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ATHENA SWAN BRONZE DEPARTMENT AWARDS 
Recognise that in addition to institution-wide policies, the department is working to promote gender equality and to identify and address challenges particular to the department and discipline. 
[bookmark: _Toc106093]Athena SWAN Silver DEPARTMENT awards 
In addition to the future planning required for Bronze department recognition, Silver department awards recognise that the department has taken action in response to previously identified challenges and can demonstrate the impact of the actions implemented.
Note: Not all institutions use the term ‘department’. There are many equivalent academic groupings with different names, sizes and compositions. The definition of a ‘department’ can be found in the Athena SWAN awards handbook. 
[bookmark: _Toc106094]Completing the form
Do not attempt to complete this application form without reading the Athena SWAN AWARDS handbook.
This form should be used for applications for Bronze and Silver department awards.
You should complete each section of the application applicable to the award level you are applying for.

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

	


If you need to insert a landscape page in your application, please copy and paste the template page at the end of the document, as per the instructions on that page. Please do not insert any section breaks as to do so will disrupt the page numbers.
[bookmark: _Toc106095]Word count
The overall word limit for applications are shown in the following table. 
There are no specific word limits for the individual sections and you may distribute words over each of the sections as appropriate. At the end of every section, please state how many words you have used in that section.
We have provided the following recommendations as a guide.


	Department application
	Bronze
	Silver

	Word limit
	10,500
	12,000

	Recommended word count
	
	

	1.Letter of endorsement
	500
	500

	2.Description of the department
	500
	500

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

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

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

	6. Case studies
	n/a
	1,000

	7. Further information
	500
	500






















Glossary of acronyms used in this submission.

	FoE
	Faculty of Environment

	AAM
	Annual Academic Meeting

	ASM
	Administrative Support Managers

	BAM
	Biannual Academic Meeting

	DHoS
	Deputy Head of School

	DoIA
	Director of International Activities

	DoPGR
	Director of Post Graduate Research

	DRI
	Director of Research and Innovation

	DSE
	Director of Student Education

	DTP
	Doctoral Training Partnership

	E&I
	Equality and Inclusion

	ECR
	Early Career Researcher

	EPSRC
	Engineering and Physical Science Research Council

	ESRC
	Economic and Social Research Council

	FEC 
	Faculty Executive Committee

	FEIC
	Faculty Equality and Inclusion Committee

	HoS
	Head of School

	ITS
	Institute for Transport Studies

	PGR
	Postgraduate (Research)

	PGT
	Postgraduate (Taught)

	SEE
	School of Earth and Environment

	SoG
	School of Geography

	UAF
	University Academic Fellow

	UG
	Undergraduate
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	University of Leeds
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	Focus of department
	STEMM
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	Award Level
	Silver
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	Contact for application
Must be based in the department
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	Departmental website
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[bookmark: _Toc106096]Letter of endorsement from the head of department
[bookmark: _Toc106097]Recommended word count:  Bronze: 500 words  |  Silver: 500 words
An accompanying letter of endorsement from the head of department should be included. If the head of department is soon to be succeeded, or has recently taken up the post, applicants should include an additional short statement from the incoming head.
Note: Please insert the endorsement letter immediately after this cover page.
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Faculty of Environment
Equality Challenge Unit
7th floor, Queens House
55/56 Lincoln’s Inn Fields
London
WC2A 3LJ 							Date 18/04/19

Dear Equality Charters Manager,

It is my pleasure to submit the Athena SWAN (AS) Silver Award application from the Faculty of Environment (FoE), University of Leeds. Both personally as Dean and collectively as a Faculty, we are fully committed to the AS principles and our work within this framework has produced notable successes in meeting our strategic aims of attracting, developing and retaining the very best staff and students with a diverse set of experiences, cultures and approaches. 
Our AS activity is owned and managed at the highest level through myself as Executive Dean and by the 3 Heads of School (HoS) who are all members of the Faculty Executive Committee (FEC) and the Faculty Equality and Inclusion (E&I) Committee, on which the SAT co-chair sits. The faculty HR team is led by the FoE HR manager who is a member of FEC, enabling discussion of strategic issues and good practice.
As Dean and father of two school-age children, I have been personally driven to enhance flexibility in support for working parents and those with caring responsibilities. In my time as Dean (and previously as HoS), I have been personally involved in improving inclusive recruitment, support for return to work, flexible working, promotion workshops and mentoring. 
Key achievements of the SAT in the last 3 years include:
· Regular promotion workshops, with input from myself, HR managers, and recently promoted staff, and links made with mentors.
· A new return to work protocol and additional support systems.
· Financial support for female-only writing retreats.
· Active encouragement of sharing of leadership roles, enabling part-time staff to gain experience of roles including Deputy Heads of School, Directors of Student Education and Research Institute Directors, and as senior leads on University partnerships.
· Active support of training initiatives, both for female staff (Aurora, Women Rising), and unconscious bias training for all staff involved in recruitment and staff development.
· Rolling out a staff mentoring scheme across FoE.
I am also proud of staff involvement in national organisations promoting inclusivity, such as Diversity in Geoscience and discussions through learned bodies including the Royal Geographical Society and The Geological Society. Staff within the Faculty also regularly contribute to University wide initiatives, including as co-Chair of Women@Leeds, attending cross-institutional Athena Swan team leads meetings, and as International Staff representative on the University E&I Committee, ensuring strong input to University planning.
Our self assessment has identified clear progress, and also highlighted the following main topics for future action:
· Continuing to move towards gender parity in staff and student recruitment, retention and attainment. 
· Improving support of staff on fixed term contracts. 
· Improving access to training. 
· Continual promotion of mentoring. 
· Improving the effectiveness of annual reviews. 
· Increasing visibility and awareness of E&I policies and actions. 
· Building external links for identifying emerging issues and sharing best practice.
This submission and Action Plan are now embedded into FoE strategy and planning. The information contained herein (including qualitative and quantitative data) is an honest, accurate and true representation of the department, and I trust it illustrates our current and future commitment to the Athena SWAN values and principles. 
[image: ]
Professor Andrew Dougill, Executive Dean of the Faculty of Environment
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[bookmark: _Toc106098]Description of the department
[bookmark: _Toc106099]Recommended word count:  Bronze: 500 words  |  Silver: 500 words
Please provide a brief description of the department including any relevant contextual information. Present data on the total number of academic staff, professional and support staff and students by gender.
The world faces challenges of environmental change and natural hazards affecting the whole of society, and there is a growing need to understand them to provide advice for management and mitigation. The Faculty of Environment (FoE) tackles these challenges by bringing together expertise across a wide range of topics, covering earth sciences, environmental science, sustainability, geography and transport planning to deliver impact-orientated student education and research.
We have a strong reputation on national and international levels. Recent rankings include:
· 20th in the world for Earth and Marine Sciences and 36th for Geography (QS World Rankings 2019)
· 6th in the UK for Earth and Marine Sciences, (Guardian University Guide 2019)
· 10th in the UK for Geography and Environmental Sciences (The Times and Sunday Times Good University Guide 2019) 
· Top 10 for Transportation Science and Technology (Shanghai Ranking’s Global Ranking of Academic Subjects 2018)
The FoE comprises two Schools and an Institute – hereafter for ease all referred to as ‘schools’:
· School of Earth and Environment (SEE)
· School of Geography (SoG)
· Institute for Transport Studies (ITS)
Within each school staff are organised into further sub-groups for research (Figure 2.1, Table 2.1 for size and gender balance).
For the purposes of this submission, the FoE is considered as a “Department” because financial and academic management, HR and other policies are determined and managed at Faculty level, and implemented consistently across the Schools. Importantly, there is extensive collaboration between schools in both teaching and research.
The FoE is led by an Executive Dean, supported by Pro-Deans for Research, Student Education and International, and Director of the Graduate School. SEE, SoG and ITS have similar management structures, including Head of School (HoS), Deputy Heads of School, Director of Research and Innovation (DRI) and Director of Student Education (DSE). 
The FoE has an active research grant portfolio of £110M, drawn from research councils, charities, industry and the European Commission. We also engage with cross-Faculty and cross-Institutional initiatives (e.g. Priestley International Centre for Climate, water@leeds). We lead and host national centres (e.g. Centre for Climate Change, Economics and Policy, National Centre for Atmospheric Science). We have world class facilities, such as the University of Leeds Driving Simulator, and the Sorby Environmental Fluid Dynamics Laboratory.
Our teaching portfolio is broad, reflecting the range of expertise in the Faculty. We have ~2000 students across our 38 UG and PGT programmes ranging from social sciences (e.g. BA Geography) to physical sciences (e.g. BSc Geophysics), and fundamental to applied (e.g. MSc Transport Planning). Our graduates go into a correspondingly wide range of industries (e.g. environmental consultancy, hydrocarbon exploration, retail planning), as well as government, corporate graduate schemes, and further study.
Our PGR students undertake research reflecting the breadth of the Faculty. We provide leadership to a successful NERC Doctoral Training Partnership (Panorama DTP), and faculty staff are also actively involved in the EPSRC Centres for Doctoral Training in Fluid Dynamics, and Water and Waste Infrastructure Systems Engineered for Resilience, and the White Rose ESRC Doctoral Training Centre.
Figure 2.1: – Faculty of Environment Structure, including Schools, research groupings and Professional and Managerial, and Support Staff

