78 
(86%) 

48/86 
(56%) 

13/25 
(52%) 

94/108 
(87%) 

43/80 
(54%) 

11/20 
(55%) 

83/108 
(77%) 

47/79 
(59%) 
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Figure 18. Contract types by gender: number and percentage  

 
 

Fixed-term contracts are only used for <12 months appointments; since 2014 (post-MRC/CSO Unit transfer) they reduced 

from 34/175 (15%) to 20/207 (9%), and from 76% to 55% women (table 24, figure 18). Women on open-ended 

contracts increased from 48% to 59%, higher than 49.5% nationally for clinical medicine (HESA, 2014/15), and higher 

than across Glasgow University STEMM subjects (39% non-clinical and 45% clinical staff). Open-ended contracts with funding 

end-dates have the same terms and conditions as open-ended contracts, but a date when funding expires. All clinical lecturer 

posts have funding end-dates (due to government/NHS training duration restrictions). Other end-dates are externally-funded 

fellowships and research grants, typically held by female ECRs. Open-ended/funding end-date contracts have 

increased, due to greater application successes, whilst the proportion female has fallen from 89% to 77%. 

 
Principal investigators are notified 9, 6, and 3 months in advance of their staffs’ end-dates, and required to discuss options 

with them. Within the Institute, we require all appraisers at the annual P&DR to discuss funding end-dates regardless how far 

ahead, and plan actions to meet development needs, to increase retention likelihood (9 months is too short for fellowship 

applications). An Institute-specific P&DR form must be completed and signed by appraiser and appraisee to confirm this, in 

addition to standard University e-paperwork.  
 

The University provides a job-seekers process. Staff can register as job-seekers 6 months before funding end-dates, and we 

encourage this. Posts cannot be advertised until principal investigators check the register for suitable staff. We include the 

process within induction packs, raising awareness from outset. 
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We undertook in-depth interviews with ECRs on perceived barriers and 

supports for career development/retention, have an ECR SAT working group, 

and established an ECR Forum, 2012. Funding end-dates are a major ECR 

concern. Some of our initiatives have been successful, e.g. 75 new 

fellowships, 80% female, over 6 years, following coaching. Our 

approach is to ensure opportunities for career and personal development 

from outset, best-placing staff with funding end-dates to secure future posts.  

This starts at induction, includes mentoringAP1, grant-writing support, support 

for fellowships, training, leadership coursesAP9, courses for aspiring principal 

investigatorsAP8, P&DR, and training for line-managers to appropriately 

support their ECRs. Our new action plan includes work to increase gender-

sensitive mentoring uptake by ECRs, to further help secure ECRs’ career 

developmentAP1. 

 

Progress/impact 

 Reduction of use of fixed term contracts, and reduction of the proportion 

of women on these contracts to 55% 

 Increase in the proportion of women on open-ended contracts to 59% 

(compared with 49.5% nationally) 

 Funding end-dates and career development actions to address this now 

included in all P&DR, and formally documented on Institute-specific forms 

 Well established ECR Forum 

 

Action points 

 AP1. Improve academic uptake of gender-sensitive mentoring, including 

ECR uptake (methods include induction, P&DRs, line-managers, annual 

research days, bespoke workshops) 

 AP8. Purchase, and evaluate principal investigator training for ECRs 

 AP9. Purchase, and evaluate leadership training specifically for ECRs 
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(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.   

Table 25: Staff turn-over (i.e. leavers) by grade and gender: leavers during the year/staffing on the census date 

 2011/12 2012/13 2013/14 2014/15 2015/16 

W M Tot W M Tot W M Tot W M Tot W M Tot 
6        6/24 

(25%) 
1/3 

(33%) 
7/27 

(26%) 
7/23 

(30%) 
2/4 

(50%) 
9/27 

(33%) 
12/57 
(21%) 

1/4 
(25%) 

13/61 
(21%) 

6/47 
(13%) 

2/9 
(22%) 

8/56 
(14%) 

8/49 
(16%) 

3/8 
(37%) 

11/57 
(19%) 

7        2/17 
(12%) 

2/6 
(33%) 

4/23 
(17%) 

2/22 
(9%) 

0/5 
(0%) 

2/27 
(7%) 

3/24 
(13%) 

2/9 
(22%) 

5/33 
(15%) 

9/42 
(21%) 

2/12 
(17%) 

11/54 
(20%) 

5/47 
(11%) 

2/16 
(13%) 

7/63 
(11%) 

8/Clin 
lect’r 

1/7 
(14%) 

1/4 
(25%) 

2/11 
(18%) 

1/13 
(8%) 

0/3 
(0%) 

1/16 
(6%) 

0/24 
(0%) 

1/9 
(11%) 

1/33 
(3%) 

1/32 
(3%) 

0/9 
(0%) 

1/41 
(2%) 

3/34 
(8%) 

0/10 
(0%) 

3/44 
(7%) 

Senior 
lect’r 

0/4 
(0%) 

1/6 
(17%) 

1/10 
(10%) 

0/4 
(0%) 

0/7 
(0%) 

0/11 
(0%) 

0/6 
(0%) 

0/8 
(0%) 

0/14 
(0%) 

0/4 
(0%) 

0/8 
(0%) 

0/12 
(0%) 

0/7 
(0%) 

0/8 
(0%) 

0/15 
(0%) 

Reader 0/2 
(0%) 

0/2 
(0%) 

0/3 
(0%) 

0/3 
(0%) 

0/2 
(0%) 

0/5 
(0%) 

0/2 
(0%) 

0/6 
(0%) 

0/8 
(0%) 

0/4 
(0%) 

0/3 
(0%) 

0/7 
(0%) 

0/3 
(0%) 

0/3 
(0%) 

0/6  
(0%) 

Prof 0/6 
(0%) 

1/13 
(8%) 

1/19 
(5%) 

0/7 
(0%) 

0/12 
(0%) 

0/19 
(0%) 

1/9 
(11%) 

0/17 
(0%) 

1/26 
(4%) 

1/10 
(10%) 

0/19 
(0%) 

1/29 
(3%) 

0/10 
(0%) 

0/18 
(0%) 

0/28 
(0%) 

Total 9/60 
(15%) 

6/34 
(18%) 

15/93 
(16%) 

10/72 
(14%) 

2/33 
(6%) 

12/105 
(11%) 

16/122 
(13%) 

4/53 
(8%) 

20/176 
(11%) 

17/139 
(12%) 

4/60 
(7%) 

21/199 
(11%) 

16/150 
(11%) 

5/63 
(8%) 

21/213 
(10%) 

Table 26: Staff turnover (i.e. leavers) by contract: part-time leavers/all leavers (percentage part-time leavers) 

 2011/12 2012/13 2013/14 2014/15 2015/16 

W M W M W M W M W M 
Grade 6 
(postgraduate) 

3/6 
(50%) 

0/1      
(0%) 

3/7   
(43%) 

0/2    
(0%) 

6/12 
(50%) 

0/1    
(0%) 

3/6   
(50%) 

0/2    
(0%) 

4/8   
(50%) 

0/3    
(0%) 

Grade 7 

(postgraduate) 

0/2   

(0%) 

0/2    

(0%) 

1/2   

(50%) 

0/00        

(-) 

1/3   

(67%) 

0/2    

(0%) 

2/9     

(22%) 

0/2    

(0%) 

1/5   

(20%) 

0/2    

(0%) 

Grade 8/ 
Clinical lecturer 

0/1   
(0%) 

0/1    
(0%) 

0/1    
(0%) 

0/00        
(-) 

0/00        
(-) 

0/1      
(0%) 

0/1    
(0%) 

0/0 1/3   
(33%) 

0/00        
(-) 

Senior Lecturer 
 

0/0        
(-) 

0/1    
(0%) 

0/00        
(-) 

0/00        
(-) 

0/00        
(-) 

0/00        
(-) 

0/00        
(-) 

0/00        
(-) 

0/00        
(-) 

0/00        
(-) 

Reader 
 

0/00        
(-) 

0/00        
(-) 

0/00        
(-) 

0/00        
(-) 

0/00        
(-) 

0/00        
(-) 

0/00        
(-) 

0/00        
(-) 

0/00        
(-) 

0/00        
(-) 

Professor 
 

0/00        
(-) 

1/1 
(100%) 

0/00        
(-) 

0/00        
(-) 

0/1    
(0%) 

0/00        
(-) 

0/1    
(0%) 

0/00        
(-) 

0/00        
(-) 

0/00        
(-) 

Total 
 

3/9 
(33%) 

1/6   
(17%) 

4/10 
(40%) 

0/2    
(0%) 

7/16 
(44%) 

0/4    
(0%) 

5/17 
(14%) 

0/4    
(0%) 

6/16 
(38%) 

0/5    
(0%) 
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Most leavers are grade 6, with no clear gender pattern. Few worked part-

time, and almost all part-time leavers were women (tables 25,26). Typically, 

6 grade 6s/year move onto DClinPsy courses. Fewer grade 7s leave. Clinical 

lecturers leave posts once training periods expire. 1 male senior lecturer, 

2011/12, relocated near his new wife, no readers left, 1 male professor, 

2011/12, relocated near family, 1 female professor retired, 2013/14, and 1 

female professor moved full-time to a spin-out company, 2013/14.  In 

general, excepting grade 6 and to an extent grade 7, there are few leavers, 

including on part-time contracts. 

 

Exit interviews in 2014, 2015, 2016 revealed positive scores and comments 

about the Institute. Good relationships, regular praise and recognition from 

line-managers were reported. Pay was rated good/very good, except by 3 

men. 6 men reported poor advancement/promotion prospects. Hence, 

helping staff understand promotionAP2;AP3;AP5, and supporting ECR career 

developmentAP1;AP6;AP8;AP9 to improve longer-term prospects is continually 

needed.  

 

Progress/impact 

 Few staff leave, except grade 6 (post-graduates) 

 Career ambitions of grade 6 staff better understood (NHS as well as 

academia) 

 No gender difference in grade 6 leavers (or other grades) 

 

Action points 

 AP1. Improve academic uptake of gender-sensitive mentoring, including 

ECR uptake (methods include induction, P&DRs, line-managers, annual 

research days, bespoke workshops) 

 AP2. Coach academic staff through promotion 

 AP3. Promotion workshops, including for ECRs, and for line-managers 

 AP5. Promotion myth busting campaign, via induction, webpages, 

promotion workshops, newsletters, annual research days, mentoring 

 AP6. Annual review of all academic P&DRs by Director and Deputies to 

prompt promotion applications, ensure suitable bespoke training, 

leadership development, stepping forward to influential external work, 

ECR support with funding end-dates 

 AP8. Purchase, and evaluate, principal investigator training for ECRs 

 AP9. Purchase, and evaluate, leadership training for ECRs 

 

Word count: 2,123  
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5. SUPPORTING AND ADVANCING WOMEN’S CAREERS 

Recommended word count:  7000 words 

5.1. Key career transition points: academic staff 

(i) Recruitment 

Break down data by gender and grade for: applications; long- and shortlisted 

candidates; offer and acceptance rates. Comment on how the department’s 

recruitment processes ensure that women (and men where there is an 

underrepresentation in numbers) are encouraged to apply. 
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Table 27: Job applications, shortlist, and accept rates by gender and grade: women/total (percentage women) 

 2011/12 2012/13 

Applics S’list Accept Applics S’list Accept 

Grade 6 369/478 

(77%) 

48/56 

(86%) 

14/15 

(93%) 

282/364 

(77%) 

39/48 

(81%) 

14/15 

(93%) 

Grade 7 13/15 

(87%) 

5/6 

(83%) 

3/3 

(100%) 

39/80 

(49%) 

7/18 

(39%) 

4/8 

(50%) 

Grade 8/ 

Clinical lecturer 

14/25 

(56%) 

6/13 

(46%) 

3/4 

(75%) 

5/12 

(42%) 

2/5 

(40%) 

2/5 

(40%) 

Senior Lecturer 0/3 

(0%) 

0/2 

(0%) 

0/1 

(0%) 

0/0        

(-) 
0/0       

(-) 
0/0      

(-) 

Reader *0/3    

(0%) 

0/0    

(-) 

0/0      

(-) 

0/0      

(-) 

0/0      

(-) 

0/0     

(-) 

Professor *5/13 

(38%) 

0/1 

(0%) 

0/1 

(0%) 

2/6 

(33%) 

0/2 

(0%) 

0/1 

(0%) 

Total 401/537 

(75%) 

59/78 

(76%) 

20/24 

(83%) 

328/462 

(71%) 

48/73 

(66%) 

20/29 

(69%) 

*Advertised as Professor or Reader 

continued 2013/14 2014/15 2015/16 

Applics S’list Accept Applics S’list Accept Applics S’list Offers Accept 

Grade 6 282/364 

(77%) 

39/48 

(81%) 

14/15 

(93%) 

184/276 

(67%) 

25/32 

(78%) 

18/24 

(75%) 

88/124 

(71%) 

24/34 

(71%) 

10/15 

(67%) 

10/15 

(67%) 

Grade 7 39/80 

(49%) 

7/18 

(39%) 

4/8 

(50%) 

117/181 

(65%) 

19/31 

(61%) 

14/16 

(88%) 

47/69 

(68%) 

20/28 

(71%) 

11/15 

(73%) 

9/13 

(69%) 

Grade 8/ 

Clinical lecturer 

5/12 

(42%) 

2/5 

(40%) 

2/5 

(40%) 

8/15 

(53%) 

7/9 

(78%) 

4/5 

(80%) 

3/5 

(60%) 

1/1 

(100%) 

2/2 

(100%) 

1/1 

(100%) 

Senior lecturer 0/0      

(-) 

0/0   

(-) 

0/0    

(-) 

7/13 

(54%) 

3/3 

(100%) 

1/1 

(100%) 

0/0     

(-) 

0/0    

(-) 

0/0    

(-) 

0/0    

(-) 

Reader 0/0      0/0 0/0 0/0 0/0 0/0 0/0 0/0 0/0 0/0 

Professor 2/6 

(33%) 

0/2 

(0%) 

0/1 

(0%) 

1/1 

(100%) 

1/1 

(100%) 

1/1 

(100%) 

0/3  

(0%) 

0/3 

(0%) 

0/2   

(0%) 

0/2 

(0%) 

Total 328/462 

(71%) 

48/73 

(66%) 

20/29 

(69%) 

317/486 

(65%) 

 55/76 

(72%) 

38/47 

(81%) 

138/201 

(69%) 

45/66 

(68%) 

23/34 

(68%) 

20/31 

(64%) 

Notes: Some posts were live at the census date so data is incomplete; no graphs provided due to complexity and scale of data reported 
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Offer/acceptance distinction is unavailable on HR recruitment systems prior 

to 2015/16. Long-listing is not used; the selection committee short-list. Table 

27 suggests no procedural gender bias. 

 

Few senior posts are advertised as few leave. Advertised posts need to be 

attractive to women, and processes equitable. The Institute added 

information on flexible working, equal opportunities, and Athena 

SWAN into all job descriptions, and audited this in 2013, 2014, 2015, 

ensuring the standard was met. Other Institutes/Schools in MVLS adopted 

our approach, and from 2017, University recruitment agreed to add this 

information on all University job descriptions.   

All appointment committees include both women and men; there are 

sufficient senior women. Committees were 54% female in 2014, 54% in 

2015, 55% in 2016. Staff must complete recruitment selection, and 

equality and diversity training to sit on appointment committees, and since 

2016, our Institute requires additional unconscious bias trainingAP11. Annual 

audit of equality and diversity training shows 100% completion. The 

University commended our completion rate, February 2017. Additional 

unconscious bias training shows 87% completion; 88% women and 

86% men. We will further investigate impact of unconscious bias, including 

intersection of gender and ethnicity, through trained observers at Institute 

appointment committeesAP10. 

 

Our Institute Athena SWAN webpages (figures 19,20) provide gender-

relevant information for potential job-applicants, and staff-only pages, and 

are continually developedAP40. 

 

Figure 19. Examples of Institute website Athena SWAN case studies  
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Figure 20. Examples of information within our Athena SWAN webpages 

Athena SWAN information: 

 Information on Athena SWAN 

 The Institute’s Athena SWAN Bronze and Silver applications & action plans 

 Photographs of both Athena SWAN awards and collection of awards 

 All reports from the Institute SAT working groups 

 Case studies on staff careers and work-life balance 

 

Recent news: 

 News stories linked from main page 

 Monthly information in Hawkeye newsletter 

 Updates of SAT working group pages with recent activities & information  

 Updates of research group pages 

 Policies newly added to the webpages 

 

Information for parents/prospective parents and carers: 

 Maternity, paternity, adoption, parental, and carer information 

 Maternity buddying policy and leaflet 

 Maternity leave and pay for staff on open ended contracts with funding end date or 

fixed term contracts 

 PhD student maternity leave policy  

 Child care and child care plus scheme  

 Keeping-in-touch days 

 Shared parental leave in touch days   

 Facilities for expressing breast milk and refrigeration for storing  

 University nursery  

 Emergency leave 

 Academic returners and research support; eligibility and application form 

 Institute funding for maternity returners, part-time staff, single parents, and staff 

with special circumstances for conferences/career development, including child care 

 Links to policies on HR web-pages 

 

Key training and information: 

 Equality and diversity training  

 Additional unconscious bias training 

 Transgender awareness training 

 Induction procedures, materials, and checklist 

 Dignity at work and study policy  

 Link to Employee and Organisational Development 

 Podcasts by female and male researchers 

 Recordings of Maurice Bloch seminar series 

 Promotion and professorial rezoning information    

 Links to policies on the HR webpages 

 

Institute practices: 

 Core meeting hours policy 

 Gender-sensitive mentoring scheme 

 Flexitime for P&S staff 

 Flexible working  

 Part-time working 

 Trading University holidays for annual leave 

 Etiquette: academics and P&S staff working together 
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Progress/impact 

 All Institute job descriptions include information on flexible working, equal 

opportunities, Athena SWAN award, and use gender-sensitive language; 

this has now been adopted and implemented across the University 

 Gender-relevant information on the Institute’s Athena SWAN webpages 

 Equal gender-balance on appointment committees 

 100% completion rate for equality and diversity training 

 87% completion rate for additional unconscious bias training 

 

Action points 

 AP10. Investigate unconscious bias on interview panels, including 

intersection of gender and ethnicity, through trained independent 

observers 

 AP11. Promote information to staff about the Institute’s equality and 

diversity policies, via email, newsletters, the annual research events, 

research group meetings 

 AP40. Continually develop, and annually review the Institute’s webpages 

and Athena SWAN webpages, including adding information on supporting 

trans staff and students 

 

 

(ii) Induction 

Describe the induction and support provided to all new academic staff, at all 

levels. Comment on the uptake of this and how its effectiveness is reviewed. 

All new staff of all grades are inducted, by their line-manager, and research 

group head of administration. The latter inducts in introductory office 

information, health, safety and wellbeing e-induction, HR policies, and safe 

and secure working. The academic line-manager inducts in orientation to 

Institute research, researcher development, research resources, Athena 

SWAN, etiquette when working with P&S staff. The inductee has a tour of 

facilities, introductions to key staff, and a same-grade induction buddy to 

help with e.g. wider staff group introductions, working environment, and for 

coffee breaks and lunch. There is an induction pack, including on-line 

resources; inductees sign its receipt. This was substantially overhauled in 

2014, and updated annually. We audited induction, 2015; 66% responded 

“excellent”, 33% “very good”, and all understood the key principles/policies 

audited. Repeat audit, 2016, had identical results. We invite suggestions from 

new staff, to continually improve processes. New staff must undertake 

equality and diversity training within 2 weeks; the induction audit found 

100% did. A month after starting, new staff have a further scheduled 

meeting, to check through the induction material again.  

 

We run workshops on staff induction for principal investigators/aspiring 

principal investigators since 2015AP12, with 100% “excellent/very good” 

feedback, and 100% learning new information to implement.  

 

Our induction materials were shared across all MVLS Institutes/Schools. 

 

All new staff are invited to a Directors coffee morning held every 3 

monthsAP21; these are very well attended. 
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Progress/impact 

 High level of satisfaction with induction for both women and men 

 Training provided for line-managers and aspiring line-managers in 

inducting staff 

 Equality and diversity completed within 2 weeks of commencing in post 

 

Action points 

 AP12. Offer induction training for line-managers/aspiring line-managers, 

and evaluate separately for academic and P&S staff 

 AP21. Director’s coffee morning, every 3 months, for all new staff 

 

(iii) Promotion 

Provide data on staff applying for promotion and comment on applications and 

success rates by gender, grade and full- and part-time status. Comment on how 

staff are encouraged and supported through the process.  

Table 28. Applications for promotion and successes by gender and grade 

 2012 2013 2014 

Women Men Women Men Women Men 

App Succ App Succ 

 

App Succ App Succ App Succ App Succ 

Grade 7 1 1 0 0 0 0 0 0 0 0 0 0 

Grade 8 1 0 0 0 0 0 0 0 4 4 0 0 

Sen Lect’r 0 0 0 0 0 0 0 0 2 1 2 2 

Reader 0 0 2 2 0 0 0 0 3 3 1 2* 

Professor 0 0 1 0 2 2 0 0 1 1 3 1 

Total 2 1 3 2 2 2 0 0 10 9 6 5 

Professorial 

rezoning 

N/A N/A N/A N/A 0 0 0 0 2 2 1 1 

*1 man was promoted to Reader having applied for a Chair 

 

 2015 2016 2017 

Women Men Women Men Women Men 

App Succ App Succ 

 

App Succ App Succ App Succ App Succ 

Grade 7 1 1 1 1 1 1 1 0 0 0 1 1 

Grade 8 2 1 1 1 1 1 0 0 3 3 0 0 

Sen Lect’r 0 0 0 0 4 4 0 0 1 3**† 0 0 

Reader 1 1 0 0 0 1* 0 0 2 0 0 0 

Professor 2 1 1 0 3 2 0 0 1 1† 2 1† 

Total 6 4 3 2 9 9 1 0 7 7 3 2 

Professorial 

rezoning 

0 0 1 1 1 1 0 0 N/A N/A N/A N/A 

*1 woman was promoted to Reader having applied for a Chair 

**2 women were promoted to Senior Research Fellow (Senior Lecturer) having 

applied for Reader  

†Successful at promotion committee, now pending outcome of external peer-review 
 

Table 29. Success rates of promotion applications: successes/applications 

 2012 

 

2013 2014 2015 2016 2017 

Women 1/2 2/2 9/10 4/6 9/9 7/7† 

Men 2/3 0/0 5/6 2/3 0/1 2/3† 

†Depending upon outcome of external peer-review 
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 Figure 21. Trends in number of promotions by gender 

 
NB: 2017 results pending external review 

 

Success rates show no gender difference (tables 28,29).  