Figure 2.2: Overview of staff and student figures in each School
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Table 2.1: Composition of FoE Staff and Students by gender 2017-18
	Group
	Total
	Male
	Female
	% Female

	Undergraduate Students
	1537
	884
	653
	42

	Taught Postgraduate Students
	464
	250
	214
	46

	Postgraduate Students
	304
	180
	124
	38

	Academic
	235
	168
	67
	29

	Teaching
	16
	7
	9
	56

	Research 
	200
	130
	70
	35

	Professional & Managerial 
	71
	29
	42
	59

	Support
	127
	40
	87
	69
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[bookmark: _Toc106100]The self-assessment process
[bookmark: _Toc106101]Recommended word count: Bronze: 1000 words  |  Silver: 1000 words
i. Description of the Self-Assessment Team
The SAT has 19 members (Table 3.1, Fig. 3.1), representing all categories of staff – 68% academic and 32% professional and support staff at various career stages – postgraduate researchers (PGRs) to grade 10 professors.  Representation by PGRs and early career researchers (ECRs) is especially important for countering the ‘leaky pipe’ effect. The SAT members have a variety of different experience and knowledge, from their professional roles, diverse career paths, and work-life balance.
Table 3.1: Description of self-assessment team 
	Name
(Alphabetical)
	Role on Team
	Role in Department
	Experience and Work-Life Balance

	Mrs Christina Craven (F)

	Advisor on HR policy development and implementation
	Head of HR for Physical Science Faculties

	[Redacted]. 


	Dr Sarah Dennis (F)
	Co-Chair, section 4 lead
	PDRA/Programme Coordinator in SEE
	[Redacted].

	Professor Andy Dougill (M)
	Chair of Faculty Executive and Faculty Equality & Inclusion Committee, section 1 lead
	Executive Dean of Faculty
	[Redacted].

	Mr Robert Finch (M) 
	Technical staff Representative, input into sections 5.2 and 5.4
	Faculty Technical Service Manager
	[Redacted].

	Dr Sara Gonzalez (F)
	Implements actions in SoG
	Deputy Head of School for Staff Development SoG
	[Redacted].

	Miss Samantha Haynes (F)
	Represents Support Staff and SEE, section 2 lead
	Research Support Manager
	[Redacted].

	Professor Samantha Jamson (F)
	Section 4 contributor, implements actions in ITS
	Deputy Director in ITS - Academic and Staff Development role
	[Redacted].

	Ms Tahera Mayat (F)
	PGR representative
	PhD student ITS
	[Redacted].

	Dr Catherine Moody (F)
	SoG ECR representative, leads ECR mentoring
	NERC Research Fellow
	[Redacted].

	Miss Josie Ormston (F)
	Advisor on HR policy development and implementation
	HR Manager for Environment
	[Redacted].

	Dr Anne Owen (F)
	SEE ECR representative
	EPSRC research fellow
	[Redacted].

	Dr Kate Pangbourne (F)
	ITS ECR representative
	ITS E&I lead, University Academic Fellow 
	[Redacted].

	Dr Kirsty Pringle (F)
	SEE ECR representative
	PDRA / Model domain expert
	[Redacted].

	Ms Maeve Murphy Quinlan (F)
	PGR representative
	PhD student SEE
	[Redacted].

	Mrs Lois Ryan (F)
	SES Representative
	Student Support Officer, disability support, and assessment lead for ITS.
	[Redacted]. 

	Ms Nichola Sykes (F)
	HR, SAT co-ordination & administrative support
	HR Officer for FoE
	[Redacted].

	Dr Jared West (M)
	SEE Representative, REF action lead, implements actions in SEE, section 5 contributor
	Deputy Head of School for Staff Development in SEE
	[Redacted].

	Dr Clare Woulds (F)
	Co-Chair, section 5 lead, works on mentoring programme and writing retreats
	Director of Student Education, and formerly Deputy Head of School for Staff Development SoG, Associate Professor
	[Redacted].

	Dr Martin Zebracki (M)
	Implements actions in SoG, advises on gender identity, training action lead
	SoG E&I Lead, Associate professor
	[Redacted].



The SAT is 79% female which is a greater % female than the pool of staff that it represents. However, this has come about through a legitimate process of assembling the team, and not through bias towards selecting female staff for the task. Some team membership is role dependent (e.g. deputy heads of school – 67% female), while others requested to join in response to e-mails to all staff and all PGR students asking for volunteers. The position of chair was advertised to all staff.  The two respondents were both part-time so it was agreed to role share the position as Co-Chairs.  Workload credit is assigned to SAT members where appropriate. For co-chairs this is 0.1 FTE, for some it is part of the workload allocation for their leadership roles.
Figure 3.1: The self-assessment team in the UoL Sustainability Garden (note, 4 members not present due to flexible working).
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The SAT includes the Executive Dean of the Faculty and the Deputy Heads of School (Staff Development). This ensures senior management buy-in, provides a direct route for sign-off of initiatives and ensures that actions are communicated and executed consistently. Co-chair Woulds sits on the Faculty Equality and Inclusion committee (FEIC), chaired by the Dean, where there is a standing agenda item for Athena Swan actions and priorities.
A sub-committee composed of postgraduate researchers meets regularly, and is represented on the SAT by nominated members ensuring the postgraduate student voice is heard.
ii. The Self-Assessment process
The SAT meets monthly and has links with other SATs across the institution, sharing best practise. Two members of the FoE SAT sit on the institutional SAT, allowing two-way flow of ideas and information.

The SAT annually gathers and analyses data (e.g. staff and student numbers, promotions etc.) as a ‘health check’, following our previous action plan. 
Co-chair Woulds attended a panel as an observer. We have collected the opinions of staff on a range of topics, and used the information collected to design actions. Impact is detailed in sections 4, 5 and 6.
Staff Culture Survey
The Staff Culture Survey, is an online survey covering topics including gender equality, career progression, and annual reviews. Responses were collected in January 2018 and January 2019 (Table 3.2). There were 163 responses in 2018, improving to 211 in 2019 through improved communication from managers of survey objectives. 
Table 3.2: Numbers and (%) of Staff Culture survey respondents by gender and role
	Year
	Staff category
	Male
	Female
	Prefer not to say
	Total

	2018
	Academic
	35 (53%)
	28 (42%)
	3 (5%)
	66

	
	Research
	16 (59%)
	11 (41%)
	0 (0%)
	27

	
	Professional and Support
	22 (32%)
	43 (62%)
	4 (6%)
	69

	2019
	Academic
	46 (53%)
	38 (44%)
	2 (2%)
	86

	
	Research
	25 (46%)
	29 (54%)
	0 (0%)
	54

	
	Professional and Support
	20 (28%)
	48 (68%)
	3 (4%)
	71


Survey results (e.g. on mentoring, promotions, flexible working, and annual reviews) are discussed in section 5.
Focus Groups
In response to staff culture survey responses, focus groups were run in 2018 on the following topics: 
Mentoring: attended by 9 people (89%F). Discussion focussed on the different experiences of mentoring across the faculty. The group wanted better mentoring opportunities for all staff. They wanted more training and recognition for mentors to encourage people to come forward and a more responsive mentoring system so that mentors can easily be allocated according to differing needs.
Promotions: attended by 8 people (38%F). This revealed that staff see the system as opaque, and do not know who to ask for feedback. Further, barriers to submitting promotion applications included lack of time to prepare the application or not feeling as though it was a valid piece of work. 
Return to work after leave: Focus groups held, in 2016 and 2018. In 2016 5 staff attended (100%F, SoG only), and in 2018 6 staff attended (100%F). They established that practical support was required to help those on leave stay in touch, and re-connect with their role upon return. Part-time working was identified as a barrier to taking leadership roles that lead to career progression and promotion. 
As a result of our 2014 action plan, as well as responses from the Staff Culture Survey and focus groups we have established:
· An enhanced policy to support return to work after leave, including funds for re-connection activity.
· A faculty-wide, confidential mentoring scheme. 
· Annual promotions workshops, with advice directly from the Dean. 
· Job-sharing of leadership roles. 
· Meetings held within core hours. 
· Pro-actively supporting female staff (including funding) to attend career development (Women Rising) or leadership (Aurora programme) training.
· Establishing regular writing retreats for female staff.
· Re-design of the FoE Athena Swan web pages, with enhanced visibility (fewer clicks) of Athena Swan activity, links to relevant policies (e.g. return to work, flexible working, mentoring, bullying and harassment etc.), and plans to add case studies to raise the profile of female colleagues and provide strong role models.
Further details and the impact achieved is given in sections 4, 5 and 6.