 

Notably, since improving Institute procedures in the last 5 rounds, women 

have benefitted over men who previously enjoyed greater success: 

 

 increased female applications (figure 21), 

 

 increased female senior success- women: 5 senior lecturers, 5 

readers, 6 professors; men: 2 senior lecturers, 4 readers, 1 professor, 

 

 additionally, successful senior applications at the promotion committee, 

2017, await external review- women: 3 senior lecturers, 1 professor; 

men: 1 professor, 

 

 7 applications from part-time women were successful (1 to grade 8, 5 

senior lecturer, 1 professor), 1 was unsuccessful (to grade 8),  

 

 Professorial re-zoning was similar for women and men. In 2014, 1 part-

time man and 1 woman were rezoned to zone 2, and 1 woman to zone 3.  

In 2015, 1 man was re-zoned to zone 3. In 2016, 1 woman was rezoned 

to zone 2.  

 

We have made progress, the trajectory is in the right direction, given 

historical reticence of women to put themselves forward. Since 2012, in 

addition to individual academics and line-managers seeking Director’s 

support, the Director and Deputies systematically review annual 

P&DRs/CVs of all academics against the criteria, and contact 

individuals encouraging applications. Potential applicants are 

coached, through discussion, specific feedback/recommendations to 

write/improve applications, in addition to line-manager support. All P&DR e-

paperwork (University-wide process) is now accompanied by an Institute-

specific signed form confirming promotion was discussed, performance 
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benchmarked against promotion criteria, and promotion development needs 

included as objectives. All forms are checked annually by the Director and 

Deputy Directors.  

 

We run promotion workshops twice/year. Speakers include Institute 

members on the MVLS promotion committee, HR, and recently promoted 

staff. In 2014, 95% of 40 attendees agreed the workshops helped, 5% 

disagreed, disbelieving staff with funding end-dates could be promoted. We 

therefore now explicitly include promoted staff with funding end-dates. 2016 

included a specific ECR workshop, with 16 attendees and excellent feedback. 

Based on our success, other MVLS Institutes/School SATs have adopted our 

workshops. MVLS GEC are now planning MVLS-wide workshops; once 

implemented, we will add an extended discussion after the College workshops 

specifically for Institute members, and assess this/the need for continued 

Institute workshopsAP4. 

 

Unsuccessful applicants receive individual feedback from the Director or 

Deputy who attended the promotion committee, used to discuss development 

actions to improve chances next time, and set a target date for re-

application. 
 

Perceived barriers to promotion reported in staff interviews, 2014, were the 

Committee favouring men over women, needing to move University, easier 

promotion at other Universities, part-time working and career-breaks being 

disadvantageous, women taking the larger share of domestic responsibilities. 

The promotion process explicitly considers part-time working, and career-

breaks, and the Institute’s promotion data supports this. We added this 

information to the workshops to defuse these myths, with some success. 

 

Actions include:  

 

 written materials in induction packs, 

 

 web-links to HR promotion policy, process, and benchmarking criteria in 

induction packs, and our Athena SWAN promotion web information, 

 

 checking via the induction questionnaire that promotion criteria/processes 

are understood, 

 

 explicitly including promotion discussion, benchmarking against criteria, 

and developmental objectives in P&DR, and checking this was done 

through the Institute-specific P&DR paperwork, 

 

 ECR Forum, including information exchange and advice,  

 

 gender-sensitive mentoring, grant-writing group, 

 

 continually updating promotion webpages with “myth-busting” 

information, 

 

 promotion workshops, some specifically for ECRs, include:  

o people promoted whilst on funding end-dates, 

o people promoted without moving Universities,  

o other University promotion criteria (showing similarities),  

o importance of detailing part-time working/career-breaks on 

promotion forms,  

o the Institute’s promotion application and success rates by gender,  
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o data on the similar proportion of time men and women spend on 

work domains (from workload model), 

 

 promotion “myth-busting” newsletter article, in addition to webpages. 

 

We will continue prioritising all promotion promoting actionsAP2-AP6. 

 

Progress/impact 

 Our initiatives have resulted in more women now applying for promotion 

 Senior promotion success for women (5 senior lecturers, 5 readers, 6 

professors, and a further 3 senior lecturers and 1 professor depending 

upon external review) 

 Better support in pace for promotion through coaching, enhanced P&DR 

process, Director’s scrutiny of all P&DRs encouraging applications, 

promotion workshops 

 

Action points 

 AP2. Coach academics through promotion 

 AP3. Continue promotion workshops, including for ECRs, and for line-

mangers to help them better support staff 

 AP4. When MVLS introduces promotion workshops, add Institute-specific 

discussions, ensure our College of SS staff are included, and evaluate 

these from the perspective of Institute staff 

 AP5. Continue the promotion “myth busting” campaign, via inductions, 

webpages, promotion workshops, newsletter, the annual research days, 

P&DR, mentoring 

 AP6. Continue annual review of all academic P&DRs by Director and 

Deputies to prompt promotion applications, ensure suitable bespoke 

training, leadership development, stepping forward for influential external 

work, ECR support with funding end-dates 

 

 

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

Provide data, by gender, on the staff submitted to REF versus those that were 
eligible. Compare this to the data for the Research Assessment Exercise 2008. 
Comment on any gender imbalances identified. 

 
Table 30. Number and percentage of eligible women and men 

returned at RAE2008 and REF2014 

 RAE2008 REF2014 

Women 15/17 (88%) 33/37 (89%) 

Men 19/20 (95%) 26/29 (89%) 

 

Identical proportions of eligible women and men were returned at REF2014 

(table 30). At RAE2008, given only 2 women and 1 man were not returned, 

we do not think this a gender bias. (MRC/CSO Unit staff were eligible in 

REF2014, but not RAE2008, hence the increased numbers). 

 

Progress/impact 

 Gender-balanced return rate at RAE2008 and REF2014 
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5.2. Key career transition points: professional and support staff 

(i) Induction 

           Describe the induction and support provided to all new professional and support 

           staff, at all levels. Comment on the uptake of this and how its effectiveness is 

           reviewed. 

Induction processes/materials are the same for P&S staff and 

academics. The induction checklist has sections for “all staff”, “research 

staff”, and “teaching staff”. 6 P&S staff are induction SAT working group 

members alongside academics, ensuring suitability for all. The induction audit 

shows high satisfaction, and now asks inductees’ job family, so we can 

analyse results separately for P&S, and academic staffAP12. 

 

 

(ii) Promotion 

Provide data on staff applying for promotion, and comment on applications and 

success rates by gender, grade and full- and part-time status. Comment on how 

staff are encouraged and supported through the process. 

The University does not promote P&S staff; posts are graded on the 

role/service it is established to provide, not by expertise of post-holders. We 

focus on developing all staff, ensuring appropriate development opportunities 

are provided and fundedAP12-AP15. Hence staff grow their skills, improving 

chances when applying for higher grade posts. 

 

The University has a P&S staff regrading process, if a post substantially 

changes. Line-managers and Head of Administration help staff with 

applications. 1 woman applied in 2012/13, another in 2013/14, both 

successfully; 2 women unsuccessfully applied in 2015/16; 3 are currently 

awaiting outcomes.  

 

P&S staff interviews revealed dissatisfaction and lack of understanding about 

regrading processes/criteria, perceived lack of transparency, and no defined 

outcome timelines or feedback. With HR, we will develop, run, and evaluate 

career development workshops, including regrading, to improve transparency 

and manage staff expectationsAP16.  
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Table 31. Applications for Reward and Recognition and success by gender 

 2012/13 2013/14 2014/15 

Women Men Women Men Women Men 

App Succ App Succ App Succ App Succ App Succ App Succ 

 

1-off 

payment 

2 4* 0 0 0 0 0 0 3 2 1 1 

Contribution 

point 

5 1 0 0 2 0 0 0 3 1 1 1 

Accelerated 

increment 

0 0 0 0 0 0 0 0 0 0 0 0 

Total 7 5 0 0 2 0 0 0 6 3 2 2 

 

 2015/16 2016/17 – 

by application 

2016/2017 – 

automatically 

considered (P&DR) 
Women Men Women Men Women Men 

App Succ App Succ App Succ App Succ N Succ N Succ 
 

1-off 

payment 

3 3 1 1 2 2* 0 0 11 9 1 1 

Contribution 

point 

6 3 0 0 3 1 0 0 N/A N/A N/A N/A 

Accelerated 

increment 

2 1 1 0 1 0 0 0 N/A N/A N/A N/A 

Total 11 7 2 1 6 3 0 0 11 9 1 1 

*Includes accelerated increment/contribution point applications awarded 1-off payments 

 

The University annually considers “reward and recognition” (R&R); 1-off 

payments for exceptional contributions, accelerated increments for sustained 

excellence. Within the Institute, line-managers apply for staff, as this appears 

more successful; individuals can also apply independently (table 31). Two 

women were put-forward twice for their Athena SWAN endeavours and were 

successful. From 2017, staff receiving “exceptional” at P&DR are 

automatically considered. 

 

P&S staff interviews revealed poor understanding of R&R processes, mixed 

opinions (depending whether interviewees were successful), and perceived 

lack of transparency. HR provide website information: we will improve its 

prominence via the Institute’s webpages, induction materials, and Institute-

specific paperwork supplementing P&DR. We will improve R&R workshop 

attendance, through better schedulingAP17. 

 

Progress/impact 

 Well developed induction processes and materials for P&S staff 

 Line-managers and Head of Administration support P&S staff with 

regrading applications 

 Line-managers apply for R&R awards on behalf of staff (this does not 

prevent staff applying themselves if they prefer) 

 4 successful R&R awards specifically for Athena SWAN endeavours 
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Action points 

 AP12. Continue to offer induction training for line-managers/aspiring line-

managers, and now evaluate this separately for academic and P&S staff 

 AP13. Implement mentoring for P&S staff 

 AP14. Purchase leadership places on Aurora (or similar) for female P&S 

staff 

 AP15. Annual review by Head of Administration of all Institute-specific 

P&DR paperwork for P&S staff, to ensure suitable bespoke training, 

leadership development, R&R applications, support with funding end-

dates 

 AP16. With HR, develop, run, and evaluate career development 

workshops, including information on regrading, for P&S staff 

 AP17. Provide and evaluate R&R workshops; and improve the prominence 

of information on R&R process via Institute webpages, induction, and 

Institute-specific P&DR paperwork 

 

5.3. Career development: academic staff 

(i) Training  

Describe the training available to staff at all levels in the department. Provide 

details of uptake by gender, and how existing staff are kept up to date with 

training. How is its effectiveness monitored and developed in response to levels 

of uptake and evaluation? 

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

fellowships have training built-in from outset, added to as further needs are 

identified. Academics consider training and development throughout the year 

with line-managers, and at P&DR. The Institute-specific P&DR paperwork 

explicitly requires this, checked annually by Director and Deputy Directors, 

ensuring women and men have appropriate personal development plans. 

Some training is mandatory, e.g. “good clinical practice” for clinical trials, 

research data and confidentiality courses for record linkage/secondary 

analyses. Academics are encouraged to keep training files, and some external 

inspections require these, e.g. MHRA. Clinical academics’ record of personal 

development is annually inspected for revalidation (a legal requirement). 

Management and leadership development details are on page 64/65. 

 

Institute mandatory training includes P&DR, equality and diversity, and since 

2016, additional unconscious bias training. Certain roles include mandatory 

training; recruitment and selection, P&DR reviewers, Graduate School PhD 

Supervisors. 

  

Additionally, the University’s employee and organisational development service 

offers a range of courses. In 2014/15, 108 were attended by women and 42 by 

men. In 2015/16, 138 were attended by women, and 33 by men; 72% of 

women, 80% of men. We will survey staff to determine whether courses are 

meeting needs, and about outstanding needsAP37. We advertise training events 

in our monthly newsletter. 

 

To help re-establish research careers, in 2013 we created a fund for 

maternity leave returners, staff working part-time, single parents, or 

with special circumstances, for e.g. external conferences, including child 

care costs. In 2015, MVLS established a maternity returners fund, which we 
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now direct eligible staff to, whilst our scheme remains available for broader 

staff circumstances. This has persuaded MVLS to review and extend whom its 

scheme is available for (5.6.iii). 

 

Progress/impact 

 Annual overview of all bespoke training by Director and Deputy Directors 

 Funds available for research/training/conference attendance for staff 

working part-time, single parents, or with special circumstances (as well as 

maternity/parental returners) 

 

Action points 

 AP37. Survey academic staff to determine whether local University courses 

are meeting women’s and men’s needs, and if there are other local courses 

that should be provided 

 

 

(ii) Appraisal/development review  

Describe current appraisal/development review schemes for staff at all levels, 

including postdoctoral researchers and provide data on uptake by gender. 

Provide details of any appraisal/development review training offered, and the 

uptake of this, as well as staff feedback about the appraisal/development review 

process.   

All staff of all grades have annual P&DR. We consistently achieve 100% 

completion. Appraisers must attend P&DR training. Appraisee P&DR training 

is completed in induction. 

 

P&DR forms mirror promotion domains/criteria, and emphasise quality over 

quantity. The review cycle fits the promotion round. It includes sections on 

development needs addressed, and planned. It explicitly records full-time 

equivalent, career-breaks, and special circumstances, and proves a setting to 

discuss work-life balance. 

 

Additionally, our Institute-specific P&DR form confirms discussions on 

promotion and career development, benchmarking against promotion 

criteria, a knowledge exchange objective, equality and diversity 

training dates, funding end-dates and planned retention actions, and 

Athena SWAN contributions. All completed P&DRs are individually checked 

by the Director and Deputy DirectorsAP6. 

 

Only 66% female, 55% male academics agreed “My Institute provides me 

with a helpful P&DR” (staff survey, 2017). P&DR is an essential cornerstone 

of personal development; we need to improve this, and an understanding of 

the importance of P&DR. There is dissatisfaction over the University capping 

P&DR grades, which does not allow for several outstanding staff in the same 

group, and the University explicitly links P&DR grades to 1-off R&R payments 

and promotion paperwork. We will interview staff to better understand how, 

within Institute, we can improve the experience, and influence University 

changeAP22. 
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Progress/impact 

 100% completion of annual P&DR 

 P&DR supplemented at Institute level to ensure discussion on promotion, 

benchmarking against promotion criteria, career development, funding 

end-dates and planned retention actions, and Athena SWAN 

contributions; this is checked for everyone by the Director and Deputy 

Directors 

 

Action points 

 AP6. Continue annual review of all academic P&DRs by Director and 

Deputies to prompt promotion applications, ensure suitable bespoke 

training, leadership development, stepping forward for influential external 

work, ECR support with funding end-dates 

 AP22. Qualitative interviews to identify how to improve the P&DR 

experience 

 
 
(iii) Support given to academic staff for career progression  

Comment and reflect on support given to academic staff, especially postdoctoral 

researchers, to assist in their career progression.  

The ECR Forum, established 2012, has representatives from across the 

Institute, and its rotating Chair is invited to IMG. All ECRs are invited to 

input, and given feedback. The Forum links closely with the University 

postdoctoral Forum. The Forum maintains development opportunities 

resources for ECRs, including: 

 

 Vitae,  

 

 Researcher Development Framework,  

 

 Concordat to Support the Career Development of Researchers, 

 

 University’s Researcher Development Committee, 

 

 Scottish Crucible workshops,  

 

 Universitas21 career workshops,  

 

 British Academy Early Career Development Events,  

 

 Glasgow University training, development opportunities, and funding 

opportunities,  

 

 Principal Investigator programme for aspiring future Principal 

Investigators,  

 

 Mentoring.  

 

During 2014, the Forum held focus groups and a survey to determine key 

issues/concerns, career aspirations, and support needs. Main themes were 

funding end-dates, career progression, a perception that funding end-dates 

precluded promotion, and importance of senior support. They reported good 

relationships/guidance from line-managers, and some bridging-funding. The 

Forum conducted individual interviews, 2016, reinforcing these initial findings 

and identified misunderstandings regarding PhDs. We clarified funding 
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end-dates do not preclude promotion (regardless of grant funds) 

through promotion workshops and information disseminationAP3. We 

will provide more information why PhD studies are essential for career 

progressionAP23. Funding end-dates are a major issue; our approach is to 

maximise support so ECRs strengthen their personal development and CVs to 

be optimally placed for future positions.  

 

A well-established ECR grant-writing group is run by a Deputy Director 

(see 5.3.v). There is a paper-writing group, and qualitative research 

support group. ECRs are coached through fellowship applications. The 

University’s ECR Principal Investigator training is highly rated, but has a 

1-year waiting list. We requested more courses; and from 2014/15 also 

purchased it for the InstituteAP8. ECRs using the mentoring programme 

welcomed itAP1. 

 

We offer ECRs teaching experience to strengthen CVs; ECRs are currently 

being surveyed to compile an experiences/skills database, so teaching 

experiences can be tailoredAP24. 

 

ECR Forum representatives are IMG members, enabling direct feedback of 

issues, and management work experience in a supportive environment. 

 

Fellowship schemes include mentoring. All clinical academics have mentoring 

peer groups. Several other self-selected mentoring arrangements exist for 

non-clinical staff. A University mentoring scheme had implementation 

problems, so instead, we implemented an Institute mentoring scheme, 

using the University materials e.g. mentor’s role, responsibilities. All 

Institute’s academics were asked if they wanted a mentor, February 2017; 71 

requested and were matched with a mentor, taking account of their 

preferences on gender, discipline, and level of seniority (at least 2 grades 

higher). We need to improve the uptake of mentoring by staff, and this is 

very high priorityAP1. Time being mentored and mentoring is recognised in 

workload allocations. New staff are now introduced to mentoring during 

induction. Individual coaching is available for senior staff.  

 

“My mentor is invaluable for advice and support. We meet quarterly, and I 

know she is always there if I need to contact her.” (woman, grade 8) 

 

“I’ve been very well supported by the Institute from international MSc 

student, through PhD, to leading a research team. I’ve received invaluable 

advice on personal and career development from formal and informal 

mentors and a coach, and enjoy being a mentor.” (woman, professor) 

 

“Mentoring is really helpful. I am really pleased the Institute provided me 

a mentor.” (man, professor) 

 

“I was dubious about coaching, but it really helped my work-life balance, 

I’m happier and think the University actually gets more out of me now.” 

(woman, professor) 

 

In the last 3 years, 40 women were funded on leadership courses. We 

participate in Aurora, combining education, mentoring, and on-line resources, 

and Transforming Leadership Programme at Oxford. The University provides 

leadership programmes at all levels e.g. Early Career Development 

Programme, Senior Research Leaders programme, Glasgow’s Academic 

Leadership Programme, which we use. Several senior women are part of the 

University’s female leaders cohort, for peer mentoring and development. The 
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Institute paid for ECRs to attend the British Pharmacology Society 

“Leadership for Women” course, 2014. This was highly rated, so we pay the 

consultant to deliver training in-houseAP9. We suggest reading in induction:  

 

 Athene Donald's blog http://occamstypewriter.org/athenedonald/  

 TED Talk Amy Cuddy - Your Body Language Shapes Who You Are. 

http://www.ted.com/talks/amy_cuddy_your_body_language_shapes_who_

you_are?language=en 

 

We encourage engagement with MVLS’s Women-In-Science Network, and 

inspirational University women’s events e.g. First Minister Nicola Sturgeon’s 

gender equality lecture, 2015, and International Women’s Week events.   

 

Annual Institute research days have excellent attendance from both women 

and men (~75%). Topics have ranged from “how to write a 4* paper” to 

“work-life balance”, regularly feature Athena SWAN, and networking. 

 

Our thematic workshops provide “research-dating” and networking. In 2014, 

2 focus groups, individual interviews, and staff survey questions investigated 

networking and whether events were suitably gender-sensitive, and we held 

a seminar, 2015, on developing Institute networking opportunities. Thematic 

workshops were thought helpful. Only 10% thought we needed single-gender 

networking events, perhaps reflecting the existing range of women’s events.  

 

Progress/impact 

 Resources available specifically for ECRs, the majority of whom are 

women 

 ECR Forum, ECR grant-writing group, ECR paper-writing group, ECR 

qualitative researcher support group all established 

 ECR Forum representatives are members of IMG 

 Clarification has been provided that funding end-dates do not preclude 

staff from promotion (regardless of grant funding available), through 

examples at promotion workshops and information dissemination 

 Principal investigator training purchased for ECRs 

 Leadership courses taken by women at all levels (40 in last 3 years) 

 Mentoring scheme in place, with positive female feedback 

 Time spent mentoring and being mentored is recognised in workload 

allocation 

 Staff surveyed on whether promotion workshops should be changed to 

women only and men only, and whether more gender specific networking 

opportunities are needed; most women and men thought not 

 

Action points 

 AP1. Further improve academic uptake of gender-sensitive mentoring, 

including ECR uptake (methods include induction, P&DR, line-managers, 

annual research day, bespoke workshops) 

 AP3. Continue promotion workshops, including for ECRs, and for line-

managers to help them support their staff in promotion 

 AP8. Continue to purchase, and evaluate principal investigator training for 

ECRs 

 AP9. Continue to purchase, and evaluate leadership training specifically 

for ECRs 

 AP23. Clarify explicit information on the importance of PhD studies 

 AP24. Identify ECR training survey results and set-up a teaching 

information resource to improve matching between individual ECRs and 

teaching opportunities 

http://occamstypewriter.org/athenedonald/
http://www.ted.com/talks/amy_cuddy_your_body_language_shapes_who_you_are?language=en
http://www.ted.com/talks/amy_cuddy_your_body_language_shapes_who_you_are?language=en
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(iv) Support given to students (at any level) for academic career progression 

Comment and reflect on support given to students (at any level) to enable them 

to make informed decisions about their career (including the transition to a 

sustainable academic career). 