(iii)      Plans for the future of the Self-Assessment Team
The SAT will continue to meet monthly to implement the action plan, with actions being updated in response to new initiatives or issues. Staff and student data will be analysed annually, and the action plan will be amended accordingly. Progress on the action plan will continue to be communicated via Deputy HoS to School management committees and the Dean to Faculty management committees. 

We will continue to engage the Faculty by highlighting our achievements and initiatives and evidence of our impact. We will do this by putting together communication which will go out via the weekly school newsletters and also as a feature on the Faculty website. Additionally, we aim to extend our activity by:
· Continuing to raise the profile of the Athena Swan process internally, by developing a bank of case studies which will be visible on the Faculty Website and making improvements to the Athena Swan website. (Action 3.1)
· Setting up an UG sub-group, similar to the Postgraduate sub-group. (Action 3.2)
· Further participating in external networks to facilitate sharing of good practice. The SAT Chair is in conversation with other institutions to set up a network to exchange good practice. (Action 3.3)
 Actions
 3.1 – Increase visibility and awareness of, E&I policies, SAT actions, and Athena Swan award.
 3.2 – Introduce UG voice into SAT process
 3.3 – Increase participation in external Athena Swan networks to share good practice
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[bookmark: _Toc106103]Recommended word count: Bronze: 2000 words  |  Silver: 2000 words
0. [bookmark: _Toc106104]Student data 
Numbers of men and women on access or foundation courses
n/a
    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.
ITS does not parent undergraduate degrees as there is very little market demand for such provision in the UK. This section therefore only provides data for SEE and SoG. 
	a. Full time students

 demonstrates that the number of female students in both SEE and SoG has been steadily rising in the past three years and the percentage of female students exceeds the discipline national averages. 
· SEE has seen a steady increase in the percentage of female undergraduate students. 
· SoG has maintained its female intake at around 60%.  
· Gender equality in the staffing team and student ambassadors on open days, and raising the profile of SEE and SoG as a female-friendly study environment in the promotional material and on the website may have led to these above successes. 

Figure 4.1: Numbers of full time undergraduate students in SEE and SoG by gender compared to National figures 
[bookmark: _Ref535595502][bookmark: _Toc106119]
[bookmark: _Ref536798725][bookmark: _Toc106133]There are no discernible differences in the percentage of females who apply, receive and accept an offer in either SEE, around 50% or SoG, around 60% (Table 4.1).
Table 4.1: Numbers of full time UG, offers and acceptances in SEE 
	Year
	Gender
	Apply
	Offers
	Accept

	
2016
	Female
	348
	303
	90

	
	Male
	414
	338
	92

	
	% Female
	46
	47
	49

	2017
	Female
	352
	302
	103

	
	Male
	355
	301
	80

	
	% Female
	50
	50
	56

	2018
	Female
	461
	408
	118

	
	Male
	502
	435
	110

	
	% Female
	48
	48
	52



[bookmark: _Ref536798760][bookmark: _Toc106134]Table 4.2: Numbers of full time UG, offers and acceptances in SoG 
	Year
	Gender
	Apply
	Offers
	Accept

	
2016
	Female
	867
	830
	154

	
	Male
	576
	518
	108

	
	% Female
	60
	62
	59

	2017
	Female
	745
	693
	147

	
	Male
	497
	428
	85

	
	% Female
	60
	62
	63

	2018
	Female
	988
	938
	192

	
	Male
	658
	611
	113

	
	% Female
	60
	61
	63



1. Part time students
· There have been no part time students in the last 3 years up to September 2018 in either school.
· Both SEE and SoG had one successful female application each in 2017/2018 which started in 2018/2019. 
1. Degree Classifications
· Figure 4.2 shows that across the sector and reflected in SoG and SEE the female undergraduates attain a higher degree classification than the males. In comparison, the males have a higher proportion of 11(ii) and 111. (Action 4.1) 



[bookmark: _Toc106124]


Figure 4.2: Degree classification by gender in SEE, SoG and compared to Sector data
[image: ]
Action
 4.1 – Achieve gender parity in degree classifications across the faculty
 



Numbers of men and women on postgraduate taught degrees 
Full- and part-time. Provide data on course application, offers and acceptance rates and degree completion rates by gender.
1. Full time students
· Figure 4.3 shows there has been an increase in female PGT students in all three schools. 
· In SEE and ITS, the proportions of female students is close to the national discipline average, with ITS showing a steady increase to overtake the national figures in 2016/17. 
· In SoG, the proportions of female students is below the national discipline average. This is partly because the PGT programmes SoG offers are dominated by MSc (2017 MSc 84 students compared to 6 on the MA, 2018 no MA students) thus the discipline average is not wholly applicable. 
The percentage of female PGT students in ITS has increased from 26% to 42%, due to concerted efforts by the Alumni Officer and Marketing Manager to raise the profile of ITS as a female-friendly study environment. Actions included online Q&A sessions at the pre and post application stages; we do not have data pertaining to gender of attendees but will collect this during Action 4.2. These sessions are hosted mainly by male academic staff, in the roles of Admissions Lead, Programme Leader or Dissertation Lead. Part of Action 4.2 is to redress the gender balance in these roles. ITS has strong and fruitful links with their alumni, with focussed attention in recent years on female representation as speakers at alumni events (4/6 were female) and 30% of alumni profiles being female. There is further improvement to be made, especially with regards the Alumni Seminar Series (3/9 speakers were female) and the Employability Events, which tend to attract male representatives from key employers. For the latter, the Employability Team will prompt employers to ensure diversity and we will monitor this is future years (Action 4.3). Good practice in ITS will be rolled out, especially to SoG (Action 4.5).
[bookmark: _Ref536799604][bookmark: _Toc106121]




Figure 4.3: Percentage of female full time PGTs in SEE, SoG and ITS compared to National figures

· More male than females students apply to PGT in all three Schools. There is no evident gender bias in the PGT application process for any of the three schools (Tables 4.3 - 4.5), with roughly consistent female proportions at the application, offer and acceptance stages. 
· In ITS, the traditionally low conversion rate for female PGTs (24% in 2015/16), has almost doubled to 41%. This is likely a reflection of the activities noted above and aligned to Actions 4.2 and 4.3.
Table 4.3: Numbers of full time PGT, offers and acceptances in SEE 
	Year
	Gender
	Apply
	Offers
	Accept

	
2016
	Female
	456
	282
	89

	
	Male
	707
	321
	101

	
	% Female
	39
	47
	47

	2017
	Female
	571
	325
	90

	
	Male
	854
	393
	123

	
	% Female
	40
	45
	42

	2018
	Female
	590
	440
	129

	
	Male
	740
	479
	163

	
	% Female
	44
	48
	44




Table 1.4: Numbers of full time PGT, offers and acceptances in SoG 
	Year
	Gender
	Apply
	Offers
	Accept

	
2016
	Female
	96
	83
	17

	
	Male
	170
	121
	24

	
	% Female
	36
	41
	41

	2017
	Female
	118
	87
	17

	
	Male
	220
	157
	32

	
	% Female
	35
	36
	35

	2018
	Female
	139
	115
	19

	
	Male
	228
	168
	27

	
	% Female
	38
	41
	41



Table 4.5: Numbers of full time PGT, offers and acceptances in ITS 
	Year
	Gender
	Apply
	Offers
	Accept

	
2016
	Female
	156
	130
	21

	
	Male
	353
	293
	65

	
	% Female
	31
	31
	24

	2017
	Female
	167
	135
	31

	
	Male
	312
	231
	64

	
	% Female
	35
	37
	33

	2018
	Female
	181
	162
	35

	
	Male
	357
	283
	50

	
	% Female
	34
	36
	41






1. Part time students
· The activities outline above for ITS appear to have been equally effective for the part time PGT with an increase (from 17% to 40%) in the percentage of female students in ITS over the last 3 years, and above the national average, Figure . 
· The proportion of female part time PGT students in SoG is just below the national average and is similar to full time students.  
· The % female students in SEE has decreased from 60% to 50%, see Table 4.6, though is still a good gender split and around the national average. The gender bias in 2016 is likely to be related to the specific applications that year and small numbers, Table 4.6. (Action 4.4)
· There is no evident gender bias in the PGT application process in SoG (Table 4.7) or ITS (Table 4.8), with consistent female proportions at the application, offer and acceptance stages. 
[bookmark: _Ref536811872][bookmark: _Toc106122]Figure 4.4: Percentage of female part time PGTs in SEE, SoG and ITS compared to National figures







Table 4.6: Numbers of part time PGT, offers and acceptances in SEE 
	Year
	Gender
	Apply
	Offers
	Accept

	
2016
	Female
	17
	13
	8

	
	Male
	17
	5
	3

	
	% Female
	50
	72
	73

	2017
	Female
	18
	9
	7

	
	Male
	27
	15
	5

	
	% Female
	40
	38
	58

	2018
	Female
	20
	17
	7

	
	Male
	22
	16
	8

	
	% Female
	48
	52
	47



Table 4.7: Numbers of part time PGT, offers and acceptances in SoG
	Year
	Gender
	Apply
	Offers
	Accept

	
2016
	Female
	47
	39
	21

	
	Male
	77
	67
	35

	
	% Female
	38
	37
	38

	2017
	Female
	26
	22
	16

	
	Male
	57
	45
	23

	
	% Female
	31
	33
	41

	2018
	Female
	28
	23
	17

	
	Male
	58
	42
	25

	
	% Female
	33
	35
	40



Table 4.8: Numbers of part time PGT, offers and acceptances in ITS 
	Year
	Gender
	Apply
	Offers
	Accept

	
2016
	Female
	8
	5
	2

	
	Male
	12
	8
	4

	
	% Female
	40
	38
	33

	2017
	Female
	8
	8
	4

	
	Male
	15
	13
	6

	
	% Female
	35
	38
	40

	2018
	Female
	10
	9
	6

	
	Male
	17
	16
	12

	
	% Female
	37
	36
	33


Actions
4.2 – Promote ITS as a female-friendly environment
4.3 – Increase visibility of women at ITS alumni, employability and networking events
4.4 – Work towards gender balance in full and part-time students at all levels across the faculty
4.5 – Promote FoE as a gender equal place to study

Numbers of men and women on postgraduate research degrees
Full- and part-time. Provide data on course application, offers, acceptance and degree completion rates by gender.
1. Full time students
· The numbers of PGRs in the Faculty have remained relatively stable over the past three years, Figure 4.5. 
· The percentage of female PGRs is close to the national average in both the SEE and SoG, at around 45%. 
· The percentage of female students in ITS is above the national average. 
Figure 4.5: Percentage of female full time PGRs in SEE, SoG and ITS compared to National figures 

· Table 4.9 shows SEE may be experiencing a slight decreasing trend in female acceptances (48% in 2016 to 32% in 2018) with no change in the percentage of female applications. (Action 4.4)  
· The SoG have doubled the number of female applications, Table 4.10. 
· Conversion rates in ITS for female PGRs show a steady increase, Table 4.11, currently 50% compared to 29% 2016. This shift coincides with the activities outlined above. 
Table 4.9: Numbers of full time PGR, offers and acceptances by gender in SEE 
	Year
	Gender
	Apply
	Offers
	Accept

	
2016
	Female
	214
	46
	35

	
	Male
	317
	60
	38

	
	% Female
	41
	43
	48

	2017
	Female
	281
	44
	29

	
	Male
	424
	78
	41

	
	% Female
	40
	36
	41

	2018
	Female
	254
	35
	22

	
	Male
	374
	67
	46

	
	% Female
	40
	34
	32




Table 4.10: Numbers of full time PGR, offers and acceptances by gender in SoG 
	Year
	Gender
	Apply
	Offers
	Accept

	
2016
	Female
	42
	28
	13

	
	Male
	73
	35
	15

	
	% Female
	37
	44
	46

	2017
	Female
	40
	25
	14

	
	Male
	79
	38
	23

	
	% Female
	34
	40
	38

	2018
	Female
	84
	50
	31

	
	Male
	98
	43
	27

	
	% Female
	46
	54
	53



Table 4.11: Numbers of full time PGR, offers and acceptances by gender in ITS)
	Year
	Gender
	Apply
	Offers
	Accept

	
2016
	Female
	24
	11
	8

	
	Male
	78
	35
	20

	
	% Female
	24
	24
	29

	2017
	Female
	17
	8
	5

	
	Male
	70
	35
	20

	
	% Female
	20
	19
	20

	2018
	Female
	29
	19
	11

	
	Male
	52
	27
	11

	
	% Female
	36
	41
	50



1. Part time students
· The number of part time PGRs are very small and remain stable, Figure 4.6. 
· In SEE and SoG there is no gender bias, and parity with the national figures.
· In ITS the females are under-represented and slight disparity with the national figures.  This is opposite to the trend in the rest of ITS degree levels with the female % being at or above the national average.  (Action 4.3 and 4.4)
[bookmark: _Toc106123]






Figure 4.6: Percentage of female part time PGRs in SEE, SoG and ITS compared to National figures

· The numbers for application to offers for part time PGR students are very small but shows little bias across the 3 schools, Tables 4.12-4.14.

Table 4.12: Numbers of part time PGR, applications, offers and acceptances in SEE
	Year
	Gender
	Apply
	Offers
	Accept

	
2016
	Female
	6
	2
	1

	
	Male
	11
	5
	5

	
	% Female
	35
	29
	17

	2017
	Female
	4
	1
	0

	
	Male
	4
	0
	0

	
	% Female
	50
	100
	/

	2018
	Female
	2
	1
	1

	
	Male
	8
	3
	3

	
	% Female
	20
	25
	25



Table 4.13: Numbers of part time PGR, applications, offers and acceptances in SoG 
	Year
	Gender
	Apply
	Offers
	Accept

	
2016
	Female
	5
	4
	2

	
	Male
	2
	1
	1

	
	% Female
	71
	80
	67

	2017
	Female
	2
	1
	1

	
	Male
	2
	1
	1

	
	% Female
	50
	50
	50

	2018
	Female
	2
	1
	1

	
	Male
	3
	1
	1

	
	% Female
	40
	50
	50


Table 4.14: Numbers of part time PGR, applications, offers and acceptances in ITS 
	Year
	Gender
	Apply
	Offers
	Accept

	
2016
	Female
	1
	0
	0

	
	Male
	7
	2
	2

	
	% Female
	13
	0
	0

	2017
	Female
	1
	1
	1

	
	Male
	4
	2
	2

	
	% Female
	20
	33
	33

	2018
	Female
	0
	0
	0

	
	Male
	7
	3
	1

	
	% Female
	0
	0
	0


· In SEE and SoG, the time taken for students to complete their studies is not gender biased, Figure 4.7; however in ITS, it appears to take the male students longer to complete. (Action 4.6)  
Figure 4.7: Average time by gender to complete PGR degree by year
[image: ] 
Action
4.6 – Achieve equality in time taken for completion amongst PGRs


Progression pipeline between undergraduate and postgraduate student levels
Identify and comment on any issues in the pipeline between undergraduate and postgraduate degrees. 
· There is a drop in the % female after UG to postgraduate in SoG as shown in Figure 4.8. Action 4.5 will investigate this. 
· The steady increase in % female in UG in SEE is higher than PGT and PGR creating an impression of a drop in the pipeline in 2018. 
· Actions 4.4 and 4.5 will work towards increasing the % female at PGR and PGT in the faculty. 
· Figure 4.9 shows the drop in %F from PGR to Researchers (Action 4.8 will investigate this).

Figure 4.8: Percentage of full time female students in SEE, SoG and ITS by degree type
[image: ]








Figure 4.9: Percentage of Females from UG to professor in the Faculty
[image: ]
0. [bookmark: _Toc106105]Academic and research staff data
1. Academic staff by grade, contract function and gender: research-only, teaching and research or teaching-only
[bookmark: _Toc106140]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.
The data presented below are based on staff head-count.
· The total number of FoE staff has increased over and the last three years.  
· The % of female staff in the faculty has remained the same since 2011 at ~32%. Table 4.15, (Action 4.9). 
Table 4.15: Total number of Staff in FoE (Academic, Teaching and Research only) 
	
	2016
	2017
	2018

	Female
	125
	133
	146

	Male
	274
	292
	306

	Total
	399
	425
	452

	% Female
	31
	31
	32



· [bookmark: _Toc106126]Figure 4.10 shows the gender balance in all grades of staff in the faculty. 
· The UAFs, all recruited in the last 5 years, have an even gender balance at 59 – 53% Females.
· There has been no change in the % female researchers (35%) and associate professors (AP) 23% which both remain biased low (Action 4.8 and 4.9). 
· There has been a steady increase in the % of female professors (12 to 18%) and lecturers (40 to 46%). 
· The numbers of Teaching Assistants (TA) and Teaching Fellows (TF) is very small across the faculty (< 10) but no gender bias is apparent.
Figure 4.10: Percentage of female staff in FoE by staff category

[bookmark: _Toc106142]

· The pattern seen at Faculty level is mirrored at school level too, Table 4.16.
· Across SEE and ITS the gender balance at the UAF level has generally been at or above 50%. In SoG the % female has dropped from 67% to 33%. This is due to small numbers and an increase in number of male UAF. 
· There is an increase in the % female researchers in SoG (35-44%) and ITS (19-24%) while there has been a decrease in the SEE (41-35%). The number of female researchers in SEE has remained the same, the change is due to a higher intake of male researchers since 2016. 
· SoG had 3 part time TA in 2016, 2 male and 1 female. In 2017 1 male and 1 female were promoted to part time TF and by 2018 there were 2 male and 2 female part time TF through promotion and recriument.