Support starts with induction, introducing students to Institute, University, 

PhD studies, and available resources. The Director (woman) and post-

graduate convenor (man) give presentations. Athena SWAN information is 

presented by the SAT Chair (woman). Students are also emailed an induction 

pack including Athena SWAN materials, pointers on University policies, and 

University website links. MVLS also provides induction.  

 

DClinPsy induction includes a resource handbook including NHS Work Life 

Balance Policy, and opportunity to speak with tutors individually e.g. about 

carer, and maternity/paternity commitments that might need accommodated.  

Year 1 foundation lectures include self-management of stress, work-life 

balance, and self-care.  

 

PGT students attend both Institute and programme induction. Induction 

materials (also available electronically) make clear they can request their 

supervisor’s gender; some do and all requests are granted. Induction 

feedback is positive; students appreciate the inclusion of Athena SWAN and 

discussion on gender-related issues in academia:  

 

“Many thanks for mentioning Athena SWAN today. It meant a lot to me.” 

(woman, PGT student). 

 

PGR students join mentoring circles jointly facilitated by a female and male 

academic (individual mentors can be arranged if preferred). This facilitates 

networks and supports at the earliest stage.  

 

“The mentoring circle is superb.” (woman, PhD student)  

 

PhD student-ECR mentor pairs also commenced in 2015. Student 

representatives matched interested students with an interested ECR. Both 

schemes will be evaluated/comparedAP26. DClinPsy students have both a 

buddy system and mentoring system.  Female and male buddies and mentors 

are available.  

 

The Institute’s annual student conference is held within our core hours.  

Students give oral or poster presentations; 70% by women in 2016, similar 

to overall female proportion. The conferences provide networking 

opportunities, and a forum to present results of the PGT/PGR gender-equality 

survey, and PRES.  

 

Students are encouraged to attend the Institute’s Maurice Bloch seminar 

series, and research group events.  

 

PGR students participate in the University’s progress review, receiving 

dedicated time to reflect on training needs, skills acquisition, and career 

progression. Students develop a personal development plan with their 

supervisory and assessment teams. This is reviewed annually, along with 

other documentation of progress against agreed milestones, by a convenor 

and 2 assessors (not their supervisor). Students self-assess, and supervisors 

complete progress reports. This work is included within academic’s P&DR, 

workload allocations, and contributes towards promotion criteria. 
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Individual coaching is provided for students working-up post-doctoral 

fellowship applications; on average ~12.5/year succeed (80% women). 

 

We will establish student discussion panels with successful female and 

male academics about career developmentAP35.  

 

We promote the STEMM ambassador scheme to students. 

 

Support is available for students through the Glasgow University Lesbian Gay 

Bisexual Transgender and Queer + Students’ Association. 

 

PGR students run Institute of Health and Wellbeing Knowledge 

Exchange Students blog (figure 22). Postings including tips, staff 

interviews, information for female and male students. The Institute’s Athena 

SWAN student webpages includes information on gender balance, the 

existence and purpose of the Athena SWAN PGR SAT working group, 

contacts, and invites comments. 

 

“The Institute provides an encouraging environment for men and women.” 

(man, PhD student) 

 

Figure 22. The Institute of Health and Wellbeing Knowledge Exchange 

Students team 

 
 

 

Progress/impact 

 Robust Institute PhD induction arrangements, including Athena SWAN 

information and work-life balance 

 Mentoring circles established for students, with female and male 

leadership, and PhD-ECR mentoring pairs 

 Staff time spent on mentoring circles, and student annual reviews is 

recognised in workload allocation 

 Annual student conference 

 PGT student can request the gender of their supervisor 

 Individual coaching to develop post-doctoral fellowship applications  

 

Action points 

 AP26. Evaluate PhD mentoring, including how gender-sensitive it is 

 AP35. Establish PGR student discussion panels with successful female and 

male academics to discuss career progression and pathways 
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(v) Support offered to those applying for research grant applications 

Comment and reflect on support given to staff who apply for funding, and what 

support is offered to those who are unsuccessful. 

The open ECR grant-writing group currently comprises 14 women and 7 men. 

27 ECRs won grants over 6-years valued at £4,120,490. There is a paper-

writing group, and qualitative researchers support group. We coach ECRs 

through fellowship applications, including mock-interviews.  

 

“The Institute has great pre-submission support in the grant-writing group 

for ECRs and an internal peer review process, both of which I've found 

helpful.” (woman, grade 7) 

 

We will establish mock grant and fellowship Boards for ECRs and mid career 

researchers to serve on, using real applications, going through Board 

assessment and decision stages, to improve insight into writing convincing, 

winning applicationsAP27. 

 

The Institute peer-reviews all fellowships, and grants >£100k; ECRs and 

mid-career researchers are recommended to also use it for smaller grants.  

 

Our dedicated research managers provide support from application through 

to project completion, and support for ECRs. 

 

Table 32. Success rates for grants submitted in last 18 months 

 Funded 

 

Still under review Rejected 

Women 25% 29% 46% 

Men 28% 27% 45% 

 

Grant success rates are monitored. In the last 18 months, 43% research and 

teaching staff were women, and submitted 43% of the Institute’s grant 

applications; success rates are identical (table 32). We will establish a senior 

academic group for supportive 1:1 meetings with staff with 4 consecutive 

unsuccessful applications, to discuss experiences, future support, and 

encourage collaborationsAP28. 

 
Progress/impact 

 Successful ECR open grant writing group, and new writing group and 

qualitative researchers group 

 Peer review process for fellowships and grants 

 Equal grant application and success rates for men and women 

 

Action points 

 AP27. Establish mock grant and fellowship Boards for ECRs to serve on to 

improve insights into successful grant writing 

 AP28. Establish supportive 1:1 meetings with staff with 4 consecutive 

unsuccessful grant applications, to discuss experiences, issues, future 

supports that may help, and encourage collaborations 
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5.4. Career development: professional and support staff 

(i) Training 

Describe the training available to all professional and support staff, at all levels, in 

the department. Provide details of uptake by gender, and how existing staff are 

kept up to date with training. How is its effectiveness monitored and developed 

in response to levels of uptake and evaluation? 

As for academics, 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. The Institute-specific 

paperwork for P&DR explicitly documents development.  From 2017, all forms 

will be reviewed annually by the Institute’s Head of AdministrationAP15. 

Mandatory training includes P&DR, equality and diversity, additional 

unconscious bias training, and training for certain roles, including recruitment 

and selection, P&DR reviewers. 

 

As for academics, P&S staff are encouraged to access courses from the 

University’s employee and organisational development service. In 2014/15, 77 

(80.5%) women, and 24 (92%) men took 148 different courses, including 

internal training, e-learning, and external courses. 56% courses were 

described “very useful”, 40% “useful”, and only 3% “not useful”, showing time 

was well spent. 

 

External training was assessed by questionnaire, 2015. 22/34 (65%) P&S 

respondents considered external training necessary to improve performance, 

career development, and personal development, e.g. IT and general 

administration, finance, HR legislation, webpage construction, leadership, 

Masters in Business Administration, SVQ2, SVQ3, SVQ4.  Consequently, the 

Institute ring-fenced funds for external courses for P&S staff, and will 

also purchase Aurora leadership places to include female P&S staff as well as 

academicsAP14. 

 

 

(ii) Appraisal/development review 

 Describe current appraisal/development review schemes for professional and 

support staff, at all levels, and provide data on uptake by gender. Provide details 

of any appraisal/development review training offered, and the uptake of this, as 

well as staff feedback about the appraisal/development review process.  

 

All staff, of all grades, have annual P&DR. University e-paperwork is job-

family specific, and includes a training/personal development section. The 

additional Institute-specific P&DR paperwork is for P&S and academics. We 

monitor completion annually, typically achieving 100%, but 103/108 (95%) 

in 2015/16 due to problems with the new e-system (1 woman, 4 men failed 

recordings), which are now resolved. 

  

Appraisers must attend P&DR training. Induction includes appraisee P&DR 

training. 
 

Only 64% women, 58% men P&S staff agreed “My Institute provides me with 

a helpful P&DR”, 14% women and 0% men disagreed (staff survey, 2017). 

There is dissatisfaction with the University process, particularly capping the 

quantity of staff who can be graded “outstanding”. As in 5.3.ii, we will 
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interview staff to better understand what we can do within Institute to 

improve the P&DR experience, and influence University changeAP22. 

 

 

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

Comment and reflect on support given to professional and support staff to assist 
in their career progression.   

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

activities; the Institute 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, and 

will evaluate this.  

 

For 10 years, the Institute has provided annual development days for 

all P&S staff. Programmes have included Athena SWAN, networking 

opportunities, work-life balance, relaxation and mindfulness, and other career 

developing activities. Staff interviews, 2016, rated them positively. 

 

We fund 5 P&S staff as Association of University Administrators 

members, and 2 Association of Research Managers and 

Administrators members, so sharing best practice, and forging networks 

with P&S staff outwith Glasgow. 

 

Whilst informal arrangement exist, P&S staff are not included in formal 

mentoring. We will address this inadequacyAP13. 

 
Progress/impact 

 Usefulness of P&S staff training, and need for external training has been 

evaluated 

 Ring-fenced Institute funds for P&S staff to access external training 

courses 

 Institute-specific paperwork for P&DR explicitly documents development 

for P&S staff 

 High P&DR completion rates for P&S staff 

 Annual Institute development day for P&S staff 

 Membership of professional associations supported 

 

Action points 

 AP13. Implement mentoring for P&S staff 

 AP14. Purchase leadership places on Aurora (or similar) to include women 

who are P&S staff as well as academics 

 AP15. Annual review by Head of Administration of all Institute-specific 

P&DR paperwork for P&S staff 

 AP22. Qualitative interviews with staff to better understand how to 

improve the P&DR experience  

 
 

5.5. Flexible working and managing career breaks 

Note: Present professional and support staff and academic staff data separately 

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

Explain what support the department offers to staff before they go on maternity 

and adoption leave. 
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We go further than University policies. Academic and P&S staff receive the 

same support. 

 

The line-manager and staff-member meet to plan support needed using the 

maternity checklist, conduct the risk assessment, signpost maternity 

buddying, and HR policies. Alternative cover arrangements are made. Each 

research group has a maternity buddy contactAP36. Time buddying/being 

buddied is in workload allocations. The Institute’s Athena SWAN webpages 

(figure 20, page 53; figure 23) include the buddying leaflet and contacts; 

other available pre- and post-delivery supports; and explicitly that we 

honour maternity/shared parental pay and typically a revised end-

date, for staff with funding end-dates falling during or shortly after 

leave, regardless of whether the funder pays (this information is not on 

HR webpages, and was historically misunderstood by staff); we continually 

review/updateAP40. 

 

Figure 23. Examples of maternity buddy contacts from the Institute’s 

Athena SWAN webpages 

 
 

The Institute Athena SWAN webpages include student information: the 

Institute’s PGR student maternity, paternity, carer and adoption leave and 

pay policies (the Institute has paid PGR maternity pay when funders 

do not, since 2014), the new MVLS PGR maternity leave policy, University 

of Glasgow Nursery, and Institute’s private facilities/refrigeration for 

staff/students who wish to express/store milk.  

 

“My PhD funder didn’t cover maternity leave, so the Institute paid my 

stipend. Without this, I would have struggled with 2 under 5’s. My 

supervisor helped immensely with planning. This helped me complete my 

PhD, move-up to grade 7, and enjoy a stimulating career alongside 

motherhood.” (woman, ECR) 

 

Our PGT programmes all facilitate breaks and flexible study arrangements, 

allowing 5-years to complete. However, neither University nor MVLS graduate 

school has a PGT student maternity policy; we will develop an Institute 

policy, clarifying leave/suspensions of studies/submission datesAP31. We will 

demonstrate its value, and lobby for change across the College/University. 

 

 



 

 
72 

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

Explain what support the department offers to staff during maternity and 

adoption leave.  

Cover arrangements and supports are organised prior to leave. For 

academics, this includes cover for teaching, managing grants, research staff 

and students.  

 

“I had lots of support before and during my maternity leave, and on return 

when I reduced to part-time. The arrangements I made with my line-

manager, and being able to take KIT days, meant my large research team 

was supported during my leave and I did not have to worry about work.” 

(woman, professor)  

 

We evaluated academics’ KIT day usage, 2014. All on maternity leave were 

aware of KIT days; 60% used them, and most valued being able to use less 

than full days at a time. None needed >10 days. Staff perceived lack of 

information on KIT days from HR, and gained awareness through maternity 

buddies, line-managers, and Institute Athena SWAN webpages. 10 took KIT 

days in 2014/15, 2 in 2015/16. Interviews with P&S staff, 2016, revealed 

poorer awareness and use of KIT days; we will include a specific section 

“KIT/Shared-parental-leave-in-touch (SPLIT) days for P&S staff” in our 

webpages (even though it is the same as for academics), and further check 

P&S staff awarenessAP32.  

 

SPLIT days are available for staff taking shared parental leave, detailed on 

the Institute’s Athena SWAN webpages, from buddiesAP36, and line-managers 

who sign-post to University policy. 

 

The University guides line-managers and employees to maintain reasonable 

contact during maternity leave, for workplace development updates, and 

work-related questions, with arrangements agreed in advance. Within the 

Institute, we do not expect e-mail replies during leave, but recognise it can 

be advantageous to receive information/invitations, e.g. social activities, and 

grant collaborations. We will develop staff guidance on e-mail inclusion of 

staff on maternity, shared parental, or adoption leaveAP33. 

 

Proud parents often visit the office to show-off their baby whilst on leave, 

always receiving much attention!  

 

 

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

Explain what support the department offers to staff on return from maternity 

or adoption leave. Comment on any funding provided to support returning staff.   

Academics and P&S staff can reduce working hours on return, until wishing to 

increase again. For example, in 2014, 1 P&S staff requested flexi-reduction 

from 1FTE to 0.6FTE on return, and a 0.4FTE was employed to cover 

workload; the female professor quoted in 5.5.ii subsequently resumed full-

time. 

  

Teaching responsibilities are reduced for a year on return, to help re-

engagement, whilst learning to balance new family commitments with work.  
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The Institute provides private facilities and refrigeration for women to 

express/store breast-milk at work.  

 

The University provides a Childcare Plus (salary saving) Scheme, to pay 

childcare pre-tax deduction. It provides nursery for infants/children from age 

6 weeks, full or part-time, 8am-6pm Monday to Friday. The Institute 

advertises these through Athena SWAN webpages, buddies, and line-

managers. 

 

Since 2013, we have offered financial support for maternity returners (now 

parental leave returners), part-time staff longer-term, single parents, and 

staff with special circumstances, for career-progressing activities e.g. 

conference attendance, including childcare costs (which may include 

partner/family carer costs). In 2015, MVLS and SS implemented a “maternity 

returners fund” which we now direct returners to, whilst continuing the 

Institute’s more widely focussed fund. P&S staff are also eligible for Institute 

funding, but made only 1 application to-date, hence funding was prominently 

advertised this Spring in the monthly newsletter, emails, and team briefings, 

in addition to details on the Athena SWAN website, and forthcoming career 

development discussions at P&DR.  

 

 

(iv) Maternity return rate  

Provide data and comment on the maternity return rate in the department. 

Data of staff whose contracts are not renewed while on maternity leave should 

be included in the section along with commentary. 

Provide data and comment on the proportion of staff remaining in post six, 12 

and 18 months after return from maternity leave. 

Table 33. Academic staff: maternity return rate 

Year 

leave 

started 

 

Number of 

maternity 

leavers 

Yet to 

return 

Returned Employed  

6 months 

post-return 

Employed 

12 months 

post-return 

Employed 

18 months 

post-return 

2011/12 4 0 4 4 3 2 

2012/13 2 0 2 2 2 2 

2013/14 14 0 14 13 13 13 

2014/15 5 0 5 5 5 5 

2015/16 7 4 3 N/A* N/A* N/A* 

*Too early to document 

 

All 25 academics returned from maternity leave and remained 18 

months post-return, except 3 clinical lecturers whose training period 

expired (government/NHS requirement) and returned to NHS employment 

(table 33). 4/7 remain on maternity leave, 2015/16.  

 

When commencing maternity leave, 11 were part-time, 21 full-time, 24/32 

had funding end-dates. None had contracts not renewed on maternity leave, 

as we honor full maternity leave entitlements and due extensions on return, 

regardless of whether external funders pay. 
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Table 34. P&S staff: maternity return rate 

Year 

leave 

started 

 

Number of 

maternity 

leavers 

Yet to 

return 

Returned Employed  

6 months 

post-return 

Employed 

12 months 

post-return 

Employed 

18 months 

post-return 

2011/12 0 N/A N/A N/A N/A N/A 

2012/13 1 0 1 1 1 1 

2013/14 1 0 1 1 1 1 

2014/15 2 0 2 ** ** ** 

2015/16 3 2 1 N/A* N/A* N/A* 

*Too early to document 

**1 has been back for 2 months so far, the other was appointed to a higher 

grade post in the University 

 

All P&S staff returned and remained 18 months post-return, except 1 

appointed to a higher grade in the University (table 34). 2/3 remain on 

maternity leave 2015/16. When commencing maternity leave, 3 were part-

time, 4 full-time, 6/7 had funding end-dates. 

 

Since 2008, maternity leave was taken by 14 PhD students (3 remain on 

leave, all others returned to complete their PhD), and 12 DClinPsy students 

(all returned to complete; 1 subsequently withdrew). 

 

Impact/progress 

 Institute buddying in place, and included in workload allocations 

 Maternity/shared parental pay, and typically a revised end-date, are 

honoured, for staff with funding end-dates falling during or shortly after 

leave, regardless of whether the funder pays 

 PGR student maternity, shared parental, paternity, adoption, and carer 

leave and pay policies are in place (the Institute has paid PGR maternity 

pay when the funder does not since 2014) 

 Cover arrangements made in advance 

 KIT days have been evaluated and are well understood and used by 

academic staff 

 Flexibility to reduce hours, and subsequently increase them back 

 Teaching responsibilities reduced on return  

 Private facilities and refrigeration for staff and students who wish to 

express and store breast milk 

 Financial support for parental returners, part-time workers, single 

parents, and staff with special circumstances for career enhancing 

activities e.g. conference attendance, available for academic and P&S 

staff 

 All staff and PGR students taking maternity leave returned to work (or 

intend to do so) and have remained 18 months later, apart from 3 clinical 

lecturers on fixed term contracts as a government/NHS requirement, and 

1 DClinPsy student who returned and subsequently withdrew 

 

 

 

 

 

 

 

 

 

 



 

 
75 

Action points 

 AP31. Develop a PGT student maternity leave policy 

 AP32. Include a section on “KIT/SPLIT days for P&S staff” on the Institute 

Athena SWAN webpages, and evaluate P&S staff awareness of these days 

 AP33. Develop and evaluate guidance for staff on the inclusion in emails 

of staff on maternity, shared parental, and adoption leave 

 AP36. Evaluate the Institute maternity buddying scheme; develop, 

implement and evaluate the Institute paternity buddying scheme 

 AP40. Continually develop, and annually review the Institute’s webpages 

and Athena SWAN webpages, including adding information on supporting 

trans staff and students 

 

 

(v) Paternity, shared parental, adoption, and parental leave uptake 

Provide data and comment on the uptake of these types of leave by gender and 

grade. Comment on what the department does to promote and encourage take-

up of paternity leave and shared parental leave. 

Table 35. Paternity leave: number of staff (number of days) 

 2011/12 

 

2012/13 2013/14 2014/15 2015/16 

Academics 1 (5d) 1 (6d) 1 (10d) 2 (6d, 5d) 2 (9d, 10d) 

P&S staff 0 0 0 0 2 (10d, 6d) 

 

University paternity pays 1 week full pay and 1 week statutory pay (table 

35). Exceptionally, the Institute can further support full salary, e.g. through 

special leave. No staff have yet taken shared parental leave; we are 

particularly keen to promote this; our induction pack, and Institute Athena 

SWAN webpages include information on paternity leave and shared parental 

leave, and link to HR policies. We are implementing a paternity buddying 

scheme/parental buddyingAP36. 

 

1 adoption leave was taken by a male academic, and none by P&S staff in the 

last 5 years. 

 

1 male academic took 5 days ordinary parental leave in 2012/13, 2013/14, 

2014/15; 1 female academic took 5 days, 2015/16; and no P&S staff. It is 

available for dependent children up to 18. Our survey found it was not taken 

because it was unpaid, superannuation payments are suspended during it, 

and it can only be taken in blocks or multiples of a week. From staff 

interviews, 2015/16, and review of NHS and York University policies, we 

identified actions to improve uptake, and are trying to negotiate these with 

the University for greater flexibilityAP34. We will also provide parental leave 

information packsAP30. 

 

Progress/impact 

 Information available in induction, and Athena SWAN webpages on 

paternity leave, shared parental leave, adoption leave and ordinary 

parental leave 

 Actions identified to improve uptake of ordinary parental leave 
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Action points 

 AP30. Develop an ordinary parental leave information pack 

 AP34. Lobby University for changes in ordinary parental leave, so it can 

be taken as single days as well as week blocks 

 AP36. Evaluate the Institute maternity buddying scheme; develop, 

implement and evaluate the Institute paternity buddying scheme 

 

 

(vi) Flexible working  

Provide information on the flexible working arrangements available.    

The most recent staff interview confirms line-managers are supportive of 

flexible working requests (0% P&S staff, and only 1% female and 2% male 

academics disagreed). Staff interviews, 2015, found wholly positive 

experiences regarding flexible working.  

 

“With 2 young children, I couldn’t fulfil family commitments in a 9-5 job. I 

feel totally supported by colleagues in working flexibly, and from home. 

Core hours help.” (woman, senior lecturer)   
 

Table 36. Flexible working applications: women/total (percentage women) 

 2011/12 

 

2012/13 2013/14 2014/15 2015/16 

Grade 3 1/1 

(100%) 

0/0 1/1 

(100%) 

0/0 0/0 

Grade 4 

 

0/0 0/0 0/0 0/0 0/0 

Grade 5 0/0 1/1 

(100%) 

0/0 0/0 0/0 

Grade 6 0/0 1/1 

(100%) 

2/2 

(100%) 

2/2 

(100%) 

2/2 

(100%) 

Grade 7 0/0 1/1 

(100%) 

2/3 

(67%) 

5/6 

(83%) 

4/4 

(100%) 

Grade 8/ 

clinical lecturer  

1/2 

(50%) 

0/0 1/1 

(100%) 

4/4 

(100%) 

2/2 

(100%) 

Senior lecturer 

 

0/0 0/0 0/0 0/0 0/0 

Reader 0/0 0/0 0/0 1/2 

(50%) 

0/0 

Professor 0/0 0/0 0/1   

(0%) 

0/0 0/0 

Total 2/3 

(67%) 

3/3 

(100%) 

6/8 

(75%) 

12/14 

(86%) 

8/8 

(100%) 

 

We expect informal flexible working, and working from home, to be 

the norm, embedded within the Institute’s culture.  

 

“I feel very comfortable discussing caring challenges with my line-

manager, and pick the kids up from school when they are ill.” (woman, 

grade 8) 

 

Formal flexible working includes reduced hours (from those appointed to), 

compressed hours, job-sharing, annualised hours, homeworking. 36 staff, 

(19 female, 4 male academics; 12 female, 1 male P&S) made flexible 

applications, 2011/12-2015/16 (table 36). All were approved, except 1 

female grade 7 academic home-working application in Canada, considered 
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incompatible with her duties. (We typically approve long-distance home-

working e.g. 3 professors home-work some hours (in Sweden, USA, Dundee), 

a PGR student home-works in Greece). 

 

Flexible working is publicised via induction, Institute’s Athena SWAN 

webpages, staff meetings, P&DR, all Institute’s job descriptions, many of our 

events, featured in our twitter-feed and monthly newsletter. Line-manager 

training is available via manager’s induction workshops; line-manager 

responsibilities for informal and formal applications are detailed in policy. We 

will continue to publicise flexible working options. 

 

The Institute’s P&S staff flexitime policy offers more flexible attendance 

helping individuals (improved work-life balance/management of caring 

responsibilities, sense of wellbeing in the workplace, reduced stress), and 

teams (increased productivity, decreased absenteeism, positive workforce).  

 

We implemented trading University holidays for annual leave 

(previously, some parents/carers kept back annual leave for unexpected 

emergencies to avoid unpaid emergency/parental/carer leave): buildings are 

accessible during holidays, and we have a lone-working policy).  

The University does not have a carer policy; 10% of our staff care for 

dependent adults, so we are developing oneAP29. 

 

Progress/impact 

 Informal flexible working is embedded into the culture of the Institute 

 P&S staff flexi-time policy is in place (up to and including grade 6) 

 Staff can trade University holidays for annual leave 

 All applications for formal flexible working approved, except 1 grade 7 

request for home-working in Canada 

 

Action points 

 AP29. Complete the development of a carer policy and evaluate its utility 

 
 

(vii) Transition from part-time back to full-time work after career breaks 
Outline what policy and practice exists to support and enable staff who work 
part-time after a career break to transition back to full-time roles. 

 

We always approve academic and P&S staff moving back to full-time when 

they wish, and have examples from grade 3-professor. Often this is phased 

transitions tailored to suit individual needs/personal circumstances. Line-

managers and mentors have key roles supporting staff in these decisions. 

Every year some staff want reduced hours, and some transition back to full-

time, which the Institute accommodates. 

 

  

5.6. Organisation and culture 

(i) Outreach activities  

Provide data on the staff and students from the department involved in outreach 

and engagement activities by gender and grade. How is staff and student 

contribution to outreach and engagement activities formally recognised? 

Comment on the participant uptake of these activities by gender.   

Outreach activities are popular with women and men; staff across all grades 

devoted 2-4% of time, with no gender differences. Since 2014, all Institute 
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P&DRs include 1 objective on outreach or knowledge exchange. This 

recognises its importance, and helps ensure gender equity, which we monitor 

through workload data (tables 40-42, pages 89-91). It is formally assessed at 

the promotion committee. Figures 24,25 show examples of public 

engagement activities. 

 

Schools outreach and widening participation activities, 2015/16, included 

work at 11 secondary state comprehensive mixed sex schools, 1 

secondary state boys only school, 8 primary state mixed sex schools, 

and 2 special educational needs state mixed sex schools, equally by 

academic women and men across all grades. This work is recognised in 

workload allocation. We plan to extend collaboration with the School of 

Psychology to reach into schools promoting undergraduate psychology to 

boysAP41. 

 

Figure 24. Examples of public engagement activities  

 STEMM ambassadors who e.g. work with school-pupils 

 Annual public science events e.g.  

Glasgow’s Science Festival 

Edinburgh International Science Festival  

Big Biology Day Scotland 

Middle of Scotland Science Festival, 2014 

“Pint-of-Science” 

Pride event 

The Barra’s market event, 2016 

“Explorathon” 2016 (Scotland’s European Researchers’ Night for the public)  

 Information billboard exhibition along Clyde walkway 

 “Media and health” talk at Curler’s Rest bar 

 Glasgow East-end initiative  

 Meetings with Glasgow City Councillors; and local MSPs 

 Annual workshop and seminar for academics on blog-writing, social media use, and 

pathways-to-impact 

 Work with Policy Scotland http://policyscotland.gla.ac.uk/ on a pathways-to-impact 

training resource 

 Website case studies 

 

Figure 25.  Specific examples of public engagement activities 

‘Shifting Waistlines’ game at the 

BodyWorks exhibition,  

Glasgow Science Centre 

Christopher Patterson and Shona Hilton 

 

Interactive touch-screen game 

based on how newspaper images 

represent overweight & obesity. 

encouraging thoughts about body  

sizes & Body Mass Index 

 

Health and the City Game 

Lindsay Hogg et al. 
 

Game developed for 7-12y olds 

to get them thinking about the 

social and environmental factors 

that affecting health 

http://policyscotland.gla.ac.uk/
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We have: 

 

 a website Director’s supporting statement on knowledge exchange/public 

engagement, and outreach,  

 

 published the Institute’s public engagement and knowledge exchange 

strategy explicitly stating these activities are recognised and rewarded 

through P&DR, where goals are set,   

 

 established a public engagement and knowledge exchange group with 

champions from each research group, and equal gender representation, 

 

 enrolled students on Glasgow Science Festival Internships, supporting 

development of public engagement skills, 

 

 appointed short life working-group convenors to lead activities. 

 
Progress/impact 

 Equal gender distribution in the amount of time spent on outreach and 

public engagement activities 

 Outreach and public engagement activities are recognised in workload 

allocations, the Institute’s additional P&DR requirements, and by the 

promotion committee 

 Public engagement and knowledge exchange group established 

 

Action points 

 AP41. Collaborate further with the School of Psychology outreaching to 

schools, and offer undergraduate teaching, to role model the academic 

clinical psychology career route for boys and men 

 

(ii) Visibility of role models 

Describe how the institution builds gender equality into organisation of events.  

Comment on the gender balance of speakers and chairpersons in seminars, 

workshops and other relevant activities. Comment on publicity materials, 

including the department’s website and images used. 

 
Table 37. Gender of speakers and Chairs at the Institute’s Maurice 

Bloch seminar series: women/all (percentage women) 

 2014/15 

 

2015/16 2016/17 (so far) 

Speakers 8/14 (57%) 5/10 (50%) 2/5 (40%) 

Chairs 4/9 (44%) 6/10 (60%) 2/5 (40%) 

 

We invite international speakers for the Institute’s Maurice Bloch seminar 

series (9-14 sessions/year). Seminars are within core hours with lunch, well 

attended by women and men (~50 staff/seminar), providing networking 

opportunities and learning. We deliberately achieve speaker and chair 

gender balance, and ethnic diversity (table 37). With consent, we record 

seminars for the website for non-attending staff.  
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Gender balance is monitored at the annual research events, attended by 

most academics (196 in 2016), ensuring women and men are highly visible 

role modelsAP25. 

 

The SAT website working group annually review the Institute’s webpages, 

and provide guidance to each group on webpages’ presentation (figure 26).  

 

Figure 26.  Examples of webpage guidance 

Main pages have: 

 Pictures of women in appropriate study or work situations, and other positive gender 

images 

 Welcoming text from the Head of research group 

 A statement on equal opportunities commitments and link to our Athena SWAN webpages  

 A link to a student experiences section, with photographs and testimonials 

 

Research group sub-pages have: 

 At least 1 photograph per page to break up text, at least half of which are women  

 Descriptions of prominent women’s roles, including P&S staff 

 Descriptions of family-friendly social events 

 

Given the number of prominent female (e.g. Director, both Deputy Directors, 

Research Convenor, Heads of research groups), as well as male leaders (e.g. 

Heads of Research Groups, PGR convenor, PGT lead), we can and do ensure 

gender balance of visible role models at Institute events. 

 

“A lot of strong, female role models.” (woman, PhD student) 

 

“Strong senior female mentors – I find this inspirational.” (woman, PhD 

student) 

 

“The Institute takes its responsibilities as related to Athena SWAN very 

seriously and has made an impressive effort in this regard. There are 

many supportive female role models.” (woman, PhD student) 

 

Progress/impact 

 Gender-balance of speakers and chairs at the Institute’s Maurice Bloch 

seminar series 

 Webpage guidance and reviews address gender 

 Prominent women in senior roles providing visible female role models 

 

Action points 

 AP25. Continue to ensure a 50:50 speaker and Chair gender balance, and 

ethnic diversity, on the Maurice Bloch seminar programme and research 

events 

 

 

(iii) Beacon activity 

Demonstrate how the department is a beacon of achievement, including how the 
department promotes good practice internally and externally to the wider community. 

 “The Institute of Health & Wellbeing is the driving force behind the 

College of MVLS’ equality and diversity agenda.  They actively champion 

gender equality across the College and University, challenging 

established practice, publicising local initiatives, and supporting other 
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Institutes and Schools as they apply for Athena Swan accreditation.  This 

leadership has driven a noticeable change in perspective within our 

College Management Group, where gender equality is now regularly 

discussed, and resources allocated for gender-related initiatives.  In my 

role of chair of the Medical Schools Council, Dental Schools Council, and 

Veterinary Schools Council joint Equality and Diversity Advisory Group, I 

am sharing many of the innovative solutions developed by the Institute 

of Health & Wellbeing.  I believe they are transforming the culture within 

the University and providing a positive example of how we can work 

collectively to tackle these sector-wide issues.” (Professor Dame Anna 

Dominiczak, Vice-Principal, and Head of College of MVLS) 

 

Glasgow University received Athena SWAN Bronze, 2013, renewed, 2016. We 

prepared our Bronze application once the University award permitted this, 

and received the University’s first Departmental Silver award through the 

Athena SWAN application process, 2015. We are at the forefront of 

developments for the wider community at Glasgow University, and embrace 

responsibility to share good practice. Of Glasgow’s “Departments”, 3 now 

hold Silver and 11 Bronze awards; 7 in MVLS (2 others awaiting outcomes) 

which we critically reviewed/supported, ran focus groups for, 

presented/discussed at their SATs, advised SAT Chairs, and shared good 

practice and action points which they adopted.  

“The Institute of Health and Wellbeing quite clearly lead our College in 

the development of best practice in equality issues, and have been 

generous and unstinting in sharing their ideas and time with us and 

others.  They provided our SAT with several ideas we really liked, e.g. 

promotion workshops, mentoring processes.” (Professor Dan Haydon, 

Director of Institute of Biodiversity, Animal Health and Comparative 

Medicine, and Chair of BAHCM SAT, awarded Athena SWAN silver, 

October 2016) 

 

To support MVLS’ Institutes/Schools in gender equality, the MVLS GEC was 

established, 2015. Our Institute’s SAT Chair, co-Chairs the College GEC 

with Head of MVLS, driving these principles forward across the College and 

University, and providing learning and mentoring to other areas as they 

develop their Athena SWAN plans. All MVLS SAT chairs network through the 

GEC, which has been highly productive.   

 

Several initiatives we introduced influenced MVLS and the University 

to adopt them, eg:  

 

 introduction of maternity/parental buddying networks, 

 

 University agreement to include Athena SWAN related work in the 

workload model, 

 

 the facility to analyse workload allocations by gender once the 

University’s workload model becomes available, 

 

 standard text on all job descriptions on gender equality/Athena 

SWAN/flexible working, now included by University recruitment, 

 

 we championed staff training on unconscious bias training, which the 

University then provided from 2016, 
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 we established ring-fenced funds for maternity returners, part-time 

workers, single-parents, workers with special circumstances; 

subsequently the Colleges’ maternity returners’ schemes were introduced, 

and currently under review to expand its coverage, following our 

championing this, 

 

 adopting our mentoring scheme, GEC is developing a College mentoring 

scheme, with an academic lead from our Institute, and funding agreed 

by MVLS, 

 

 our PhD students maternity leave policy includes maternity pay for 

students whose funders do not provide this: MVLS agreed funding this 

from 2017,  

 

 we persuaded the University to introduce gender-relevant questions 

into the University-wide PRES survey (“I know where to find policies 

on discrimination, bullying and harassment”; “I have access to role 

models I can identify with”; “do you have caring responsibilities”), and 

these are now adopted for future PRES surveys, 

 

 we lobbied the University to pledge support with the UN women 

campaign; “HeForShe University”. The Principal expressed support for 

the pledge and his role in leading it; the University Gender Equality 

Steering Group is taking forward Glasgow to become an Associated 

University in the campaign, 

 

 development of MVLS-wide promotion workshops, 

 

 sharing our induction materials with all MVLS Institutes/Schools, 

 

 sharing our new etiquette statement for academics working with P&S 

staff, flexitime policy for P&S staff, and work establishing a carer policy. 

 

We also contribute in other ways in the wider University, eg: 

  

 the SAT Chair was a University’s International Women’s Week “Women in 

University Management” panel member, 2017, discussing experiences 

and ambitions for gender equality,  

 

 a SAT member is a University Gender Equality Steering Group member, 

advising on the Institute’s Athena SWAN activities and encouraging their 

adoption University-wide e.g. core hours, and reviewing departmental 

applications from across the University, 

 

 running two 3 hour workshops for University staff with the Scottish 

Transgender Alliance, 2016, 

 

 championing gender equality wherever/whenever possible, eg:  

o communication with the responsible Vice Principal over academic 

selection for University leadership courses where equal 

women:men numbers were nominated in MVLS, but offers were 

75% men,  

o unisex toilet discussions with estates to support needs of some 

trans staff/students,  

o presentations/discussions with Institute/School Directors, 
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o we are currently championing inclusion of Athena SWAN material 

in MVLS and SS student inductions (additional to our own 

inductions),  

o and for more detailed PRES analyses by the University, according 

to e.g. age, disability, ethnicity, and to compare responses across 

Institute/Schools with different female/male proportions of 

staff/students,  

o within the Institute, we honour maternity leave pay and typically a 

revised end-date, for staff with funding end-dates during or shortly 

after maternity leave, when funders do not pay, and are 

championing the importance of this. 

 

More broadly, our work has impacted across the higher education 

sector, eg: 

  

 our SAT PGT working group initiated information-sharing with UK 

Universities for PGT course benchmarking data (there is no 

alternative national provision). This has benefitted all participating (and 

non-participating) Universities in their gender equality initiatives, 

 

 the gender-relevant questions we introduced into the University-

wide PRES survey have been shared with other Scottish Universities, 

and included in Aberdeen’s, Glasgow Caledonian’s, and University of 

Highlands and Islands’ surveys, 

 

 sharing good practice with the Medical Schools Council, Dental Schools 

Council, and Veterinary Schools Council, 

 

 SAT members have shared good practice, through networking at several 

Athena SWAN events, and assessment panels. 
 

Internally, our actions are focussed on gender equality, and career 

progression for all, in a supportive environment. Our novel approach of 

involving all staff in Athena SWAN working groups ensured these 

values rapidly embedded within the Institute’s culture. Externally, we will 

further expand our “beacon” activities, and develop webpage resources on 

gender equalityAP18. 

 

Progress/impact 

 Beacon activities include the Institute being the leader in promoting 

gender equality at the University of Glasgow 

 Several novel initiatives within the Institute, adopted more widely, e.g. 

introducing a policy to ensure PhD students receive maternity leave and 

pay when external funders do not pay this  

 Within the Institute, we ensure maternity pay is honoured for staff with 

funding end-dates during or soon after leave 

 Initiating and completing collection of benchmarking data on PGT courses 

for UK Universities providing similar courses to ours  

 Sharing good practice with the Medical Schools Council, Dental Schools 

Council, and Veterinary Schools Council 

 

Action points 

 AP18. Develop gender equality in Glasgow University and more widely in 

the UK higher education sector; add a webpage resource for people 

working on gender equality 
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(iv) Culture 

Demonstrate how the department actively considers gender equality and 

inclusivity. Provide details of how the Athena SWAN Charter principles have 

been, and will continue to be, embedded into the culture and workings of 

the department.   

In Glasgow’s University staff survey, 2016, our Institute’s overall staff 

satisfaction was the highest of all Institutes/Schools at 97% (99% 

women, 96% men), and 95% in 2014 (95% women, 93% men). 

 

Table 38. Percentage agree/strongly agree with statements related to 

culture on the latest Institute staff survey  

 W 

 

M 

Inappropriate images stereotyping women or men are not 

acceptable in my Institute 

92% 95% 

My Institute makes it clear unsupportive language and 

behaviours are not acceptable 

81% 84% 

Work-related social activities in my Institute are welcoming to 

both women and men 

92% 91% 

I am encouraged and given opportunities to participate in 

Institute activities and events 

86% 88% 

I am confident my line-manager would deal effectively with any 

complaints about harassment, bullying or offensive behaviour 

88% 75% 

My Institute uses women as well as men, as visible role models 91% 89% 

My line-manager is supportive of flexible working requests 89% 84% 

In the Institute staff are treated on their merits irrespective of 

gender 

80% 85% 

I feel the Institute is a great place to work for women 82% 84% 

I feel the Institute is a great place to work for men 81% 83% 

 

All 10 questions show “good practice” (table 38). 

 

The Institute has numerous work-related and social events, including the 

seminar series, research events (figures 27,28), the annual day (off-site) for 

P&S staff, Christmas lunches (figure 29), BBQs (figure 30), retirement 

celebrations, coffee breaks, and specific focussed events. Several of the 

research groups also hold conferences. The Institute newsletter includes 

personal celebrations and achievements as well as professional. We have an 

etiquette, based on mutual respect, for working within teams of 

academic and P&S staff. Suggestion boxes in all research groups are 

checked and actioned each month; we are introducing an on-line suggestion 

process to improve confidentiality (i.e. does not include the research group of 

origin of the suggestion). Athena SWAN principles are diffused throughout the 

Institute through a range of means, including SAT working groups and 

research group meetings. This has created understanding of family-friendly 

and inclusive working practices, now pervasive throughout the Institute, as 

survey responses show. Social events are in core hours, family-inclusive, 

helping parents and carers. 

 

Institute senior managers have an open-door policy, encouraging reciprocal 

communication, and availability to all staff members. New staff are invited to 

the well-attended Director’s coffee morning. 
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Staff fund-raisers are wide-ranging, from bubble football (figure 31), family 

Potterthons (Harry Potter films), to cycling the length of Britain! 

 

The Institute’s student gender-equality survey, 2016 (posted on our Athena 

SWAN webpages), had no gender differences in response. No-one had 

personally experienced gender-based harassment or bullying; 5% perceived 

gender-based unfair treatment by students or staffAP20; 85% agreed men and 

women were treated equally on a list of specified issues e.g. workload 

expectations, assessment. 

 

“Gender equality is emphasized and promoted vigorously in the 

Institute.” (woman, PhD student) 

 

“The Institute is very accommodating to everyone, and does a lot to 

ensure everyone receives the same opportunities.” (man, PhD student) 

 

“I had 5 months off with surgery, my phased return is really helping. 

Everyone was brilliant, they sent me cards and flowers, and kept in touch 

by phone which helped me feel included whilst off.” (woman, grade 5) 

 

“Good role models of both sexes- strong commitment to Athena SWAN 

process.” (man, PhD student) 

 

“Equal respect for everyone regardless of their gender” (man, PhD 

student) 

 

Figure 27. Annual Institute research event, 2015 
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Figure 28. Wellbeing at annual Institute research event, 2017 

  
 

Figure 29. Institute family Christmas lunch and ceilidh, 2016
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Figure 30. Annual BBQ, 2014 

  
 

Figure 31. Bubble football fund-raiser 

 
 

 

(v) Timing of departmental meetings and social gatherings  

Describe the consideration given to those with caring responsibilities and part-

time staff when scheduling departmental meetings and social gatherings. 

Core hours for Institute meetings any staff member might need or wish to 

attend, including social gatherings, are 10am-4pm. Core meeting hours 

have been used for years, were “formally” implemented in 2013, and 

apply to P&S staff and academics. The core hours policy is in induction 

materials and on our webpages. Notice is given in advance of meetings, and 

minutes available for all. Meeting days vary to help part-time staff. This 

works well, according to qualitative interviewees, and staff survey responses; 

86% women and 80% men agreed “Meetings in my Institute are completed 

in core hours to enable those with caring responsibilities to attend”, indicating 

“good practice”. 