Table 4.16: Percentage of female staff by school and staff category for Academic staff
	
	SEE
	SoG
	ITS

	
	2016
	2017
	2018
	2016
	2017
	2018
	2016
	2017
	2018

	Research 
	41
	38
	35
	35
	31
	44
	19
	22
	24

	Lecturer 
	39
	42
	49
	41
	44
	46
	43
	38
	38

	University Academic Fellow
	55
	54
	54
	67
	50
	33
	67
	50
	67

	Associate Professor
	21
	30
	27
	24
	18
	18
	25
	17
	14

	Professor 
	8
	7
	13
	6
	11
	14
	29
	33
	38

	Teaching Assistant
	57
	63
	57
	33
	0
	0
	0
	0
	0

	Teaching Fellow
	0
	0
	50
	0
	50
	50
	0
	0
	0



There is not a standard pathway for transitioning technical staff to academic roles. 

Academic and research staff by grade on fixed-term, open-ended/permanent and zero-hour contracts by gender
Comment on the proportions of men and women on these contracts. Comment on what is being done to ensure continuity of employment and to address any other issues, including redeployment schemes.  
There are 3 types of contracts used in the faculty, they are Permanent (P), open-ended contracts with fixed funding (FF) and Fixed Term (FT) contracts. FF contracts are used for those people who have been employed for more than 4 years on FT contacts. The FF contracts give the staff the same security and benefits as P contract staff, such as redundancy policies. They are still under pinned by short term funding so there is the risk of redundancy at the end of each funding term.

The main contact type in the faculty is Permanent (P) for both genders, as shown in Figure 4.11. More females are on FT contracts than males (35% compared to 25%) with the males being on P instead. This may be due to the higher % males in the higher pay grades, which are typically on P contracts. (Action 4.7)









[bookmark: _Toc106127]Figure 4.11: Faculty of Environment gender split by contract types for the last 3 years

[image: ]

· In SEE, there is a bias in staff on P contracts, female staff (40, 45, 45%) compared to male staff (61, 59, 58%), Figure 4.12, resulting in a higher proportion of females on both FF and FT contracts. SEE have started to address this with having gender-balanced interview panels and (Action 4.7).
· SoG has ~66% of its staff from both genders on P contracts, Figure 4.13. 
· ITS has more females than males on P contracts, Figure 4.14.
· In ITS and SoG, only a very small proportion of staff are on FF contracts with no gender bias.

[bookmark: _Toc106128]Figure 4.12: Gender split for staff in SEE across the 3 contract types [image: ]
Figure 4.13: Gender split for staff in SoG across the 3 contract types
[bookmark: _Toc106129][bookmark: _Toc106130][image: ]

Figure 4.12: Gender split for staff in ITS across the 3 contract types 
[image: ]

· Figure 4.15 shows the use of contracts for the whole faculty at different pay grades. FF contracts are only used in the lower grade jobs. 
· There is a small % of lecturers and professors on FT contracts with a higher % of female staff than male staff (Action 4.7). 
[bookmark: _Toc106131]Figure 4.15: Contract type for the different job types across the last three years and for both genders for the whole faculty
[image: ]

Academic leavers by grade and gender and full/part-time status 
Comment on the reasons academic staff leave the department, any differences by gender and the mechanisms for collecting this data.  
· Overall turnover is low for the faculty, averaging 50 staff (full and part time) across the three schools (11% of the 2018 staff total) and so the analysis is not broken down further by School. Tables 4.17 – 4.19 show the staff turnover for the faculty by gender and job category. 
· There is no gender bias in the % leavers for any staff category. 
· There was high turnover in the TF and TA categories in 2018 in both genders. The high % were due to the small numbers of these staff. 
· In 2018 there was a higher % of male lecturers who left but these a down to a few extra individuals leaving. 
[bookmark: _Toc106143]Table 4.27: FoE staff turnover numbers for 2015/2016 by staff category
	2016
	Staff in post
	No. of leavers
	% Turnover

	
	Male
	Female
	Total
	Male
	Female
	Total
	Male
	Female
	Total

	Research 
	106
	60
	166
	23
	12
	35
	22
	20
	21

	Lecturer 
	39
	26
	65
	1
	0
	1
	3
	0
	2

	University Academic Fellow
	7
	10
	17
	0
	0
	0
	0
	0
	0

	Associate Professor
	56
	16
	72
	3
	0
	3
	5
	0
	4

	Professor 
	61
	8
	69
	4
	0
	4
	7
	0
	6

	
	
	
	
	
	
	
	
	
	

	Teaching Assistant
	5
	5
	10
	0
	1
	1
	0
	20
	10

	Teaching Fellow
	0
	0
	0
	0
	0
	0
	0
	0
	0

	Total 
	274
	125
	399
	31
	13
	44
	11
	6
	11


[bookmark: _Toc106144]Table 4.38: FoE staff turnover numbers for 2016/2017 by staff category
	2017
	Staff in post
	No. of leavers
	% Turnover

	
	Male
	Female
	Total
	Male
	Female
	Total
	Male
	Female
	Total

	Research 
	123
	63
	186
	24
	18
	42
	20
	29
	23

	Lecturer 
	35
	25
	60
	2
	0
	2
	6
	0
	3

	University Academic Fellow
	10
	11
	21
	0
	0
	0
	0
	0
	0

	Associate Professor
	53
	18
	71
	1
	2
	3
	2
	0
	4

	Professor 
	66
	10
	76
	1
	0
	1
	2
	0
	1

	
	
	
	
	
	
	
	
	
	

	Teaching Assistant
	4
	5
	9
	0
	0
	0
	0
	0
	0

	Teaching Fellow
	1
	1
	2
	0
	0
	0
	0
	0
	0

	Total
	292
	133
	425
	28
	20
	48
	10
	6
	11


Table 4.19: FoE staff turnover numbers for 2017/2018 by staff category
	2018
	Staff in post
	No. of leavers
	% Turnover

	
	Male
	Female
	Total
	Male
	Female
	Total
	Male
	Female
	Total

	Research 
	133
	70
	203
	32
	10
	42
	24
	14
	21

	Lecturer 
	30
	26
	56
	5
	2
	7
	17
	8
	13

	University Academic Fellow
	9
	10
	19
	1
	0
	1
	11
	0
	5

	Associate Professor
	57
	17
	74
	2
	0
	2
	4
	0
	3

	Professor 
	70
	15
	85
	2
	0
	2
	3
	0
	2

	
	
	
	
	
	
	
	
	
	

	Teaching Assistant
	3
	4
	7
	0
	2
	2
	0
	50
	29

	Teaching Fellow
	4
	4
	8
	2
	1
	3
	50
	25
	38

	Total
	306
	146
	452
	44
	15
	59
	14
	10
	13




· Approximately 7% of turnover each year is as a result of expiry of FT or FF research contracts (In-Voluntary Leavers), with no gender bias, see Table 4.20.
· There is no gender bias in turnover of voluntary leavers, approximately 5%.
 
An action that is already in place is the consultation meeting. 6 months prior to the end of FT or FF contracts the staff member meets with HR and the DHoS. Discussions focus on funding availability, options for further employment and access to the redeployment list. All jobs are advertised internally on the redeployment list before being advertise externally. A candidate has to match 70% of a job criteria to be interviewed. An example of this being successful is for [Redacted]. When her research FF contract ended she successfully gained a more supporting role of [Redacted]. The process enabled her to apply current skills to a new job type thus gaining new skills. (Action 4.7)
Table 4.20: Voluntary and In-voluntary leaves by % of total staff in post for each school and faculty by year and gender

	
	
	Leavers - Voluntary 
	Leavers - Involuntary 

	
	
	Male
	Female
	Male
	Female

	SEE
	2016
	5
	4
	9
	5

	
	2017
	2
	3
	8
	10

	
	2018
	6
	4
	8
	6

	SoG
	2016
	0
	17
	7
	8

	
	2017
	1
	12
	4
	12

	
	2018
	8
	3
	6
	10

	ITS
	2016
	9
	0
	0
	0

	
	2017
	11
	6
	2
	6

	
	2018
	6
	0
	10
	5


Actions
4.7 - Investigate and address the gender imbalance in contract type and links with retention
4.8 - Investigate key points in the ‘leaky pipe’, and design further action to address them.
4.9 - Work towards gender parity in faculty staffing: Increase %F staff across the faculty towards gender parity; Increase %M amongst clerical PSS staff).

[Word count 1996]

[bookmark: _Toc106106]Supporting and advancing women’s careers
[bookmark: _Toc106107]Recommended word count: Bronze: 6000 words  |  Silver: 6500 words
5.1.      Key career transition points: academic staff
[bookmark: _ww1vg3oubcr](i)     Recruitment
Break down data by gender and grade for applications to academic posts including shortlisted candidates, offer and acceptance rates. Comment on how the department’s recruitment processes ensure that women (and men where there is an underrepresentation in numbers) are encouraged to apply.
The FoE follows University of Leeds (UoL) recruitment protocols, including initial advertisement on the redeployment register (2 weeks) to maximise opportunities for current staff, especially those approaching the end of fixed term contracts. 
[bookmark: _Hlk2838784]All staff involved in recruitment must have completed UoL online equality and inclusion (E&I) training. Within FoE we also schedule face-to-face training from an external provider (see 5.3(i)). Correspondingly, 69% in 2018 and % in 2019 of staff agree that they have completed E&I training. However, only 56% (2018) agree they have had unconscious bias training. We will review the content of face-to-face training to increase emphasis on unconscious bias.
To support women through recruitment we reviewed the images used in advertisements to ensure they feature women (Figure 5.1). Single gender appointment panels are not allowed. All male shortlists are questioned, and now only occur in disciplines which are nationally male-dominated (e.g. geophysics).
Figure 5.1: Images used in FoE job advertisements
[image: ]
The applications we receive for all posts are male dominated (Figure 5.2), with a trend towards parity. Shortlisted candidates and appointments are closer to gender parity than applicants, also with increases over time for academic roles (Figures 5.3 and 5.4). For lecturers, researchers, and teaching fellows the success rates of female applicants are similar to or higher than males (Table 5.1). For professor and associate professor numbers are small, however there is no evidence for overall gender bias. 
Therefore our appointment process rewards strong female applicants, and recruitment of women is helping to move our staff towards gender parity. We now aim to attract more female applicants for posts in traditionally male dominated subjects (e.g. transport, geophysics). We will use discipline-specific images of women, and advertise such posts through national networks of female scientists such as Women in Transport.
Figure 5.2: Male to female ratio for applications










Figure 5.3: Male to female ratio for interviews

Figure 5.4: Male to female ratio for appointments

Table 5.1: % Female of applicants, shortlisted candidates and appointments for academic roles.
	Role
	Year
	Applications
	Interviewed
	Appointed

	Professor - G10
	2015/16
	33
	33
	50

	
	2016/17
	0
	0
	0

	
	2017/18
	0
	0
	0

	Assoc Prof - G9
	2015/16
	29
	33
	33

	
	2016/17
	0
	0
	0

	
	2017/18
	67
	67
	50

	UAF
	2015/16
	29
	28
	42

	
	2016/17
	22
	29
	60

	
	2017/18
	41
	65
	83

	Research
	2015/16
	31
	35
	57

	
	2016/17
	36
	34
	28

	
	2017/18
	34
	41
	40

	Teaching Fellow
	2015/16
	20
	0
	0

	
	2016/17
	22
	17
	25

	
	2017/18
	22
	33
	43



Recruitment of professional and support staff (PSS) follows similar patterns. Female applicants show higher success rates than males (Table 5.2), leading to strong recruitment of women (Figures 5.5, 5.6, 5.7). For professional and managerial roles there is approximate gender parity. However, clerical roles attract twice as many female as male applicants, and technical roles attract male dominated applicants. Recruitment of technical staff is approaching gender parity, therefore we will be explore how to attract high quality male applicants for clerical roles.




Table 5.2: % Female of applicants, shortlisted candidates and appointments for professional and support staff
	Role
	Year
	Applications
	Interviews
	Appointments

	Professional and managerial
	2015/16
	46
	67
	60

	
	2016/17
	47
	52
	43

	
	2017/18
	46
	65
	78

	Clerical support
	2015/16
	64
	73
	73

	
	2016/17
	65
	75
	85

	
	2017/18
	64
	72
	78

	Technical support
	2015/16
	27
	18
	25

	
	2016/17
	0
	0
	0

	
	2017/18
	43
	60
	67


Figure 5.5: Male to female ratio for professional and support staff applications


Figure 5.6: Male to female ratio for professional and support staff interviews

Figure 5.7: Male to female ratio for professional and support staff appointments
Action
5.1 - Work towards equal recruitment of women and men, especially in the more male dominated disciplines (e.g. geophysics), and in clerical roles.

(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.
Induction varies by role, grade and school but has the following elements, delivered by Administrative Support Managers (ASM) and line managers. A ‘new starter database’ triggers preparation of office space, keys, pigeonhole, and computers. All staff receive documents and/or links with essential information. In SEE this has recently been overhauled into a SharePoint induction website, and staff receive the link before they start. It includes school-specific policies, practices and contacts, and links to UoL information. Starters are given a tour, introduced to key colleagues, and meet with their line manager. In SEE “Welcome Meetings” with the HoS are held in October, January and April (key recruitment times) with all new staff invited. These operate mostly as open Q&As, to ensure relevance. We will roll out the best induction practices (e.g. SEE SharePoint website, welcome meetings) across FoE.
For University Academic Fellows, and staff new to teaching a ‘mentor’ is assigned. These are not mentors in the strictest sense (as they are part of line management) but provide crucial advice on aspects of the academic role. 
All new staff are initially on probation and assigned a probation advisor, usually their line manager, with whom they have meetings at prescribed intervals (electronic reminders are sent) to set and review probation objectives. Probation criteria have recently been standardised in FoE for each role and grade to ensure consistency, through provision of template probation documents. Criteria are adapted as appropriate by the probation advisor, but large deviations require HoS approval. Probation is passed after submittal of a short document detailing how criteria were met, signed off by the advisor and HoS.Action	
5.2 - Ensure all new starters have easy access to induction information.

1.      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. 
We follow the UoL promotions process in which promotion is discussed during annual Staff Review and Development Scheme (SRDS) meetings. Staff self-identify, and prepare applications against set criteria available on central HR web pages, for which FoE benchmarks are provided. Criteria distinguish between Research and Innovation, Student Education and Academic Leadership (grade 10) routes, with scope for crossover. Career breaks are taken into account, salary scales are standard and public. Applications are considered by a panel, with decision making led by a trained independent representative from outside FoE. Feedback is provided in all cases.
Since 2015 increasing numbers of female staff have been promoted, with a reduced gender imbalance in applications (Tables 5.3, 5.4, Figure 5.8). Four women achieved promotion to grade 10, contributing to increases in female professors.
Table 5.3: Numbers of promotion applications and successes, and percentages of staff applying and success rates, by grade/role, gender and year.
	
	Success rate (%)

	 
	Year
	Gender
	Eligible Staff 
	Applications
	Success
	% of staff who submitted an application 
	Success rate of applications

	Associate Prof to Professor 
(Grade 9 to Grade 10)
	2015/16
	Female
	16
	2
	2
	13
	100

	
	
	Male
	56
	2
	2
	4
	100

	
	
	% Female
	22
	50
	50

	
	2016/17
	Female
	18
	2
	2
	11
	100

	
	
	Male
	53
	4
	4
	8
	100

	
	
	% Female
	25
	33
	33

	
	2017/18
	Female
	17 
	 3
	3 
	 18
	 100

	
	
	Male
	56
	 2
	1 
	 4
	50 

	
	
	% Female
	23
	0
	0

	Other Academic staff promotions
	2015/16
	Female
	36
	4
	4
	 11
	100

	
	
	Male
	45
	18
	15
	 40
	83

	
	
	% Female
	44 
	18
	21

	
	2016/17
	Female
	36
	5
	3
	14 
	60

	
	
	Male
	45
	5
	4
	11 
	80

	
	
	% Female
	44
	44
	33

	
	2017/18
	Female
	35
	 5
	4 
	 14
	80

	
	
	Male
	42
	 7
	7 
	 17
	 100

	
	
	% Female
	45
	0
	0

	Research staff promotions
	2015/16
	Female
	60 
	0
	0
	na
	na

	
	
	Male
	 106
	0
	0
	na
	na

	
	
	% Female
	36
	0
	0

	
	2016/17
	Female
	63 
	4
	4
	 6
	100

	
	
	Male
	 123
	0
	0
	na
	na

	
	
	% Female
	34
	100
	100

	
	2017/18
	Female
	 70
	1 
	1 
	 1
	 100

	
	
	Male
	 130
	3 
	3 
	2 
	100 

	
	