 

Progress/Impact 

 Strong staff survey responses on questions related to culture and 

inclusivity 

 Highest overall staff satisfaction rate of all Institutes/Schools at the 

University of Glasgow 

 Core hours are well established 

 The qualitative interviews show that staff appreciate core hours 
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Action points 

 AP20. Vigorously publicise widely the route for students to report 

discrimination or bullying on gender or other grounds; difficulties with 

supervisors; and how to get involved in Athena SWAN work 

 

 

(vi) HR policies  

Describe how the department monitors the consistency in application of 

HR policies for equality, dignity at work, bullying, harassment, grievance 

and disciplinary processes. Describe actions taken to address any identified 

differences between policy and practice. Comment on how the department 

ensures staff with management responsibilities are kept informed and updated 

on HR polices. 

Additional to formal HR procedures, we have informal processes. These start 

at induction, with equality and diversity training, additional unconscious bias 

training, the dignity at study and work policy, familiarisation with Athena 

SWAN principles, links to University grievance policy, and disciplinary policy 

and procedure. This sets expectations on behaviour and actions from outset. 

The Institute-specific P&DR form annually checks equality and diversity 

training status, additional unconscious bias training, and Athena SWAN work 

contributions for all staff. We are hosting a harassment prevention 

workshop for staff, 2017. Line-managers (indeed, all staff) are notified of 

new policies via email, monthly Institute newsletter, webpage updates. 

Research group staff meetings provide another dissemination route; Heads of 

research groups, or their Deputy, attend the monthly IMG which agendas 

policy/procedure changes. In the confidential staff bullying survey, 

2014, no-one reported experiencing harassment in the previous 12 

months, nor bullying. Table 39 shows examples of “good practice” on the 

latest staff survey. 

 

Table 39. Percentage agree/strongly agree with statements related to 

policies on the latest staff survey  

 W 

 

M 

I am confident my line-manager would deal effectively with any 

complaints about harassment, bullying, or offensive behaviour 

88% 75% 

My Institute makes it clear that unsupportive language and 

behaviour are not acceptable 

81% 84% 

Inappropriate images that stereotype women or men are not 

acceptable in my Institute 

92% 95% 

I understand my Institute’s reason for action on gender equality 92% 93% 

I understand why positive action may be required to promote 

gender equality 

93% 87% 

My Institute makes it clear to me what its policies are in relation 

to gender equality 

76% 87% 

 

(vii) Workload model  

Describe any workload allocation model in place and what it includes. Comment 

on ways in which the model is monitored for gender bias and whether it is taken 

into account at appraisal/development review and in promotion criteria. 

Comment on the rotation of responsibilities and if staff consider the model 

to be transparent and fair.   
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Table 40: Workloads, 2014: Average percentage of time spent on different activities, by grade and gender 

 

 

 

Non-Clinical staff 

Women (n=101) Men (n=42) 

Prof 

(n=4) 

 

Reader 

(n=6) 

S Lect 

(n=2) 

G 8 

(n=16) 

G 7 

(n=39) 

G 6 

(n=34) 

Prof 

(n=14) 

Reader 

(n=4) 

S Lect 

(n=4) 

G 8 

(n=1)† 

G 7 

(n=10) 

G 6 

(n=9) 

Teaching - PGT 0.3 1.4 0.9 4.0 2.0 0.0 5.5 8.1 10.6 0.0 1.6 0.3 

Teaching - UG 1.9 0.0 0.9 2.0 0.7 0.4 0.8 0.3 1.5 0.0 0.9 1.4 

PGR 11.1 8.3 11.0 8.1 3.2 0.0 12.6 5.2 13.6 10.0 1.3 1.1 

Research 51.9 57.5 59.1 60.3 72.4 88.3 40.3 47.0 37.4 60.0 67.9 80.6 

*Clinical work 0.0 0.0 0.0 0.1 0.7 0.4 5.8 0.0 8.1 0.0 0.0 0.0 

Management 15.8 21.1 23.5 11.9 11.8 7.3 21.2 21.3 19.3 26.7 9.5 9.9 

External work 12.2 5.3 1.3 2.3 2.7 0.4 9.7 4.2 4.2 0.0 2.1 0.6 

**KE/PE/outreach 5.2 1.7 3.3 3.7 3.1 2.4 3.2 2.6 3.6 3.3 2.4 1.8 

Athena SWAN/ 

other 

1.7 4.7 0.0 7.4 3.4 0.8 1.0 11.3 1.7 0.0 14.3 4.4 

 

 

 

Clinical staff 

Women (n=12) Men (n=13) 

Professor 

(n=6) 

 

Reader 

(n=0) 

Clinical lecturer 

(n=6) 

Professor 

(n=7) 

Reader 

(n=1)† 

Clinical lecturer 

(n=5) 

Teaching - PGT 3.1 - 4.0 5.8 4.5 0.7 

Teaching - UG 8.5 - 1.0 5.4 4.5 0.7 

PGR 10.2 - 0.2 9.5 4.5 0.5 

Research 25.9 - 61.3 31.1 18.1 68.4 

Direct clinical work 28.3 - 28.3 32.0 45.5 24.0 

Management 14.4 - 3.1 6.6 2.3 0.9 

External work 6.3 - 2.1 3.2 2.3 0.5 

**KE/PE/outreach 2.3 - 0.0 4.1 2.3 4.3 

Athena SWAN/ 

other 

0.9 - 0.0 2.2 15.9 0.0 

*the University classes clinical psychologists as “Non-clinical”, although some undertake NHS work 

**KE/PE: Knowledge exchange/public engagement 

†consented to inclusion of data 
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Table 41. Workloads, 2015: Average percentage of time spent on different activities, by grade and gender 

 

 

 

Non-Clinical staff 

Women (n=91) Men (n=32) 

Prof 

(3) 

 

Reader 

(4) 

S  Lect 

(4) 

G 8 

(15) 

G 7 

(29) 

G 6 

(36) 

Prof 

(13) 

Reader 

(3) 

S Lect 

(4) 

G 8 

(0) 

G 7 

(8) 

G 6 

(4) 

Teaching - PGT 7.9 3.2 0.1 4.5 1.8 0.2 5.5 9.1 5.1 - 1.4 0.0 

Teaching - UG 1.3 0.0 0.0 1.4 0.1 0.0 0.9 0.2 0.0 - 0.0 0.0 

PGR 13.6 10.5 19.7 4.6 1.5 0.6 12.6 6.5 10.5 - 1.1 0.3 

Research 41.7 66.1 50.7 67.7 72.8 80.4 42.6 55.1 43.9 - 88.6 92.3 

*Clinical work 0.0 0.0 0.0 0.1 0.0 0.0 5.2 0.0 6.6 - 0.0 0.0 

Management 21.4 12.8 21.9 12.2 15.6 13.8 18.2 22.3 24.7 - 3.0 5.3 

External work 10.6 4.1 4.0 3.6 1.8 1.2 9.4 4.8 4.9 - 1.9 0.0 

**KE/PE/outreach 2.4 1.9 3.3 3.8 4.7 3.1 4.2 1.2 1.9 - 2.8 2.0 

Athena SWAN/ 

other 

1.1 1.4 0.4 2.1 1.7 0.7 1.4 0.8 2.6 - 1.3 0.0 

 

 

 

Clinical staff 

Women (n=12) Men (n=15) 

Professor 

(5) 

 

Senior Lecturer 

(0) 

Clinical lecturer 

(6) 

Professor 

(5) 

Reader 

(1) 

S Lect’r 

(1) 

Clinical lecturer 

(8) 

Teaching – PGT 3.0 - 4.2 4.3   2.8 

Teaching – UG 7.1 - 0.0 5.5   0.4 

PGR 9.4 - 0.0 13.0   0.0 

Research 21.9 - 50.5 30.4   66.6 

Clinical work 33.2 - 39.9 27.0   24.7 

Management 15.2 - 3.6 6.8   2.4 

External work 5.5 - 0.2 5.6   1.5 

**KE/PE/outreach 4.0 - 0.8 4.1   1.0 

Athena SWAN/ 

other 

0.8 - 1.0 3.3   0.4 

*the University classes clinical psychologists as “Non-clinical”, although some undertake NHS work 

**KE/PE: Knowledge exchange/public engagement 
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Table 42. Workloads, 2016: Average percentage of time spent on different activities, by grade and gender 

 Non-Clinical staff 

Women (n=106) Men (n=48) 

Prof 

(n=5) 

 

Reader 

(n=1)† 

S  Lect 

(n=11) 

G 8 

(n=13) 

G 7 

(n=42) 

G 6 

(n=34) 

Prof 

(n=12) 

Read

er 

(n=3) 

S Lect 

(n=6) 

G 8 

(n=2) 

G 7 

(n=1

6) 

G 6 

(n=9) 

Teaching - PGT 4.8 0.0 2.1 0.9 1.8 0.5 8.9 7.9 3.7 0.0 0.3 0.0 

Teaching - UG 0.0 0.0 0.3 0.8 0.0 0.1 0.7 0.4 0.0 0.0 0.3 0.0 

PGR 12.1 4.4 9.6 1.9 2.1 0.4 11.5 7.4 7.9 6.5 0.6 0.0 

Research 47.2 80.0 60.8 73.5 77.1 86.5 46.3 53.4 54.1 71.4 87.3 92.4 

*Clinical work 0.0 0.0 0.0 0.0 1.0 0.0 6.1 0.0 1.6 0.0 0.0 0.0 

Management 16.0 11.1 16.5 14.1 12.2 7.8 12.3 15.0 14.3 10.8 5.7 3.8 

External work 11.6 1.1 4.5 2.7 0.6 0.3 7.3 9.2 4.2 2.4 1.2 0.8 

**KE/PE/outreach 1.8 2.2 3.3 4.1 3.3 2.3 3.3 2.8 4.2 3.5 3.0 2.4 

Athena SWAN 1.0 1.1 1.6 1.2 1.0 0.6 0.7 2.0 1.8 2.4 0.7 0.1 

Other 5.5 0.0 1.3 0.8 0.8 1.7 3.0 1.7 8.2 2.9 0.8 0.0 

 Clinical staff 

Women (n=10) Men (n=13) 

Professor 

(n=5) 

 

Reader 

(n=0) 

S Lect† 

(n=1) 

Clinical 

lecturer 

(n=4) 

Professor 

(n=6) 

Reader 

(n=0) 

S Lect† 

(n=1) 

Clinical 

lecturer 

(n=6) 

Teaching - PGT 4.1 - 11.8 12.5 2.4 - 2.5 0.0 

Teaching - UG 2.9 - 3.9 5.4 4.0 - 0.0 3.4 

PGR 9.0 - 3.9 2.1 12.1 - 2.5 0.0 

Research 19.5 - 15.7 28.3 35.3 - 55.0 79.3 

Direct clinical work 29.2 - 39.2 38.3 29.4 - 20.0 11.9 

Management 23.6 - 15.7 4.8 7.5 - 10.0 2.4 

External work 6.2 - 3.9 4.4 3.7 - 7.5 0.4 

**KE/PE/outreach 3.5 - 2.0 0.0 3.4 - 2.5 1.4 

Athena SWAN 2.0 - 3.9 0.5 0.8 - 0.0 1.0 

Other 0.1 - 0.0 3.8 1.4 - 0.0 0.2 

*the University classes clinical psychologists as “Non-clinical”, although some undertake NHS work 

**KE/PE: Knowledge exchange/public engagement 

†consented to inclusion of data 
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The University established a workload allocation model revision workgroup in 

2012/2013. Our Institute will use this when available; meanwhile we 

implement our own modelAP44. Clinical academics have joint University-NHS 

workload allocations (job-plans) agreed annually. The Director has oversight 

of workload allocations for all staff, and workload rotation. We take workload 

into account at P&DR. The University promotion criteria do not have specific 

criteria for workload, but allow free-text responses in all categories, and we 

coach staff through application completion.  

 

2014, 2015, and 2016 data (tables 40-42) show equitable female/male 

workload distribution across activity domains, including research, outreach 

and public engagement, and Athena SWAN activities. Women may have 

slightly higher management responsibilities, and men PGT responsibilities, 

with workloads equitable overall. The survey supports these interpretations, 

as 71% women, 73% men strongly agreed/agreed “In the Institute, work is 

allocated on a clear and fair basis irrespective of gender”; only 7% of both 

genders disagreed.  

 

Our Institute influenced the University to add into the developing workload 

model: 

 

 gender, 

  

 Athena SWAN activities, e.g: 

o SAT work,  

o parental buddying,  

o being buddied,   

o gender-sensitive mentoring, 

o mentee-time. 

 

Progress/impact 

 Transparency of workload allocation 

 Equivalent time spent by men and women across the full range of 

activities 

 The Institute influenced the University/MVLS workload model revision 

group, to add in Athena SWAN activities, and also gender, so that it will 

be able to monitor workload by gender (section 5.6.iii) 

 

Action points 

 AP44. Monitor workload and domains of workload (research, teaching, 

management, outreach/ knowledge exchange, esteem) by gender 

annually, and interpret findings 

 

(viii) Representation of men and women on committees  

Provide data for all department committees broken down by gender and staff 

type. Identify the most influential committees. Explain how potential committee 

members are identified and comment on any consideration given to gender 

equality in the selection of representatives and what the department is doing 

to address any gender imbalances. Comment on how the issue of ‘committee 

overload’ is addressed where there are small numbers of women or men. 
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Table 43. IMG membership - women/total members (percentage women) 

 2012/13 2013/14 2014/15 

 

2015/16 2016/17 

Director 1/1 1/1 1/1 1/1 1/1 

Deputy Director - MVLS 1/1 1/1 1/1 1/1 1/1 

Deputy Director - SS 1/1 1/1 1/1 1/1 1/1 

Convenor - Research 1/1 1/1 1/1 1/1 1/1 

Convenor - PGR 1/1 1/1 0/1 0/1 0/1 

PGT lead N/A N/A 0/1 0/1 0/1 

KE/impact lead 1/1 1/1 1/1 1/1 1/1 

Head of Research Group 4/7 2/7 2/7 3/7 3/7 

ECR Forum Reps N/A N/A 1/2 1/2 1/2 

Head of Administration 1/1 1/1 1/1 1/1 1/1 

*Total 7/10 

(70%) 

6/11 

(55%) 

7/14 

(50%) 

8/15 

(53%) 

8/15 

(53%) 

*Some roles are duplicated 

 
Figure 32. IMG membership by gender: percentage and numbers 

 
 

IMG is the key decision-making committee, chaired by the Director; gender 

has been balanced since 2013 (table 43, figure 32).  

 

As 40% professors are women, “committee overload” can be avoided. 

Workload allocations ensure staff are not unduly overloaded; P&DR reviews 

this. The Institute has substantial female leadership. 

 

The Director post was advertised, 2014, with shortlisting/interviewing by the 

Principal, 2 Vice Principals/Heads of Colleges, and other senior University 

academics. The MRC/CSO Unit Head was advertised, shortlisted and 

interviewed. Other positions are filled internally, inviting academics to put 

themselves forward for selection. The process has not disadvantaged women 

given IMG proportionsAP6;AP42.  

 

The Research Convenor (woman) led the REF2014 Institute Assessment 

Panel; membership was 4 women, 5 men. The Institute Research Committee 

is chaired by the Research Convenor (woman); members are 3 women, 1 

man. 

 

A man leads the PGT Cluster Committee; members are 3 women and 2 men. 

 

A woman leads the Institute Knowledge Exchange and Impact Committee; 

members are 4 women and 5 men. 
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Progress/impact 

 Female leadership 

 Equal gender representation on the main committee, IMG 

 Equal gender representation on the key Institute committees 

 

Action points 

 AP6. Continue annual review of all academic P&DRs by Director and 

Deputies to prompt promotion applications, ensure suitable bespoke 

training, leadership development, stepping forward for influential external 

work, ECR support with funding end-dates 

 AP42. Monitor gender on the Institute’s committees, and interpret 

findings 

 

(ix) Participation on influential external committees  

How are staff encouraged to participate in other influential external committees 

and what procedures are in place to encourage women (or men if they are 

underrepresented) to participate in these committees?  

Women predominate Institute representation on senior University 

Committees, as Institute role/function typically determines membership 

(table 44). An equal proportion of women (74%) and men (76%) strongly 

agreed/agreed “I am encouraged and given opportunities to represent my 

Institute externally and/or internally”, indicating “good practice”. 

 

Table 44. Institute representation on senior University Committees, 

through role 

Role 

 

W/M Committee 

Director W MVLS College Management Group 

Deputy Director W SS College management Group 

Research Convenor W College Research and Knowledge 

Exchange Committee 

PGR Convenor M College PGR Committee 

PGT Lead M College PGT Committee 

KE/impact lead W College Impact Committee 

Head of Administration W College Administrative Management Group 

  

MVLS’s Dean of Learning & Teaching (competitively appointed) is an Institute 

member; she is also a College Management Group member and Chairs the 

College Learning and Teaching Group. MVLS’s GEC co-Chair (woman) is also 

an Institute member.  

 

Both genders are encouraged to contribute to committees outwith the 

UniversityAP6;AP43 (table 45); this is reviewed at P&DR. When last counted, 35 

Institute members are journal editors/editorial board members; 17 women, 

18 men. 
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Table 45. Examples of recent influential external committee work 

 W/M Activity 

 

John 

Cleland 

M 2 European Society of Cardiology task forces 

Heart Failure Association biomarkers group member 

Academic Chair for the National Heart Failure Audit 

Chair of the British Cardiovascular Society’s Clinical 

Specialty Group for heart failure 

UK Clinical Research Collaboration Patient and Public 

Involvement & Engagement Task Group 

Sally-Ann 

Cooper 

W RAE2008 panel member 

Hong Kong RAE2014 panel member 

MRC’s review of mental health research funding member 

Chair of a NICE Guideline Development Group 

CSO Fellowship committee member 

CSO Health Services and Population Health Research panel 

Ian Ford M Chair of NIHR CTU fellowships committee 

Chair of UKCRC CTU industry engagement group 

Chair of the Stroke Specialty National Steering Group 

Kate Hunt W MRC Population Health Sciences group member 

Population and Systems Medicine Board member 

NIHR Public Health Research Programme Funding Board 

member (Deputy Chair, 2016-17) 

Alastair 

Leyland 

M Governing Council of European Public Health Association 

member 

Committee member of the Society for Social Medicine 

NIHR Public Health Research Programme Funding Board 

member 

Frances 

Mair 

W MRC Clinical Research Training Fellowship panel member 

Health Research Board, Health Services Research Panel 

member, Ireland 

Laurence

Moore 

M Public Health Board of OSCHR member 

MRC National Prevention Initiative Scientific Committee 

Rory 

O’Connor 

M President of the International Academy of Suicide Research 

CSO Health Services and Population Health Research panel 

Kate 

O’Donnell 

W Marie Curie Research funding panel member 

Interdisciplinary Research Programme Panel at Irish Health 

Research Board member 

Jill Pell W MRC Strategy Board member 

Olivia Wu W Leads the NIHR Complex Reviews Research Support Unit, 

that leads on commissioned work for NIHR 

NICE Technology Appraisal Committee member 

Chair of a NICE Guideline Development Group 

CSO Health Services and Population Health Research panel 
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Progress/impact 

 The Institute has a predominance of female representation on senior 

University Committees 

 Both women and men contribute to influential external committees 

 

Action points 

 AP6. Continue annual review of all academic P&DRs by Director and 

Deputies to prompt promotion applications, ensure suitable bespoke 

training, leadership development, stepping forward for influential external 

work, ECR support with funding end-dates 

 AP43. Monitor gender on influential University committees, and 

committees external to the University, and interpret findings 

 

Word count: 7,945  
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6. CASE STUDIES: IMPACT ON INDIVIDUALS 

Recommended word count: 1500 words 

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. 

 

Professor Richard Mitchell, SAT  member              

 

I joined the Institute, 2007 as a Reader. My partner 

and I didn’t have children and began the adoption 

approval process. Adoption presents challenges 

because unlike a normal pregnancy, you don’t quite 

know when you will be matched and the gap 

between matching and the child placed with you, is 

often quite short. My line-manager was fully aware 

of our situation and very supportive. We were 

matched with our daughter late August 2009 and she was placed with us in 

October. Autumn was my busiest teaching term, but with line-manager and 

colleagues’ help I took 5 weeks almost entirely away from work. I felt 

tremendously supported by everyone, not only in beginning family life, but 

also their total acceptance of adoption. I was able to strike a really good 

balance between work and family life. I enjoyed informal flexible working, 

e.g. leaving early for a nursery run, and making up time in the evenings.  

 

I was promised help with career development; the Institute delivered this in 

spades. I received excellent training, guidance and lots of opportunities to 

build my research portfolio and international reputation. My line-manager, 

Deputy Director, and Director of Institute (all senior female academics) were 

particularly helpful. They advised on career progression and were always on 

hand to offer opinions or a critical friend. I controlled the conferences I 

attended to maximise my international profile but minimise time away from 

home. I was promoted professor in 2011. I was encouraged and supported to 

co-found an inter-institution virtual research Centre for Research on 

Environment, Society and Health (CRESH). The acronym partly reflected that 

all 3 co-founders had small children and were facing the same work-life 

balance issues: we have all worked flexibly or part-time, and ensure our 

staff/students work in a culture that recognises they can too. 

 

We re-applied to adopt in 2011, and our son was placed with us late August, 

2012. Again, his arrival coincided with a busy time, but everyone’s support 

and flexibility meant I took 4 weeks leave. I applied for part-time and flexible 

working from October 2013. I work Tuesday-Friday with flexibility to leave in 

time for the school/nursery run 2 days a week, making time up later. The 

Institute’s core hours policy is very useful and supportive. My team 

understands I don’t work Mondays, and if I email out-of-hours, I do not 

expect a response then.  

 

I became Head of research group March 2014, after discussing how this role 

could fit into 4 days/week with my line-manager. She was very supportive 
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and agreed a trial period. This arrangement succeeded, showing both senior, 

and earlier-career staff that you can have a leadership role whilst working 

part-time. I successfully applied for professorial rezoning whilst working part-

time, 2015.   

 

In 2017, I began a new job within the Institute as MRC/CSO Unit Programme 

Leader. Before applying, I explored the Unit’s attitudes to flexible working 

and found it considered entirely unremarkable.   

 

Almost half my new team work part-time or flexibly. As I establish our new 

working practices, I have the support I was offered very strongly in mind, 

and work hard to ensure others see you can have a successful career and 

work flexibly/part-time too. I feel very fortunate to work in an Institute with 

strong commitment to these issues, led by high-profile female academics who 

support others.  

 

 

Ms Antonia Gates, Research Secretary   

          

I have worked in the same research group 

since 2006, initially 17.5 hours/week as 

grade 4 Research Co-ordinator.  I was also 

appointed grade 5, 1 day/week costing 

grants/managing budgets, 2010. With this 

additional experience, I successfully applied 

for a 21 hours/week grade 5 Research 

Secretary post, 2011. I work with 2 academics costing and managing 

research grants and monitoring budgets.  I was delighted to get an R&R 

award they submitted in 2013. My line-manager put me forward for an SVQ 3 

Business and Administration Course which I completed in 2 years whilst 

working, with flexibility of doing some coursework from home.   

  

In late 2014 I felt very tired which I put down to being a working mum, 

having 2 teenagers, a 6 year-old, a husband working nights, and a daily 

commute on 2 trains each way. However, my leg started to drag when 

walking, I had back pain, and fatigue, so was referred to hospital.  My line-

manager and academic colleagues agreed me working from home when 

needed. My back MRI showed a bulging disc, and I had 4 weeks sick-leave. 

For comfort, the Institute bought a standing-up desk for my return (initially 

on reduced hours). In October 2015 more scans confirmed I had multiple 

sclerosis.  I was already booked onto a Prince2 Project Management 3-day 

course in October which remarkably I attended and passed.  In December 

2015 I was diagnosed with Primary Progressive Multiple Sclerosis, which has 

no treatment.  I was devastated and took a week off to get my head around 

it. My line-manager and academic colleagues were extremely sympathetic.  I 

returned to work to take my mind off the diagnosis, and received masses of 

support from colleagues.  My line-manager arranged for me to work from 

home more permanently, installing a desk, computer and filing cabinet at 

home, for when I don’t feel able to go into work. I enjoy the atmosphere and 

support of actually being in the office when I can manage it, but commuting 

is tiring. Now, my colleague Pauline gives me a lift in twice/week, and I work 

twice/week at home. Following work advice, I contacted the Department of 

Work and Pensions and they pay a taxi when Pauline is on leave.  This works 

really well.  I used to work all day in the office on Fridays but can’t now due 

to fatigue, so I book a taxi when I need to and finish-off work at home. 
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I am very grateful I have had so much support and flexibility from the 

Institute to keep working. Working is important to me, it has mentally really 

helped me to cope with having such an unpredictable and debilitating 

condition. 

 

 

Professor Helen Minnis   

 

When I came to Glasgow, 2003, I went straight from a 

Wellcome-funded PhD into clinical training in Child and 

Adolescent Psychiatry and was keen to establish myself 

as in independent researcher.  This was, however, a 

challenging time as I had 2 young children, then aged 6 

and 18 months.  I was working part time and I came back 

from my first maternity leave to realise I could no longer 

come into work early or stay late if I wanted to meet a 

deadline, because of nursery/school drop-off and pick-up times.   

I was lucky in being supported to officially do 2 of my academic sessions in 

the evening.  On 2 days of every week, I would work until 2.30, pick up my 

children from school and nursery, spend enjoyable family time with them 

including baths and bedtime and then go back to work. This not only suited 

my family but it allowed me that all-important quiet time away from phone-

calls and chatty colleagues when I could focus on grant-writing and papers. 

During this period I worked a total of 3 and a half days/week and there is no 

doubt in my mind that employers usually get more per session out of part-

time than full-time workers.  I would work like crazy when I was in work, and 

forget all about it when I was off with my children.  I would sometimes come 

back to work realising that something important had sorted itself out in my 

mind while I was focussing on making sure my little girl didn’t fall off the 

climbing frame - and I would experience that wonderful feeling of “flow” once 

back at my computer.  I think this was 1 of the most creative periods of my 

working life and often wonder whether we should all work part-time! 

This suspicion was reinforced when I had to take time off, 4 years ago, 

because of breast cancer.  Luckily this was caught early and I am now back 

to full health.  The Institute was very supportive about my return to work, 

allowing me to come back on “amended duties” for about 6 months after my 

surgery and chemotherapy. This allowed me to focus on what I felt to be 

really important: I continued to run 1 study that I was determined should not 

be de-railed and prepared a grant application for another that is now funded 

and the centre of my research programme.  Everything else was delegated to 

my wonderfully supportive colleagues. 

I was promoted to Professor, 2015. I received support and encouragement 

from the Institute all the way, including encouraging me to apply, and help 

completing the application form. I was really pleased to see that the form 

specifically asks about part-time working, so staff are treated fairly.  

These experiences have reinforced my belief that less can be more and that, 

at least for me, I can work more efficiently if I have a good balance between 

work and the rest of my life.  Luckily, the Institute has supported me in a 

work pattern that has allowed this. 

 

Word count: 1,497   
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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. 
 

10% of our staff, predominantly women, care for dependent adults, but 

there is no University carer policy. We are therefore developing and will 

evaluate an Institute carer policy, having identified the need from staff 

interviews, 2016AP29. This will include carer definitions, e.g. as in “Caring 

Together: the Carers Strategy for Scotland”, provision of adequate support, 

e.g. counselling services information, and a carer equality champion. 

 

We have conducted staff surveys annually for 4 years, using the UK-WISE 

survey, with consistently high response rates (~80%), consistently ~14 

items in the “good practice” range, and none being “areas for action”. There 

are no gender biases in responses (we ran linear regressions sequentially 

adding grade, gender, and their interaction, to check, as gender and grade 

are confounded). The items with the greatest score improvements over time 

were having useful mentoring experiences (from 48% women, 49% men, to 

52% women, 66% men, and 20% not wanting a mentor), and understanding 

promotion (from 41% women, 66% men, to 63% women, 72% men). We put 

considerable effort into both, given their importance and initial poor 

agreement; these 2 areas remain very high priorities. We conducted 

Institute-wide mentee-mentor matching in February 2017 (after the most 

recent staff survey), as part of our new action plan. 

 

As instructed, we present a prioritised action plan. However, all actions are 

important, and will be implemented simultaneously, as we invest academic 

and P&S staff time for this, given the work’s high priority. With our Silver 

action plan (below), we successfully implemented 49 actions, some ahead of 

schedule e.g. unconscious bias training, and are on track with a further 10.  

Many actions will be required long-term, as new staff continually join the 

Institute, and staff are promoted gaining new responsibilities. 

 

In summary, we are impacting on our leaky pipeline, particularly 

through promotion, and are gender equality beacons: 

 

 year-on-year increase in the proportion of female senior lecturers,  

 

 40% of professors now women, compared with 26% nationally,  

 

 female leadership, 

 

 we are the beacon at Glasgow University, actively influencing and 

leading other Institutes/Schools, MVLS, SS, and the wider 

University, in Athena SWAN actions, and increasingly so outwith 

Glasgow. 

 

This has taken much work, and will continue to do so; we are heavily 

invested and committed to continuing this endevourAP18. 
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Progress/impact 

 We have identified that 10% of staff have adult caring responsibilities, but 

there is no University carer policy 

 We have impacted upon the leaky pipeline 

 We are the beacon at University of Glasgow 

 

Action points 

 AP18. Develop gender equality in Glasgow University and more widely in 

the UK higher education sector; add a webpage resource for people 

working on gender equality 

 AP29. Develop and evaluate a policy for staff members who are carers of 

adult dependents 

 

Word count: 373  



 

 
102 

 
 
 
 
 
 

 
 

PREVIOUS SILVER ACTION PLAN, APRIL 2015-MARCH 2018  
(submitted under the pre-May 2015 process): 

 
PROGRESS REVIEW AT APRIL 2017 

 
 
 

 
 
 
Key: 

 
Action completed 

 

Action partially completed 

 

Action not completed 

 

Action in progress 
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REVIEW OF PREVIOUS ACTION PLAN, APRIL 2015-MARCH 2018: PROGRESS AT SPRING 2017 

INSTITUTE OF HEALTH AND WELLBEING: ATHENA SWAN ACTION PLAN, APRIL 2015 – MARCH 2018:  

 
A

c
ti

o
n

 Description of action Action taken and 

outcomes at April 2015 

Further action 

planned at April 

2015 

Responsib-

ility (at 

April 2015) 

Timescale Start date Success measure 

1 Underpinning work 

 

1.1 Continue the work of the SAT 

and the 13 SAT working groups 

to deliver the action plan and 

develop it further: 

1. staff survey 

2. staff in-depth interviews 

3. UG and PGT 

4. PhD/DClinPsy 

5. staffing 

6. promotions/reward & 

recognition 

7. maternity, paternity, 

parental and carer 

8. gender-sensitive mentoring 

arrangements   

9. gender-sensitive ECR 

10. seminar series gender 

balance, and networking 

opportunities 

11. induction 

12. Athena SWAN webpages 

13. workload  

1. All SAT working 

groups are 

established and 

include all 

academic/research 

staff  

2. Administrative 

support is provided to 

all working groups  

3. They hold meetings 

with a written agenda 

and minutes 

4. All provided a 

comprehensive report 

of the progress they 

have made to the 

overarching SAT in 

January 

5. Review of working 

groups found they 

should all continue 

6. Process allocating 

new staff works well 

7. Overarching SAT 

membership 

reviewed 

All working 

groups to 

continue to 

progress the 

Institute’s 

Athena SWAN 

agenda 

SAT 

(Sally-Ann 

Cooper) 

Annually Started 1. Working 

groups provide 

minutes of each 

meeting to SAT, 

and annual 

reports in 

January 

2. Progress on 

Athena SWAN 

objectives 

3. Review need 

for all groups 

annually in Jan 

 Successfully completed; continue revised working groups 
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 Description of action Action/outcomes 2015 Further plans Responsib-

ility 

Timescale Start date Success measure 

1.2 Continue to provide an annual 

Athena SWAN newsletter for all 

staff 

 

Annual newsletter 

distributed in March, 

and posted on website 

Continue this 

process 

SAT 

(Matthew 

Maycock/J.

Langan) 

Annually Started Annual 

distribution and 

posted on 

website, in Mar 

 Athena SWAN activities now reported each month in the Institute newsletter (rather than an annual newsletter); continue 

1.3 Contribute to Athena SWAN 

work more widely in the 

University and in academia in 

the UK, so we continue to both 

spread good practice, and 

further our learning 

1. Network of College of 

MVLS SAT Chairs 

2. Shared best practice 

with other 

Institutes/Schools 

3. Attended/presented 

at University Athena 

SWAN networking 

events 

4. Attended Athena 

SWAN presentation 

day, and applying for 

silver workshop  

5. Contributed to 

several ECU Athena 

SWAN assessment 

panels 

Continue to 

develop this 

work further 

SAT 

(All SAT 

members) 

Continual Started Progress on 

Athena SWAN 

objectives, 

including this 

action plan 

 Successfully completed; continue 

1.4 Prepare an annual written 

report, with recommendations, 

for the Institute Management 

Group (in addition to monthly 

updates to the IMG meetings) 

 

1. Athena SWAN is a 

standing agenda item 

at the monthly IMG 

meetings 

2. Annual report 

delivered to IMG in 

January 

3. All SAT report 

recommendations 

implemented by IMG  

Continue this 

process 

SAT 

(Sally-Ann 

Cooper) 

Annually  Started 1. Progress on 

Athena SWAN 

objectives, 

including this 

action plan 

2. Report to IMG 

annually in 

Mar 

 Successfully completed; continue 
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 Description of action Action/outcomes 2015 Further plans Responsi-

bility 

Timescale Start date Success 

measure 

2. Baseline data and supporting evidence 

 

2.1 Annually, collect and interpret 

gender-sensitive issues on:  

1. intercalated student numbers 

2. PGT numbers & benchmarking 

3. PhD/DClinPsy numbers 

4. PGT and PGR applications, 

offers and acceptances 

5. intercalated degree award 

classifications 

6. PGT degree award 

classifications 

7. staff profile by grade 

8. academic staff 

turnover/leavers by grade 

9. academic job applications, 

shortlists, and appointments by 

grade 

10. academic appointment 

committees 

11. promotion data 

12. Institute committee 

memberships 

13. academic staff on fixed-term 

and open-ended contracts 

14. maternity leave, length, 

return rate, and by contract 

type 

15. paternity, parental, adoption 

leave and return rate 

16. applications for flexible 

working and success rates 

Data collected 

annually, and 

interpreted for trends 

and progress and to 

identify further actions 

required 

Continue this 

progress 

SAT and 

SAT 

working 

groups 

(Sally-Ann 

Cooper/ 

Asha 

Costigan) 

Annually 

in Oct 

Started 1. Annual report 

of data and its 

interpretation 

to SAT 

2. SAT recomm-

endations to 

IMG 

 Successfully completed; continue 
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 Description of action Action/outcomes 

2015 

Further plans Responsib-

ility 

Timescale Start date Success measure 

2.2 Repeat the staff survey annually, 

and interpret any gender-related 

differences 

 

 

1. Confidential on-line 

process established 

2. Annual survey 

embedded in the 

Institute’s culture 

3. High (80%) and 

improved response 

rate 

Continue to 

learn how staffs’ 

perceptions are 

changing, and 

adapt action 

plan accordingly 

SAT staff 

survey 

working 

group 

(Geoff Der) 

Annually 

in Nov 

Started 1. Annual report 

of data and its 

interpretation 

to SAT 

2. SAT recomm-

endations to 

IMG 

 Successfully completed; continue in alternate years 

2.3 Repeat the in-depth qualitative 

interviews with staff annually, 

changing the focus, in keeping 

with issues identified the previous 

year 

1. A better 

understanding of 

reasons for not 

applying for 

promotion, and 

perceived barriers 

to promotion 

2. Confirmation that 

informal flexible 

working is useful 

and used 

Continue to 

learn from staff’s 

perceptions, 

including any 

barriers to 

uptake of 

parental leave, 

and identify 

further actions 

that could 

support staff 

who are parents 

or carers 

SAT staff 

in-depth 

interviews 

working 

group 

(Cindy 

Gray) 

Annually 

in Nov 

Started 1. Annual report 

of  themes 

identified and 

interpreted to 

SAT  

2. SAT recomm-

endations to 

IMG 

 Successfully completed; continue as indicated 

2.4 Seek PTES results by gender if 

possible, and approval to add 

gender-sensitive questions for 

the next survey; otherwise 

survey PGT students to enquire if 

they encountered any difficulties 

or gender-sensitive issues 

 

 

Athena SWAN 

information is included 

in induction  

Identify any 

issues that need 

corrective 

action, or 

confirm that 

there are none 

SAT 

UG/PGT 

working 

group  

(Stewart 

Mercer) 

Jun 2015; 

repeat Jun 

2017 if 

any issues 

identified 

Started 1. Report to SAT 

Nov 2015; and 

November 2016 

if needed 

2. SAT recomm-

endations to 

programme 

directors and 

IMG 

 Successfully completed, and Institute’s own on-line PGT/PGR gender-equality survey conducted 
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 Description of action Action/outcomes 

2015 

Further plans Responsib-

ility 

Timescale Start date Success measure 

3 UG and PG students 

 

3.1 Ensure induction materials 

make it clear that PGT 

students can request the 

gender of their project 

supervisor, and that students 

are aware of it 

 

This is currently not 

included in the 

induction materials, 

although requests 

received to date have 

always been 

accommodated 

Revise 

induction 

materials and 

communicate to 

all PGT 

students 

SAT 

UG/PGT 

working 

group 

(Stewart 

Mercer) 

Sep 2015, 

and 

there-

after 

Immediat

e  

Confirmation in 

report to SAT in 

Jan 2016 that 

this has been 

implemented 

 Successfully completed 

3.2 Monitor and interpret number 

of requests for same gender 

supervisors, and percentage 

granted 

 

 

Planned introduction 

with 2015 intake 

Establish 

process to 

monitor this 

across all PGT 

programmes, 

and do so 

SAT 

UG/PGT 

working 

group 

(Stewart 

Mercer) 

Sep 2015 

and 

there-

after 

Sep 2015 Data provided to 

SAT in Jan 2016, 

and annually in 

Jan thereafter 

 Successfully completed 

3.3 Monitor PGR student 

completion rates by gender 

 

 

 

Process established to 

enable monitoring, 

and data collected 

Collect and 

interpret data 

annually to 

identify if there 

are any gender 

issues 

SAT PhD/ 

DClinPsy 

w group 

(Jessica 

Wainman-

Lefley) 

Annually Started Report to SAT % 

of students by 

gender; if 

genders are not 

similar, identify 

and take action 

 Successfully completed; continue 

3.4 Monitor PGR student career 

progress following completion 

by gender 

 

 

 

Process established to 

enable monitoring, 

and data collected 

Collect and 

interpret data 

annually to 

identify if there 

are any gender 

issues 

SAT PhD/ 

DClinPsy 

working 

group 

(Jessica 

Wainman-

Lefley) 

Annually Started Report to SAT % 

of students 

entering post-

doctoral 

research posts 

by gender; if 

genders are not 

similar identify 

and take action 

 Successfully completed; continue 
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 Description of action Action/outcomes 

2015 

Further plans Responsi

-bility 
Timescale Start 

date 

Success 

measure 

3.5 Introduce and analyse gender-

sensitive questions in the 

University PGR student PRES 

survey 

Questions developed, 

University approached, 

and agreement 

reached to include 

them in Mar-May 2015 

survey 

Improve the 

availability of 

gender-

sensitive 

information on 

PGR students 

SAT PhD/ 

DClinPsy 

w group  

(Helen 

Sweeting/

Jessica 

Wainman-

Lefley) 

Alternate 

years  

Started Gender-sensitive 

questions 

interpreted; if 

any actions are 

required, these 

are identified 

and taken 

 

 Successfully completed; Institute’s own on-line PGT/PGR gender-equality survey also completed 

3.6 Improve response rate by the 

Institute’s students on the 

University PGR student PRES 

survey 

Low response rate 

identified, similar to 

that in other Institutes 

in the University 

Encourage 

student 

completion by 

explaining 

importance, & 

how results will 

be used, in 

induction, & 

events, prior to 

the survey 

SAT PhD/ 

DClinPsy 

working 

group 

(Jill Pell/ 

Helen 

Sweeting) 

At each 

survey 

Started Improved 

response rate on 

student survey 

by 2018 

 Successfully completed 

4 Key career transition points, appointments and promotions 

 

4.1 Repeat audit to ensure that job 

descriptions of all 

new/replacement posts: 

1. included information on 

part-time, job-sharing, 

flexible work, and equal 

opportunities 

2. describe the Institute’s 

Athena SWAN award, 

3. use gender-sensitive 

language 

Processes in place to 

ensure this, and 2 

audit cycles completed 

1. Ensure 

process is 

embedded 

within routine 

practice in the 

Institute 

2. repeat audit 

for Jul - Sep 

2015 posts 

SAT 

staffing 

working 

group 

(Evangelia 

Demou) 

Annually 

in Oct 

Started 1. Report to SAT 

January 2016 

2. >95% of job 

descriptions 

are compliant 

3. Continual 

increase in 

proportion of 

women at 

senior grades 

 Successfully completed 



 

 
109 

 Description of action Action/outcomes 

2015 

Further plans Responsi

-bility 
Timescale Start 

date 

Success 

measure 

4.2 Continue annual review of all 

P&DRs by Director and Deputy 

to prompt promotion 

applications 

Process established 

and used for the last 3 

promotion rounds, 

staff encouraged to, 

and supported in 

applying for 

promotion, with much 

improved female 

promotion success 

Repeat annually SAT 

(Jill Pell/ 

Sally-Ann 

Cooper) 

Annually 

in Oct 

Started Women continue 

to apply for and 

be successful in 

promotion 

 Successfully completed; continue 

4.3 Promotion workshops, 

including 1 specifically aimed 

at ECRs, and 1 specifically for 

line-managers to help them 

support their staff in promotion 

 

1. Promotion 

workshops (open to 

all grades) delivered 

with 95% 

satisfaction rate  

2. Staff surveyed and 

lack of support for 

gender-specific 

promotion 

workshops identified 

1. Review 

content to 

ensure 

specific for 

ECRs/line-

managers   

2. Provide and 

evaluate 

workshops 

annually 

SAT 

promotion 

working 

group 

(Jill 

Morrison/ 

Ian Ford) 

Annually 

in Oct 

Immediat

e 

1. Women 

continue to 

apply for and 

be successful in 

promotion  

2. Improved 

performance on 

staff survey by 

2018 

 Successfully completed; continue 

4.4 Run a promotion “myth 

busting” campaign, via 

inductions, webpages, 

promotion workshops, 

newsletter, presentations at 

the annual research day , 

P&DR, ECR reviews, to dispel 

myths about promotion  

Mis-perceptions about 

promotion process and 

eligibility identified 

Dispel 

inaccurate 

myths about 

promotion, and 

raise awareness 

of criteria and 

process 

SAT 

promotion 

working 

group 

(Jill 

Morrison/ 

Ian Ford) 

Continual Started 1. Women 

continue to 

apply for and 

be successful 

in promotion  

2. Improved  

performance 

on survey by 

2018 

 Successfully completed; continue 
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 Description of action Action/outcomes 

2015 

Further plans Responsi

-bility 
Timescale Start 

date 

Success 

measure 

4.5 Continue to provide Reward 

and Recognition workshops, to 

help line-managers support 

their staff, and monitor 

number of applications 

annually 

First workshops ran in 

2014 and were highly 

rated 

Provide reward 

and recognition 

workshops  

annually 

SAT 

promotion 

working 

group  

(Jill 

Morrison/ 

Ian Ford) 

Continual Started 1. 25% increase 

in number of 

applications 

for Reward 

and 

Recognition 

awards by 

2018 

2. Similar 

proportion of 

female and 

male 

applicants 

 Completed, but timing did not attract enough P&S staff; format and times to be revised 

4.6 Continue to monitor why staff 

leave posts 

1. Process to monitor 

this has been 

established 

2. Data has been 

analysed and 

interpreted 

Monitor  

reasons why 

staff leave 

annually, to 

identify if any 

actions are 

needed 

SAT 

staffing 

working 

group 

(Evangelia 

Demou) 