	% Female
	35
	25
	25

	Teaching staff promotions
	2015/16
	Female
	 5
	0
	0
	na
	na

	
	
	Male
	 6
	0
	0
	na
	na

	
	
	% Female
	45
	0
	0

	
	2016/17
	Female
	 6
	1
	1
	 17
	100

	
	
	Male
	 5
	2
	2
	 40
	100

	
	
	% Female
	55
	50
	50

	
	2017/18
	Female
	 9
	 0
	0 
	 na
	na 

	
	
	Male
	 7
	 0
	0 
	na 
	 na

	
	
	% Female
	56
	0
	0


Table 5.4: Additional data on part-time staff
	Year
	Focus on part time staff (also included in above table)

	2015-16
	[Redacted]

	2016-17
	[Redacted]

	2017-18
	[Redacted]





Figure 5.8: Applications and successful promotions

In 2017 and 2018 we ran promotions workshops, communicating the process, and providing support for preparation of applications. They were advertised and open to all academic staff, and led by HR officers and Prof. Dougill (Dean of Faculty, DoF). They had the following impact.
A total of 111 people attended a workshop, of whom 52% were female (31-32%F in all staff). Of the 52 promotion applicants in the last 3 years 21 had attended a workshop, of whom 14 (67%) were female. Promotion success rates are very high, therefore amongst attendees 13 women and 6 men (68%F) were promoted. Thus workshops were particularly helpful to women in deciding to apply, and preparing applications. Annual workshops will continue. In addition individuals are provided with feedback on draft applications from colleagues who sit on promotion panels.
One of the women promoted to grade [Redacted] wrote to Prof. Dougill:
“I would like to particularly mention the usefulness of a workshop that you held some time ago in which you explained the promotion process. I felt that besides providing clarity on the process, that workshop was very empowering. Interestingly, looking backwards to that, I have noticed that myself, [name], [name] and a couple of others who were present at that workshop have now been promoted, which shows that it worked very well for us!” Staff Member, Female
The majority of staff agree (2018: 78%F, 71%M; 2019: 62%F, 66%M) that they understand the promotion process and criteria. However only 53-59% of staff (2018: 59%F, 53%M; 2019: 54%F, 59%M) agreed that the full range of skills were taken into account during promotion, and the promotions focus group suggested that the panel part of the process remains opaque. Staff were also unsure who to ask for feedback, and understanding of the student education route was poor. Further barriers included lack of time, feeling that application writing was not a valid work activity, and non-completion of SRDS. Actions on these issues have been initiated (see below).Action 
5.3 - Continue to inform all staff about the promotion process and support preparation of applications.


   Department submissions to the Research Excellence Framework (REF )
Provide data on the staff, by gender, submitted to REF versus those that were eligible. Compare this to the data for the Research Assessment Exercise 2008. Comment on any gender imbalances identified.
In all cases the pool of REF eligible staff was male dominated (69-90% male). In almost all in 2008 and 2014 women were a smaller proportion of the submitted staff than of the eligible pool (Table 5.5, Figure 5.9), with no improvement from 2008 to 2014. For REF 2021 all eligible staff have to be submitted, resulting in improved gender balance since 2014 (Table 5.5, Fig. 5.9). 

Table 5.5: Gender balance of the eligible and submitted staff pool, and percentages of eligible female and male staff who were submitted, for RAE 2008 and REF 2014
	UoA Name
	REF Year
	% Eligible Pool who are Female
	% Eligible Pool who are Male
	% of Submitted who are Female
	% of Submitted who are Male
	% of Eligible Submitted Female
	% of Eligible Submitted Male

	Earth Systems and Environmental Sciences
	2008
	18
	82
	15
	85
	75
	96

	
	2014
	22
	78
	18
	82
	63
	80

	
	2021
	31
	69
	31
	69
	100
	100

	Geography, Environmental Studies and Archaeology
	2008
	32
	68
	30
	70
	75
	82

	
	2014
	27
	73
	22
	78
	71
	91

	
	2021
	28
	72
	28
	72
	100
	100

	Civil and Construction Engineering
	2008
	10
	90
	13
	88
	100
	81

	
	2014
	24
	76
	16
	84
	42
	69

	
	2021
	24
	76
	24
	76
	100
	100




Figure 5.9: Numbers of staff submitted in RAE 2008 and REF 2014, and expected numbers for REF 2021

Note that subject groupings changed slightly between 2008 and 2014. FoE contributes most / all staff to Earth Systems, Environmental Science and Geography groups, but are a minor contributor to Civil and Construction Engineering. Therefore data for civil engineering includes staff outside FoE, except for REF 2021, for which data for only FoE staff are included.
The FoE contributes to three REF units of assessment. For two of those we are the dominant / only contributing faculty, and for the third (civil engineering) we are a minority contributor.
The gender balance of internal REF review panels has improved from 10-14 % for REF 2014 to 27-33 % for REF 2021 (now matches pool of eligible staff, Table 5.6), and there are now women in key roles leading REF preparation.
Under REF 2021 rules, our mechanisms for addressing staff gender balance will also increase the representation of women in REF, however the REF 2008 and 2014 data suggest female staff should be supported in producing high impact research. We will roll out existing mechanisms to support all staff with REF, such as seminars on how to maximise the REF scores of manuscripts in preparation, as well as building on successful writing retreats for female staff (see 5.3).



Table 5.6: Gender balance of internal REF review panels
	School
	REF Year
	Number Female Internal Reviewers
	Number Male Internal Reviewers
	% Female

	SEE
	2014
	2
	15
	12

	
	2021
	3
	8
	27

	SoG
	2014
	1
	9
	10

	
	2021
	2
	4
	33

	ITS
	2014
	3
	19
	14

	
	2021
	8
	19
	30



We are acting to mitigate the negative effect of REF on morale, by keeping confidential information about which publications are linked to individuals, and formalising guidelines for the provision of feedback following internal REF review. These state that feedback must be a consensus from 2 reviewers, and must be focused on the REF criteria.Actions
5.4 - Mitigate the negative impact of REF on staff morale
5.5 - Remover gender imbalance in grading of REF submissions

[bookmark: _8gnw6uj2fp4k]5.2.     Key career transition points: professional and support staff
[bookmark: _hu3safi7mbsb](i)     Induction 
Describe the induction and support provided to all new professional and support staff, at all levels. Comment on the uptake of this and how its effectiveness is reviewed.
The induction and probation processes for PSS staff are the same as for academic staff (see 5.1). 
[bookmark: _dmkzrxygx3v](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.
Promotion is discussed at SRDS. Provision of feedback and promotion mentoring of PSS staff has led to 12 promotion applications (67%F – higher than the pool of staff) since 15/16 (Figure 5.10) with 100% success rate (Table 5.7), therefore the support is effective. 
The promotion process for PSS staff is as described for academics, with a key additional requirement that a business case must be provided showing that the individual’s role is needed at a higher grade. Discussion with PSS line managers revealed that this is a major barrier to promotion applications, and accounts for lower percentages of eligible PSS staff applying for promotion compared to academic staff (0-9% and 0-40% respectively). This issue is driven by UoL policy. We will collect further information and suggestions through a focus group with PSS line managers, and feed these into the institutional SAT and Equality Policy Unit.
Figure 5.10: Numbers of professional and support staff promotions 









Table 5.7: Numbers of promotion applications and successes for professional and support staff, and application and success rates, by role, gender, and year
	 
	Year
	Gender
	Eligible Staff 
	Applic-
ations
	Success
	Percentage of staff submitting applications
	Success rate of applications

	Professional and managerial
	2015/16
	Female
	37 
	2
	2
	5 
	100

	
	
	Male
	 32
	0
	0
	 n/a
	n/a

	
	
	% Female
	 54
	100
	100
	 

	
	2016/17
	Female
	34 
	3
	3
	9 
	100

	
	
	Male
	 34
	0
	0
	 n/a
	n/a

	
	
	% Female
	 50
	100
	100
	 
	

	
	2017/18
	Female
	 42
	 5
	5 
	 12
	100 

	
	
	Male
	 29
	1 
	 1
	3 
	100 

	
	
	% Female
	59 
	80
	80
	 
	

	Clerical & technical support
	2015/16
	Female
	75 
	3
	3
	 4
	100

	
	
	Male
	 41
	2
	2
	5
	100

	
	
	% Female
	65 
	60
	60
	 
	

	
	2016/17
	Female
	 82
	0
	0
	 n/a
	n/a

	
	
	Male
	 37
	2
	2
	5 
	100

	
	
	% Female
	 69
	0
	0
	 
	

	
	2017/18
	Female
	 87
	2 
	2 
	 2
	 100

	
	
	Male
	 40
	1 
	1 
	3 
	 100

	
	
	% Female
	 69
	67
	67
	 
	