Annually 

in Jan 

Started 1. Annual report 

to SAT in 

January  

2. SAT recomm-

endations to 

IMG, if 

needed 

 Successfully completed, but small numbers so limited conclusions 

4.7 Monitor the gender distribution 

on academic appointment 

committees, annually 

1. Process to monitor 

this has been 

established 

2. Equal gender 

distribution, and 

both genders 

included on all 

committees 

Ensure there 

continues to be 

an equal 

gender 

distribution and 

both genders 

included on 

committees 

SAT 

staffing 

working 

group 

(Evangelia 

Demou) 

Annually 

in Jan 

Started 1. Annual report 

to SAT in 

January  

2. SAT recomm-

endations to 

IMG, if 

needed 

 Successfully completed; continue 
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 Description of action Action/outcomes 

2015 

Further plans Responsi

-bility 

Timescal

e 

Start 

date 

Success 

measure 

4.8 Monitor completions of equality 

and diversity training via P&DR 

annually 

 

Monitoring in place 

with 100% completion 

achieved 

Ensure all staff 

are trained in 

equality and 

diversity 

SAT 

(Sally-Ann 

Cooper/ 

A. Dickie) 

Annually 

in October 

Started Maintain 100% 

completion rate 

 Successfully completed; continue 

4.9 Continue to promote 

information to staff about the 

Institute’s equality and 

diversity policies, via email, 

newsletters, the annual 

research events, research 

group meetings 

Identified some staff 

are unfamiliar with the 

Institute’s policies on 

gender equality 

Ensure 

understanding 

about equality 

and diversity 

policies is 

ubiquitous 

SAT 

(Sally-Ann 

Cooper/ 

Asha 

Costigan) 

Continual Immediat

e 

Improved 

performance on 

the staff survey 

 Successfully completed; continue 

4.10 Procure unconscious bias 

training, for staff to complete 

within 3 years of it being 

available (spread over 3 years 

to manage the cost) 

1. Identified that staff 

wish to access this 

training 

2. Requested the 

University to supply 

this for all staff 

Train staff in 

unconscious 

bias:  procure 

in 2015/16, and  

make available 

there-after 

SAT 

(Sally-Ann 

Cooper/Jill 

Pell) 

Continual 2015/16 Unconscious 

bias training 

completed by 

75% of staff by 

2018 

 Successfully completed ahead of schedule; continue 

4.11 Introduce and evaluate 

induction follow-up meetings 

with line-manager 1 month 

after starting in post 

Revised induction 

process was highly 

rated by inductees – 

this suggestion was 

made to improve the 

process further 

Ensure 

induction 

process is 

reinforced by 1 

month follow-

up 

SAT 

induction 

working 

group 

(Asha 

Costigan) 

Nov 2016 Immediat

e 

1. High level of 

satisfaction in 

induction 

2. Report to 

SAT,  Jan 

2017 

 Induction evaluated rather than 1 month follow up meetings 

4.12 Add funding end-dates and 

planned retention actions onto 

the Institute-specific P&DR 

form 

Identified that this is 

the major theme of 

concern for ECRs 

Ensure that 

end-dates are 

addressed early 

with ECRs given 

appropriate 

retention advice 

SAT 

staffing 

working 

group 

(Evangelia 

Demou) 

Annually 

in Oct 

Immediat

e 

All P&DRs 

include funding 

end-date 

discussions for 

staff on these 

contracts 

 Successfully completed; continue 
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 Description of action Action/outcome 

2015 

Further action Responsi

-bility 

Timescal

e 

Start 

date 

Success 

measure 

4.13 Continue to offer training on 

induction for line-managers/ 

aspiring line-managers 

 

Training developed 

and introduced in 

2014, and highly rated 

by attendees 

Ensure line-

managers are 

confident and 

competent in 

inducting staff 

SAT 

induction 

working 

group  

(Asha 

Costigan) 

Continual Started 1. High level of 

inductee 

satisfaction in 

induction 

2. Report to 

SAT, Jan 17  

 Successfully completed; continue 

4.14 Introduce a Director’s coffee 

morning every 3 months, for 

new staff 

 

Desire amongst SAT to 

welcome new staff by 

the most senior 

Institute staff, and 

present visible female 

role models from 

outset 

Ensure new 

staff feel 

included in the 

Institute, and 

aware of senior 

female 

leadership 

SAT 

induction 

working 

group 

(Asha 

Costigan) 

Continual Immediat

e 

1. >50% of new 

staff choose 

to attend 

2. Report to 

SAT, Jan 

2017 

 Successfully completed; continue 

4.15 Collect and interpret Institute 

representation on influential 

University committees by 

gender annually 

Women are currently 

well represented  

Ensure women 

and men are 

represented on 

influential 

University 

committees 

SAT 

(Jill Pell/ 

Audrey 

Dickie) 

Continual Started 1. Women are 

represented 

2. Report to IMG 

annually in 

Mar 

 Successfully completed; continue 

4.16 Monitor and interpret workload 

and workload domains 

(research, teaching, 

management, 

outreach/knowledge exchange, 

esteem) by gender annually 

Workload is currently 

well balanced between 

genders for the range 

of domains of work 

Ensure there is 

gender balance 

for all domains 

of workload 

SAT 

workload 

working 

group 

(Jill Pell) 

Annually 

in Sep 

Started 1. Workload 

remains 

balanced 

2. Report to SAT 

annually in 

Jan 

 Successfully completed; continue 
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 Description of action Action/outcome 

2015 

Further action Responsi

-bility 

Timescal

e 

Start 

date 

Success 

measure 

5  Career advice and support 

 

5.1 Develop an informal light-touch 

ECR annual review with staff 

who are not the line-manager 

(in addition to formal P&DR 

and mentoring) 

Recommendation 

made by the ECR 

Forum 

Ensure ECRs 

feel supported 

in career 

progression and 

funding end-

dates 

SAT 

gender-

sensitive 

ECRs’ 

working 

group 

(Andy 

Briggs) 

Develop/c

onsult by 

Apr 2016; 

Imple-

ment by 

Apr 2017 

Immediat

e 

1. Progress 

report to SAT 

Jan 2017 

2. Process in 

place by Apr 

2017 

 

 Not taken forward due to divided opinion by ECRs; increased uptake of mentoring to remain main focus 

5.2 Evaluate level of satisfaction 

with annual ECR annual review 

Potential need for ECR 

review identified 

Determine the 

extent to which 

the ECR review 

is useful 

SAT 

gender-

sensitive 

ECRs’ 

working 

group 

(A.Briggs) 

Nov 2017 Apr 2017 Report to SAT 

Jan 2018 

 As above 

5.3 

 

 

Further improve uptake of 

gender-sensitive mentoring by 

early and mid career 

researchers, through 1:1 

discussion, and direct 

allocation of mentors for new 

staff 

 

Mentoring scheme 

appears beneficial 

(University is formally 

evaluating it in Jun 

2015), but we have 

identified that not all 

staff are using it, 

particularly ECRs 

1. 1:1 

discussion 

with ECRs and 

mid-careers 

to encourage 

participation 

in mentoring.  

2. Allocate 

mentor to all 

new staff, 

until they are 

otherwise 

matched 

SAT 

gender-

sensitive 

mentoring 

working 

group 

(Kate 

Hunt) 

Process in 

place by 

Oct 2016; 

review by 

Oct 2018 

 

Immediat

e 

1. Proportion of 

ECRs and 

mid-careers 

with a mentor 

measured via 

review of 

P&DR, 

annually in 

Oct 

2. 50% increase 

in proportion 

being 

mentored by 

Oct 2018 

 Successfully completed; continue 
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 Description of action Action/outcomes 

2015 

Further plans Responsi

-bility 

Timescal

e 

Start 

date 

Success 

measure 

5.4 Identify further initiatives to 

provide support to retain and 

develop ECRs 

 

1. Main themes 

concerning ECRs 

identified 

2. Career aspirations 

understood (half of 

grade 6s do not want 

an academic career) 

3. Several supportive 

actions in place 

Conduct in-

depth work to 

understand real 

and perceived 

barriers to 

advancement, 

and improved 

supports that 

could be made 

SAT 

gender-

sensitive 

ECR 

working 

group/EC

R Forum 

(Colin 

McCowan) 

October 

2016 

Started 1. Report to SAT  

in Jan 2017 

2. Recomm-

endations to 

IMG for 

implement-

ation 

 Successfully completed; continue 

5.5 Continue the ECR grant writing 

group, led by female Deputy 

Director of Institute 

 

Well established open 

grant writing group 

developing ECR skills, 

and leading to awards 

Continue to run 

the group, and 

monitor success 

of applications 

SAT 

gender-

sensitive 

ECR 

working 

group  

(Colin 

McCowan) 

Continual Started Report on the 

work of the 

group annually 

in Jan 

 Successfully completed; continue 

5.6 Ensure P&DR identifies 

leadership development needs, 

and encourages women to step 

forward for leadership roles 

 

Several women have 

already had or are 

participating in 

leadership training 

Adapt Institute 

specific papers 

to accompany 

the university 

P&DR forms  to 

ensure this is 

explored at 

P&DR; Director 

and Deputy to 

review all these 

annually 

SAT 

(Jill Pell/ 

Sally-Ann 

Cooper) 

Continual Immediat

e 

1. Review 

annually in 

Oct to ensure 

completion for 

all staff 

2. Report to IMG 

 Successfully completed; continue 
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 Description of action Action/outcomes 

2015 

Further plans Responsi

-bility 

Time 

scale 

Start 

date 

Success 

measure 

5.7 Purchase Principal Investigator 

training courses for ECRs 

 

1. 1 year waiting list 

for highly-rated 

University course 

identified 

2. University 

requested to provide 

more 

3. Course purchased in 

house in 2015 

Continue to 

provide ECR 

Principal 

Investigator 

training within 

the Institute 

until  

availability 

improves 

SAT 

gender-

sensitive 

ECR 

working 

group 

(Colin 

McCowan) 

Continual Started Report on 

availability of 

University 

course annually 

in Jan  

 Successfully completed; continue 

5.8 Continue to put forward 

women for leadership training 

 

Several women 

already on leadership 

training, including 

Aurora, cohort of 

senior leaders 

Continue to put 

forward women 

for leadership 

training, and 

monitor this 

SAT 

(Jill Pell) 

Continual Started 1. Report to IMG 

2. More women 

have 

leadership 

training 

 Successfully completed; continue 

5.9 Purchase leadership training 

specifically for ECRs 

 

1. Highly rated 

leadership course for 

ECRs identified and 

used externally to 

University 

2. Purchased in-house, 

2015, same provider 

Continue to 

provide ECR 

leadership 

training within 

the Institute, 

until alternative 

is available 

SAT 

gender-

sensitive 

ECR w. 

group 

(Colin 

McCowan) 

Continual Started Report on 

uptake and 

satisfaction 

annually in Jan 

 Successfully completed; continue 

5.10 

 

 

Evaluate the PhD mentoring 

circles, including how gender-

sensitive they are 

Mentoring circles 

established for PhD 

cohorts, each led by a 

female and male 

academic 

Evaluate the 

PhD mentoring 

circles 

SAT PhD/ 

DClinPsy 

working 

group 

(Helen 

Sweeting/

Jessica 

Wainman-

Lefley) 

Nov 2017 Immediat

e 

1. Report to SAT 

Jan 2018 

2. Recomm-

endations to 

continue or 

amend the 

mentoring 

 In progress; continue 
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 Description of action Action/outcomes 

2015 

Further plans Responsi

-bility 

Timescal

e 

Start 

date 

Success 

measure 

6   Culture, communications and departmental organization 

 

6.1 Develop and implement the 

HOW-WIS project, for our new-

build Institute; celebration of: 

1. our Athena SWAN journey  

2. increasing numbers of 

female scientists in our 

Institute, 

3. meeting rooms named 

eponymously after our 

successful women (and men) 

4. a gallery of achievements in 

the new shared spaces, 

displaying images of our 

successful scientists – at 

least 50% women – & 

achievements 

HOW-WIS conceived 

by the SAT, and 

component elements 

and themes identified 

Implement 

HOW-WIS 

project, using 

the new 

Institute 

building to 

celebrate 

women in 

science, and to 

present a 

powerful 

message on 

female 

achievements 

SAT 

(Sally-Ann 

Cooper) 

2017/18 

(depends 

on exact 

date of 

new 

building) 

Started HOW-WIS 

project fully 

implemented 

 In progress; continue (delayed due to slippage in timeline of new building) 

6.2 Continually develop, and 

annually review the Athena 

SWAN webpages, and the 

whole of the Institute’s 

webpages to ensure they are 

gender-sensitive 

 

1. Athena SWAN 

webpages (external 

webpages, and staff-

only pages) 

established, 

expanded, and up-

dated 

2. All Institute and 

research group 

webpages reviewed, 

and gender-

sensitivity improved 

1. Annually 

review and 

improve the 

Athena SWAN 

webpages 

jointly with all 

13 SAT work 

groups 

2. Annually 

advise the 

IMG and 

research 

groups on 

their  pages  

SAT 

webpages 

group 

(David 

Morrison) 

Continual Started Report to  SAT 

annually in Jan 

 Successfully completed; continue 
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 Description of action Action/outcomes 

2015 

Further plans Responsi

-bility 

Timescal

e 

Start 

date 

Success 

measure 

6.3 Continue to ensure a 50:50 

gender balance on the Maurice 

Bloch seminar programme 

1. 50:50 gender 

balance on the 

Maurice Bloch 

seminar programme 

2. Ongoing monitoring 

of this 

Continue to 

ensure a 50:50 

gender balance 

on the Maurice 

Bloch seminar 

programme 

SAT  

seminar 

series 

gender 

balance, & 

network-

ing work 

group 

(Bhautesh 

Jani) 

Continual Started Report to SAT 

annually in Jan  

 Successfully completed; continue 

6.4 Organise a networking seminar 

to work out how to further 

improve networking 

opportunities for both women’s 

and men’s needs 

 

1. Numerous 

networking events 

provided 

2. Staff surveyed to 

establish how 

gender-sensitive 

these are 

3. Some differences of 

opinion found in 

survey and 

qualitative 

interviews, 

highlighting need for 

better understanding 

Establish how 

the Institute 

can support 

networking 

needs of female 

and male 

academics 

SAT  

seminar 

series 

gender 

balance, & 

network-

ing 

working 

group 

(Bhautesh 

Jani) 

Nov 2015 Started 1. Report with 

recomm-

endations to 

SAT in Jan 

2016 

2. SAT/SAT 

networking 

group  

establishes 

implement-

ation plan, 

Nov 2016  

 Seminar held; gender specific networking events not requested by staff, gender-neutral events to continue 

6.5 Increase proportion of male 

presenters at the annual PGR 

student conference, so this is 

more gender representative – 

supervisors to encourage 

abstract submissions 

Identification that 

there is male under-

representativeness 

Increase the 

proportion of 

male presenters 

at the annual 

PGR student 

conference 

SAT PhD/ 

DClinPsy 

working 

group 

(Helen 

Sweeting) 

Continual Started Improve gender 

balance, monitor 

this annually, 

and report to 

SAT annually in 

Jan 

 Successfully completed 
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 Description of action Action/outcomes 

2015 

Further plans Responsi

-bility 

Timescal

e 

Start 

date 

Success 

measure 

6.6 Provide detailed guidance on 

core hours for all staff 

Staff survey identified 

some staff were 

unaware of core hours 

Ensure staff are 

aware of core 

hours 

SAT 

(Sally-Ann 

Cooper) 

Continual Immediat

e 

Improved 

results on staff 

survey 

 Successfully completed 

6.7 Annually review the use of the 

Institute’s core hours  

1. Some staff  

unaware of core 

hours 

2. Core hours are 

viewed as helpful 

(in-depth interviews) 

Ensure core 

hours are 

adhered to 

SAT staff 

survey 

group 

(Geoff 

Der) 

Annually 

in Nov 

Nov 2015 Improved 

results on staff 

survey 

 Successfully completed 

6.8 Implement regular open-

surgeries by the Institute’s 

senior academic managers, for 

all staff 

Suggestion made in 

the staff competition, 

that this might be 

useful 

Implement  

regular open-

surgeries, 3 

monthly, and 

monitor their 

use 

SAT 

(Audrey 

Dickie) 

Continual Immediat

e 

Monitor uptake, 

to determine if 

staff are using 

them, and 

required 

frequency 

 Implemented, but little used so decision was taken to discontinue in January 2017, and the open-door approach by senior 

managers is retained 

7 Career breaks/flexible working 

 

7.1 Monitor use of Keeping-in-

Touch (KIT) days by PGR 

students 

 

KIT days for PGR 

students are now 

formally offered in the 

Institute’s PGR 

maternity policy 

Determine if 

KIT days are 

useful for PGR 

students, and if 

any adaptations 

are needed (will 

take time in 

view of low 

numbers of 

PGR 

maternities) 

SAT 

maternity, 

paternity,

parental 

and carer 

working 

group 

(Rich 

Mitchell) 

Nov 2018 Immediat

e 

Report and 

recomm-

endations to 

SAT, Jan 2019 

 In progress; continue 
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 Description of action Action/outcomes 

2015 

Further plans Responsi

-bility 

Timescal

e 

Start 

date 

Success 

measure 

7.2 Evaluate the Institute’s 

maternity buddying scheme 

  

1. Maternity buddying 

policy established  

2. Buddying and being 

buddies included in 

workload allocation 

Evaluate 

usefulness of 

maternity 

buddying, and 

identify 

improvements 

that can be 

made 

SAT 

maternity, 

paternity,

parental 

and carer 

working 

group 

(Rich 

Mitchell) 

Nov 2018 Started 1. Report to SAT 

in Jan 2017 

2. Recomm-

endations to 

IMG for 

implement-

ation 

 In progress; continue 

7.3 Evaluate training for maternity 

buddies 

Maternity buddying 

training introduced 

Evaluate 

usefulness of 

maternity 

buddying 

training 

SAT 

maternity, 

paternity,

parental 

and carer 

working 

group  

(Rich 

Mitchell) 

Nov 2017 April 2016 1. Report to SAT 

in Jan 2018 

2. Recomm-

endations to 

IMG for 

implement-

ation 

 In progress; continue 

7.4 Provide enhanced information 

on the maternity leave policy, 

to improve clarity for staff on 

open ended contracts with 

funding end dates 

  

Misperceptions 

identified on eligibility 

for maternity leave for 

staff on open ended 

contracts with funding 

end-dates 

Ensure clarity 

about maternity 

leave policy for 

staff  with 

funding end-

dates; and 

disseminate 

this  

SAT 

maternity, 

paternity,

parental 

and carer 

working 

group 

(Rich 

Mitchell) 

Nov 2016 Nov 2015 1. Additional 

information in 

place 

2. Report to SAT 

in Jan 2016 

 

 Successfully completed 
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 Description of action Action/outcomes 

2015 

Further plans Responsi

-bility 

Timescal

e 

Start 

date 

Success 

measure 

7.5 Identify if there are any 

barriers to uptake of paternity 

and parental leave, via 

qualitative interviews 

 

Low use of parental 

and paternity leave 

identified 

In-depth staff 

interviews to 

identify if 

actions are 

needed to 

make parental 

and paternity 

leave more 

accessible 

SAT in-

depth 

interviews 

working 

group 

(Cindy 

Gray) 

Nov 2015 Immediat

e 

Report to SAT in 

Jan 2016 

 Successfully completed 

7.6 Explore whether a paternity 

buddying scheme might be 

helpful 

 

Staff suggestion that 

this would be helpful 

In-depth 

interviews with 

staff to identify 

if a paternity 

buddying 

scheme is 

needed 

SAT in-

depth 

interviews 

working 

group 

(Cindy 

Gray) 

Nov 2016 Apr 2016 Report to SAT in 

Jan 2017 

 Successfully completed 

7.7 If paternity buddying scheme 

is thought to be helpful: 

1. establish a list of potential 

buddies,  

2. train paternity buddies, 

3. publicise buddying scheme 

via induction, website, staff 

meetings, newsletters, etc 

4. evaluate buddying scheme 

1. Staff suggestion 

that this would be 

helpful 

2. Maternity buddying 

in place so might 

provide a framework 

that could be 

modified for new 

fathers 

Develop a 

paternity 

buddying 

scheme, 

identify 

potential 

buddies, 

develop and 

train buddies, 

and evaluate 

SAT 

maternity, 

paternity,

parental 

and carer 

working 

group 

(Rich 

Mitchell) 

1. Nov 

2018 for 

impleme-

ntation 

2. Nov 

2020 for 

evalu-

ation 

Apr 2017 1.Positive 

results on 

evaluation 

2. Report to SAT 

in Jan 2019, 

and Jan 2021 

 In progress, continue 
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 Description of action Action/outcome 

2015 

Further plans Responsi

-bility 

Timescal

e 

Start 

date 

Success 

measure 

7.8 Review staff parental leave 

policy, aiming to develop a 

more flexible scheme e.g. 

allowing parental leave to be 

taken in less than 1 week 

blocks  

The need for greater 

flexibility has been 

identified 

Negotiate how 

to support the 

administration 

around the 

payroll 

function, 

allowing shorter 

periods of time 

to be taken 

SAT 

maternity, 

paternity,

parental 

and carer 

working 

group (R 

Mitchell) 

Nov 2018 Apr 2017 1. New policy in 

place 

2. Report to 

SAT, Jan 

2019 

 In progress; continue 

7.9 Develop an Institute staff carer 

policy, or work with the 

University to develop one 

 

This need has been 

identified – there is no 

University policy 

Develop, 

implement and 

advertise to 

staff an 

Institute staff 

carer policy 

SAT 

maternity, 

paternity,

parental 

and carer 

working 

group -RM 

Apr 2018 Nov 2016 1. New policy in 

place 

2. Progress 

report to SAT, 

Jan 2018 

 In progress; continue 

7.10 Assess staff views on the utility 

of the staff carer policy and if 

changes are needed 

The need for an 

Institute staff carer 

policy has been 

identified 

Conduct in-

depth 

interviews with 

a purposeful 

selection of 

staff to elicit 

their views 

SAT in-

depth 

interviews 

working 

group 

(Cindy 

Gray) 

Nov 2018 Apr 2018 Report and 

recommend-

ations to SAT, 

Jan 2019 

 In progress; continue 

7.11 Develop parental leave 

information packs 

 

The need has been 

identified 

Develop packs, 

advertise them 

to staff, and 

make available 

via the Athena 

SWAN 

webpages 

SAT 

maternity, 

paternity,

parental 

and carer 

group (R 

Mitchell) 

Nov 2018 Apr 2017 1. Packs 

available 

2. Report to 

SAT, Jan 

2019 

 In progress; continue 
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 Description of action Action/outcomes 

2015 

Further plans Responsi

-bility 

Timescal

e 

Start 

date 

Success 

measure 

7.12 Identify further actions that 

could support staff who are 

parents and carers, via 

qualitative interviews 

 

Continual 

improvements 

Conduct in-

depth 

interviews with 

staff to identify 

actions to 

support staff 

who are 

parents and 

carers 

SAT in-

depth 

interviews 

working 

group 

(Rich 

Mitchell) 

Nov 2016 Apr 2016 Report and 

recommend-

ations to SAT, 

Jan 2017 

 Successfully completed 

7.13 Monitor use of KIT days by 

staff 

 

Awareness and use of 

KIT days was reviewed 

in 2014; in view of 

small maternity 

numbers, this needs 

monitoring over a 

longer period of time 

Determine 

whether there 

is good 

awareness of 

KIT days, and if 

these are 

useful, or could 

be improved 

SAT 

maternity, 

paternity,

parental 

and carer 

working 

group (R 

Mitchell) 

Nov 2016 Started 1. Report to SAT 

in Jan 2017 

2. Recomm-

endations to 

IMG for 

implement-

ation 

 Successfully completed 

7.14 Continually review and improve 

the content of information 

relevant to maternity, 

paternity, adoption, parental 

and carer issues on the 

Institute’s Athena SWAN 

webpages  

 

Continual 

improvements 

Review 

webpage 

content at least 

annually, and 

on production 

of all new   

policies and 

revisions 

SAT 

maternity, 

paternity,

parental 

and carer 

group (R 

Mitchell) 

Continual Started Annual report to 

SAT, in Jan 

 Successfully completed; continue 

7.15 Evaluate use of the maternity 

returners/part-time 

workers/single parent fund 

Funding available Evaluate 

applications, 

approvals & use 

SAT  

(Sally-Ann 

Cooper/ 

Asha 

Costigan) 

Continual Started Annual report to 

IMG, in Mar 

 Successfully completed; eligibility revised 
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8. ACTION PLAN 

The action plan should present prioritised actions to address the issues identified 

in this application. 

Please present the action plan in the form of a table. For each action define an 

appropriate success/outcome measure, identify the person/position(s) responsible 

for the action, and timescales for completion.  

The plan should cover current initiatives and your aspirations for the next four years. 

Actions, and their measures of success, should be Specific, Measurable, Achievable, 

Relevant and Time-bound (SMART). 

See the awards handbook for an example template for an action plan.   
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INSTITUTE OF HEALTH AND WELLBEING  
ATHENA SWAN ACTION PLAN, APRIL 2017 – MARCH 2021 (ORDERED BY PRIORITY) 
  

AP Planned action Rationale Start End Responsible Success measure 

 

1 Improve academic uptake of 

gender-sensitive mentoring, 

including ECR uptake 

(methods include matching,  

induction, P&DR, line-

managers, annual research 

day, bespoke workshops) 

57% of academic staff 

have a useful mentoring 

experience; 20% state 

they do not want a 

mentor 

Already 

started 

On-

going 

Chris 

Bunn/Kate 

Hunt 

Increase in proportion of female 

professors to at least 45% by 2021 

Increase on staff survey to >70% 

of academic women and men 

reporting a useful mentoring 

experience by 2019 

 

2 Coach academic staff 

through promotion 

Applications from women 

have increased since we 

implemented this; 66% 

of academics state they 

understand the 

promotion criteria and 

process. Staff continually 

join the Institute 

Already 

started 

On-

going 

Vittal 

Katikireddi 

Average of ~5% of women apply 

for promotion each year (currently 

equating to ~7 applications/year) 

Increase on staff survey to >70% 

academic women and men 

reporting they understand the 

promotion criteria and process by 

2019 

3 Continue promotion 

workshops, including for 

ECRs, and for line-managers 

to help them better support 

staff 

Applications from women 

have increased since we 

implanted this; 66% of 

academics state they 

understand the 

promotion criteria and 

process. Staff continually 

join the Institute 

Already 

started 

Until 

MVLS 

starts 

work-

shops  

Vittal 

Katikireddi 

Average of ~5% of women apply 

for promotion each year (currently 

equates to ~7 applications/year) 

Increase on staff survey to >70% 

academic women and men 

reporting they understand the 

promotion criteria and process by 

2019 

4 When MVLS introduce 

promotion workshops, add 

Institute-specific 

discussions, ensure our 

College of SS staff are 

included, and evaluate these 

from the perspective of our 

Institute’s staff  

The Institute promotion 

workshops received 

excellent feedback; 

MVLS workshops may 

save staff time in 

workshop delivery, but 

we must ensure they 

have the same impact 

Once 

MVLS 

work-

shops 

have 

started 

Evaluate 

within 

1y of 

starting 

Vittal 

Katikireddi 

>90% Institute attendees rate 

usefulness of MVLS promotion 

workshops good/very good; if not, 

despite revising and re-evaluating 

MVLS workshops, >90% attendees 

rate usefulness good/very good on 

reinstated Institute promotion 

workshops 
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5 Continue the promotion 

“myth busting” campaign, 

via inductions, webpages, 

promotion workshops, 

newsletter, the annual 

research day, P&DR, 

mentoring 

Applications from women 

have increased since we 

implemented this; 66% 

of academics state they 

understand the 

promotion criteria and 

process. Ongoing need 

as staff continually join 

the Institute 

Already 

started 

On-

going 

Vittal 

Katikireddi 

Average of ~5% of women apply 

for promotion each year (currently 

equates to ~7 applications/year) 

Increase on staff survey to >70% 

academic women and men 

reporting they understand the 

promotion criteria and process by 

2019 

6 Continue annual review of 

all academic P&DRs by 

Director and Deputies to 

prompt promotion 

applications, ensure 

suitable bespoke training, 

leadership development, 

stepping forward for 

influential external work, 

ECR support with funding 

end-dates 

Promotion applications 

from women have 

increased since we 

implemented this; more 

women now access 

leadership courses; 

women are in leadership 

roles. Ongoing need as 

staff continually join the 

Institute, and grow in 

seniority 

Already 

started 

On-

going 

Sally-Ann 

Cooper/Asha 

Costigan 

Equal proportion of women and 

men access leadership courses, 

each year 

Equal proportion of women and 

men in internal/external leadership 

roles/influential external work 

Increase on staff survey to >80% 

agreeing they are actively 

encouraged to take up career 

developing opportunities by 2019 

(from 73%) 

7 Conduct and publish an 

Institute gender pay-gap 

audit to inform equality 

best practice, and identify 

further actions at Institute 

level to close the gap 

Gender pay-gap 

apparent through gender 

distribution across 

grades, and within the 

professorial grade 

April 

2017 

On-

going 

Sally-Ann 

Cooper/   

Asha Costigan 

All staff receive information on 

gender pay-gap annually 

Institute actions identified and 

added to action plan 

8 Continue to purchase, and 

evaluate principal 

investigator training for 

ECRs 

Excellent feedback. On-

going need 

Already 

started 

On-

going 

Colin 

McCowan/ 

Craig 

Donnachie 

>90% attendees/year rate the 

usefulness of training as good/very 

good, or if not, alternative training 

is found 

9 Continue to purchase, and 

evaluate leadership training 

specifically for ECRs 

Excellent feedback. On-

going need 

Already 

started 

On-

going 

Colin 

McCowan/ 

Craig 

Donnachie 

>90% attendees/year rate the 

usefulness of training as good/very 

good, or if not, alternative training 

is found 
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10 Assess unconscious bias on 

interview panels, including 

intersection of gender and 

ethnicity, through trained 

independent observers  

87% of staff completed 

additional unconscious 

bias training, but we do 

not know the extent this 

influences appointments 

May 

2017 

May 

2020 

Sally-Ann 

Cooper/   

Asha Costigan 

Trained staff assess representative 

20% of interviews a year  

Findings reported to SAT by Dec 

2019 

Additions to action plan by 2020 

11 Continue to promote 

information to staff about 

the Institute’s equality and 

diversity policies, via email, 

newsletters, the annual 

research events, research 

group meetings 

On-going need as staff 

continually join the 

Institute, and we are 

driving expectations up 

e.g. introduction of 

additional unconscious 

bias training 

Already 

started 

On-

going 

Sally-Ann 

Cooper/   

Asha Costigan 

Maintain 100% completion rate for 

equality and diversity training 

Increase completion rate to >95% 

for additional unconscious bias 

training by 2018 

12 Continue to offer induction 

training for line-managers/ 

aspiring line-managers, and 

evaluate separately for 

academic and P&S staff 

On-going need as staff 

continually join the 

Institute, and we are 

driving expectations up 

Already 

started 

On-

going 

John Cleland >90% attendees/year rate the 

usefulness of training as good/very 

good 

13 Implement mentoring for 

P&S staff  

Only 27% of P&S staff 

report a useful 

mentoring experience 

(55% were neutral in 

their response) 

May 

2017 

On-

going 

Jane 

Goodfellow/ 

Chris Bunn/ 

Kate Hunt 

Increase on staff survey to >40% 

of female and male P&S staff 

reporting a useful mentoring 

experience by 2019, and >60% by 

2021 

14 Purchase leadership places 

on Aurora (or similar) for 

P&S staff who are women 

Limited access to 

leadership courses for 

P&S staff at present 

Sep 

2017 

On-

going 

Jane 

Goodfellow 

At least 1/year female P&S staff 

complete leadership courses (5 by 

2021)  

15 Annual review by Head of 

Administration of all 

Institute-specific P&DR 

paperwork for P&S staff 

This has been a highly 

successful action for 

academic staff 

development  

Jun 

2017 

On-

going 

Asha Costigan Increase on staff survey to >60% 

of P&S staff agreeing they have 

career developing opportunities by 

2019 (from 51%) 

16 With HR, develop, run, and 

evaluate career 

development workshops, 

including information on 

regrading, for P&S staff 

Poor understanding and 

perceptions surrounding 

regrading 

 

 

Oct 

2017 

On-

going 

Jane 

Goodfellow 

>70% attendees/year rate their  

awareness raised/workshops useful  
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17 Provide and evaluate R&R 

workshops; improve 

prominence of information 

on R&R process via 

Institute webpages, 

induction, and Institute-

specific P&DR paperwork 

Mixed understanding and 

perceptions surrounding 

R&R 

Oct 

2017 

On-

going 

Jane 

Goodfellow 

>70% attendees/year rate the 

usefulness of training as good/very 

good 

20% increase in R&R awards by 

2020 (dependent upon any 

changes in the University process) 

18 Develop gender equality in 

Glasgow University and 

more widely in the UK 

higher education sector; 

add a webpage resource for 

people working on gender 

equality 

We are firmly committed 

to working to advancing 

gender equality in the 

higher education sector 

Already 

started 

On-

going 

Caroline Haig Continued contributions by SAT 

Chair and SAT members, e.g. via 

MVLS GEC, and University Gender 

Equality Steering Group 

Web resource available by Apr 

2019 

19 Implement the HOW-WIS 

project  

A celebration of the 

Institute’s gender 

equality journey, 

embedded within the 

new-built Institute 

Already 

started 

Launch 

in 2020 

Rich Mitchell All component parts in place for the 

opening ceremony of the new 

Institute building in 2020 

20 Vigorously publicise widely 

the route for students to 

report discrimination or 

bullying on gender or other 

grounds; difficulties with 

supervisors; and how to get 

involved in Athena SWAN 

work  

None had personal 

experience of gender-

based harassment or 

bullying, but 5% of 

students perceived 

gender-based unfair 

treatment by staff or 

students  

Already 

started 

Ongoing Helen 

Sweeting 

Inclusion in induction, IHAWKES 

PGR conference, Institute 

newsletters, Athena SWAN 

webpages, mentoring-circles, 

annual review 

0% perception of gender-based 

unfair treatment on PGT/PGR 

gender-equality survey, 2018 

21 Continue Director’s coffee 

morning every 3 months, 

for new staff 

Director’s coffee morning 

has been very well 

attended 

Already 

started 

On-

going 

Jill Pell/    

Asha Costigan 

Continued high attendance 

>80% of new staff attend 

22 Qualitative interviews with 

staff to better understand 

how to improve the P&DR 

experience 

Only 62% of academic 

and 62% of P&S staff 

reported their annual 

P&DR was helpful  

Jan 

2018 

Dec 

2018 

Cindy Gray Actions identified and added to 

action plan by 2019, with target 

set 
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23 Clarify the importance of 

PhD studies for academic 

career progression, and 

survey ECRs 

Misunderstandings on 

PhD studies versus PhD 

by publication  

May 

2017 

May 

2018 

Colin 

McCowan/     

Craig 

Donnachie 

>90% understanding shown on 

ECR survey 

24 Establish a teaching 

information resource to 

improve matching between 

individual ECRs and 

teaching opportunities 

ECRs on research-only 

contracts seek teaching 

experience, and could be 

better matched with 

teaching opportunities 

Already 

started 

May 

2018 

Colin 

McCowan/     

Craig  

Donnachie 

>50% ECR satisfaction with extent 

of teaching opportunities shown on 

ECR survey (recognising a 

significant proportion of ECRs are 

aiming for a career path in NHS) 

25 Continue to ensure a 50:50 

speaker and chair gender 

balance, and ethnic 

diversity, on the Maurice 

Bloch seminar programme 

and research events 

These are influential 

events providing an 

opportunity to model 

gender in academia 

Already 

started 

On-

going 

Julie Langan-

Martin 

Gender-balance, and ethnic 

diversity, of speakers and chairs 

26 Evaluate PhD mentoring, 

including how gender-

sensitive it is  

PhD mentoring supports 

academic development 

for women and men 

Oct 

2017 

Sep 

2018 

H. McLeod/      

Helen 

Sweeting/ 

Anna Isaacs 

Strengths and areas for 

improvement identified through on-

line survey, 2018, and 

implemented 

27 Establish mock grant and 

fellowship Boards for ECRs 

to serve on, to improve 

insights into successful 

grant writing 

Successful action by 

another Department, 

which could be beneficial 

for our academics 

Oct 

2017 

Sep 

2021 

Colin 

McCowan/     

Craig  

Donnachie 

First Board run, evaluated, and 

refined by Sep 2018 

6-monthly Boards thereafter 

28 Establish supportive 1:1 

meetings with staff with 4 

consecutive unsuccessful 

grant applications 

Meetings will identify 

additional helpful 

support, and encourage 

research collaborations 

Oct 

2017 

On-

going 

Sally-Ann 

Cooper/   

Asha Costigan 

Procedure in place to identify the 

staff, senior pool established to 

conduct the meetings by Oct 2017, 

outcomes reviewed Oct 2018 

29 Complete development of a 

carer policy and evaluate its 

utility 

The University does not 

have a staff carer policy, 

and 10% of our staff, 

predominantly women, 

care for dependent 

adults 

Already 

started 

Nov 

2019 

Jana 

Anderson/ 

Jane 

Goodfellow 

Carer policy in place by Apr 2018 

Evaluation by survey, 2019, and 

refine policy by Nov 2019 
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30 Develop an ordinary 

parental leave information 

pack 

There is low uptake of 

ordinary parental leave, 

as it is unpaid; but 

interviews suggest more 

information may help 

Already 

started 

Nov 

2018 

Jana Anderson Ordinary parental leave information 

pack is available on our Athena 

SWAN webpages, and included in 

induction materials, by Nov 2018 

31 Develop a PGT student 

maternity leave policy 

The University does not 

have a PGT student 

maternity leave policy. 

We believe our students 

are treated equally but a 

policy would ensure this 

May 

2017 

Sep 

2019 

Jana 

Anderson/ 

Stewart 

Mercer 

PGT student maternity leave policy 

in place for Oct 2019 intake 

32 Include “KIT/SPLIT days for 

P&S staff” in the Institute 

Athena SWAN webpages 

and evaluate P&S staff 

awareness of these days 

Qualitative interviews 

identified poor 

awareness on KIT/SPLIT 

days by P&S staff, and 

all line-managers need 

to know about them to 

support their staff 

May 

2017 

Apr 

2019 

Jane 

Goodfellow/ 

Caroline Haig 

Webpages updated with 

information by Oct 2017 

>70% of P&S staff who are line-

managers aware of these days by 

2019 

33 Develop and evaluate 

guidance for staff on email 

inclusion of staff on 

maternity, shared parental, 

and adoption leave 

We do not have existing 

written advice available 

to staff; HR advice 

relates only to line-

managers 

Oct 

2017 

Apr  

2019 

Jana Anderson Guidance in place by April 2018 

Included in induction, and 

webpages 

Survey evaluation shows >70% 

staff awareness by 2019  

34 Lobby University for 

changes in ordinary 

parental leave, so it can be 

taken as single days as well 

as week blocks 

Qualitative interviews 

have identified this need 

which is not currently 

available in the 

University 

Already 

started 

Nov 

2019 

Sally-Ann 

Cooper/   

Asha Costigan 

Changes to ordinary parental leave 

in place by 2020 

35 Establish PGR student 

discussion panels with 

successful academic women 

and men to discuss career 

progression and academic 

pathways 

To advise on and model 

academic career 

progression to female 

and male students 

Sep 

2017 

Annually Helen 

Sweeting 

>80% agree it is “useful/very 

useful” on student feedback 
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36 Evaluate the Institute 

maternity buddying 

scheme; develop, 

implement and evaluate the 

Institute paternity buddying 

scheme 

To learn if improvements 

can be made 

Already 

started 

Nov 

2019 

(matern-

ity); 

Nov 

2020 

(patern-

ity) 

Jana Anderson Paternity buddying implemented 

Nov 2018 

Satisfaction with both schemes is 

>80% of its users 

 

37 Survey academic staff to 

determine whether local 

University courses are 

meeting women’s and 

men’s needs, and if other 

local courses are needed 

P&S staff survey was 

illuminating and shifted 

Institute funding to 

address their unmet 

needs; academics’ 

unmet needs are less 

well known 

Oct 

2017 

Jan  

2018 

Massoud 

Boroujerdi 

IMG provided with a review of 

academic staff training gaps Jan 

2018, to identify actions needed 

e.g. funding, and/or lobbying the 

University for courses 

38 Repeat the staff survey in 

alternate years 

The last 4 staff surveys 

identified areas for us to 

focus initiatives 

Oct 

2018; 

Oct 

2020 

Jan 

2019; 

Jan  

2021 

Massoud 

Boroujerdi 

 

Process action: report provided to 

SAT Jan 2019 and Jan 2021, so 

SAT can identify new priorities and 

continually improve this action plan 

39 Repeat qualitative 

interviews with staff to 

understand identified issues 

Previous interviews 

identified areas for us to 

focus initiatives 

On-

going 

On-

going 

Cindy Gray Process action: reports provided to 

SAT, so SAT can identify new 

priorities and continually improve 

this action plan 

40 Continually develop, and 

annually review the 

Institute’s webpages and 

Athena SWAN webpages, 

including adding 

information on supporting 

trans staff and students 

 

 

 

 

On-going work to ensure 

the webpages are 

gender-sensitive, and 

inform staff on equality 

best practice, as we 

continually add to them 

Annually On-

going 

Caroline Haig Increase in Athena SWAN webpage 

hits by 20% by 2020 

>80% of pages conform to working 

group webpage guidelines by 2020 

Additional information on 

supporting trans staff and students 

available by Apr 2019 
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41 Collaborate further with the 

School of Psychology 

outreaching to schools, and 

offer undergraduate 

teaching, to role model the 

academic psychology career 

route for boys and men 

Our DClinPsy and MSc 

Neuropsychology 

courses only recruit from 

psychology graduates, 

the majority of whom 

are women. The School 

of Psychology runs 

Glasgow’s UG 

psychology course, 

hence we will collaborate 

to improve reach to 

schoolboys 

Sep 

2017 

On-

going 

Hamish 

McLeod 

Process of collaboration is in place, 

and acceleration of outreach 

activities with increased focus on 

applied, mental health-related 

psychology 

42 Monitor gender on the 

Institute’s committees, and 

interpret findings 

On-going as staff change 

roles, and we must 

ensure women step 

forward/are put forward 

for leadership roles 

Annually 

in Oct 

Annually 

in Jan 

Sally-Ann 

Cooper/   

Asha Costigan 

Gender-balance 

43 Monitor gender on 

influential University 

committees, and external 

committees, and interpret 

findings 

On-going as staff change 

roles, and we must 

ensure women step 

forward/are put forward 

for leadership roles 

Annually 

in Oct 

Annually 

in Jan 

Sally-Ann 

Cooper/   

Asha Costigan 

Gender-balance 

44 Monitor workload and 

domains of workload by 

gender, and interpret 

findings 

On-going to ensure 

gender equity 

Annually 

in Oct 

Annually 

in Jan 

Matthew 

Jamieson/   

Jill Pell 

Equal workload balance for women 

and men 

45 Collect and analyse staff 

and student data by 

gender, including PRES and 

PTES surveys, and PGT/PGR 

gender-equality survey, and 

interpret findings  

On-going, as staff and 

student metrics underpin 

the entire action plan 

Annually 

in Oct 

Annually 

in Jan 

Asha Costigan       

Jane 

Goodfellow/ 

Jim Lewsey/  

Hamish 

McLeod/Helen 

Sweeting 

Process action: reports provided to 

SAT in Jans, so SAT can review 

gender-balance and impact of the 

action plan 

AP: Action point 
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