[bookmark: _ps4vsye516cz]
5.3.     Career development: academic staffAction
5.6 - Reduce barriers to promotion for PSS staff

[bookmark: _tjj8pxcvp2sm](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?
Female Staff
Leadership by female academics is supported through investing in participation in the Aurora Programme. We actively promote the programme using testimonies and meetings with previous participants, and by managers directly suggesting it to women who would benefit. This results in strong application numbers and filling of places. Since 2015/16, 7 individuals have participated, with clear impact including promotion, and taking on new leadership roles (e.g. [Redacted], becoming Director of Student Education and leading the Athena Swan SAT, and [Redacted] being awarded a prestigious ESRC Alan Turing Institute Fellowship):
“...I gained two strong and meaningful new friendships from within and outside my university… we ladies are supporting one another using independent coaching/mentoring meetings...  Moreover, if it wasn’t for Aurora I wouldn’t use the mentoring scheme offered at my University...  My assertiveness grew. I am now leading the Research Impact for REF for my school and going to deliver a seminar on “Amplifying Impact from Research”...” Aurora participant 2017/18
“The course encouraged me to set realistic forward thinking goals for myself and to achieve them...After completing Aurora I was significantly more confident to apply for promotion to Associate Professor which I was duly awarded. I was also confident to put myself forward as an independent representative on our School Steering Committee…” Aurora participant 2015/16
Early career researchers (ECRs) can access the UoL Women Rising programme, a 4-day course delivering knowledge and skills for developing an academic career. Development funding was provided by FoE, and we have had 2 FoE participants over 2 cohorts. Women Rising has been positively received:
“I would definitely recommend the course to anyone in the Faculty of Environment coming to the end of her PhD, or doing her first/second postdoc...It did give the time and space (and a bit of a kick) to think carefully about priorities and how to manage some challenging relationships with colleagues.” Women Rising Participant
We will now act to increase participation in Women Rising through direct suggestions to relevant individuals.

All Staff
Training needs of individuals are discussed and plans developed annually during SRDS meetings. Staff access UoL training through the Organisational Development and Professional Learning (OD&PL) unit. Courses cover an extensive range of topics.
Three leadership courses are available (since 2016). From FoE 23 individuals have participated, and representation of women (39%F) was higher than the whole staff body (31-32%F). Women were less well represented on the advanced course (56%F 'Learning to Lead course, versus 22%F 'Leadership Excellence Programme'). Qualitative evidence shows impact on individuals, who have applied the learning in leadership roles:
“I found my Leadership in Practice course to be excellent in providing tools and support that helps me with some of the more difficult aspects of the role.  There is access to an online coaching scheme (Thrive)… very helpful.” Leadership in Practice Attendant, Male
“I thoroughly enjoyed the Leadership Excellence programme. It… enabled me to practise my skills as a leader in a supportive, yet challenging environment.  Actively participating the workshops, discussing with my peer learning set and strategizing with my coach, all contributed to showing me that I had the skills to be a good leader.  I have endeavoured to bring what I have learned into my day to day interactions… and in developing a strategy for the faculty” Leadership Excellence Attendant, Female
Additional training is organised in FoE from external providers (e.g. first aid and mental health first aid for fieldwork). We have worked to maximise the proportion of colleagues who have had specialist E&I training. So far 221 and 206 staff have completed face to face and online training respectively (45 and 50%F). Feedback showed clear impact, with participants stating they would use their awareness of unconscious bias when appointing staff, planning teaching, and supervising students: 
‘I will make more effort to mitigate against unconscious bias when shortlisting and interviewing…’ E&I Training Participant, Anonymous
‘I will review my teaching practice to make interactive sessions more inclusive.’ E&I Training Participant, Anonymous
While training availability is good, staff have to pro-actively search for courses. We also feel that information on training needs within the FoE would be helpful. We will therefore run a training needs survey to inform course provision and targeted training communications. Further, access to specialist courses would be facilitated by an explicit budget and application procedure, therefore we will roll out the approach designed for PSS staff in SEE (see 5.4). Finally we will act to increase SRDS completion (see next section).Actions
5.7  - Collect information on staff training needs, enhance staff awareness of opportunities, and create transparent access to funding for external courses for all staff.
5.8 - Increase participation in internal and external leadership training for female staff.



 (ii)       Appraisal/development review
Describe current appraisal/development review schemes for staff at all levels, including postdoctoral researchers and provide data on uptake by gender. Provide details of any appraisal/review training offered and the uptake of this, as well as staff feedback about the process.  
All staff are expected to attend an annual Staff Review and Development Scheme (SRDS) meeting with their research group leader or other line manager, where plans, training needs, and promotion are discussed. Reviewers attend 3h training plus a 1h annual refresher, and are E&I trained. 
Academic staff also have an annual or biannual academic meeting (AAM or BAM) with HoS, DSE and DoR. In these teaching and research workloads are adjusted to protect work-life balance, and management express appreciation for strategically important work.
The SRDS and AAM processes were discussed at Academic Staff Forum in SoG (January 2018), which revealed that SRDS is highly appreciated by some staff, for whom it constitutes a form of mentoring. A considerable proportion (2018: 33%; 2019: 26%) of staff disagreed that they were offered a helpful annual appraisal (women were less likely to disagree (2018: 23%; 2019: 18%) than men (2018: 43%; 2019: 36%)). One respondent stated:
‘We get an annual review; I'm afraid I don't find it "helpful" - I'd rather spend the time getting on with the job; it's just a patronising waste of time’. Staff Member, Male
Correspondingly, non-completion rates for SRDS amongst academic staff are very low (Table 5.8), and non-completion of SRDS was highlighted as a barrier to preparing promotion applications. 
Table 5.8: Percentages of female and male academic staff who completed SRDS 
	
	Percentage of academic staff who completed SRDS

	
	2015/16
	2016/17
	2017/18

	Female 
	29
	48
	37

	Male 
	41
	52
	46



We therefore aim to enhance engagement with SRDS, and are planning enhanced chasing of completion, enhanced communication of the benefits of SRDS, review of reviewer training, introduction of more flexibility in reviewer-reviewee pairings, and collection of information on barriers perceived by male staff. Action
5.9 - Increase staff engagement with and completion of the SRDS process

(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. 


Mentoring
In 2018 60-61% of staff (2018: 63% F, 58%M) agreed they had the opportunity for useful mentoring. Therefore, during the summer of 2018 we shared best practice from SoG and ITS to design and publicise a FoE mentoring scheme, providing mentoring in its strictest sense (confidential, mentee driven, entirely separate from line management). This incorporates suggestions from the mentoring focus group – that schemes should be open to all staff, supported by materials to enhance understanding and benefits of mentoring, and publicised to raise awareness (via announcements at large staff meetings, newsletters, HR web pages, and in induction materials). Mentors are approached by the trained local contact in each school (Deputy HoS for Staff Development), once they have discussed with the mentee what kind of topics they would like to cover, and who they would feel comfortable speaking to. Materials and web links are provided to the mentor and mentee to help them structure their meetings. The scheme allows for establishment of relationships beyond schools, which tackles problems identified where teams within schools are small, and staff know all relevant potential mentors in their school ‘too well’. 
The scheme has resulted in 20 new mentoring relationships, with an even gender balance amongst both mentors and mentees, and strong uptake amongst ECRs. Impact was demonstrated by a greater proportion of staff agreeing they had access to helpful mentoring (64% F, 59% M) in 2019. Further, one mentee was supported as follows: 

“Having a mentor gave me the confidence to apply for my Fellowship, as it helped me decide that I wanted to have an academic career. Being able to talk to someone within the School was invaluable, as it showed me how much support and encouragement was available. ” Mentee, Female

Mentoring schemes require constant promotion to sustain uptake, therefore we will continue raising the profile of our mentoring scheme. Further, in line with focus group discussion, we will roll out allocation of workload credit for mentors to all schools. 
In addition to the FoE scheme, staff have an annual opportunity to sign up to the UoL scheme, which is useful when a mentee requires an external perspective.

Writing Retreats
Lack of useful blocks of time for writing is a problem for all academics, and focus groups on flexible working and return to work showed this is particularly acute for part time staff. Lack of time, and the feeling that it was not a valid work activity were identified as barriers to the preparation of promotion applications. To combat this we have run 3 sets of 1-day writing retreats (~6 months apart) for female staff, plus an event for female PGRs. 
Retreat are held away from FoE, but on campus to maximise accessibility. Dates are chosen to avoid school holidays and university teaching, and are advertised well in advance. Retreats are organised into timed writing blocks, with scheduled breaks, and participants discuss their writing goals with one another. Therefore retreats provide productive, protected writing time, networking and peer mentoring across all career stages.
Retreats have been attended by staff of all grades, and research support staff as well as academics. There have been a 55 attendances, and accounting for repeat attendance by individuals at least 48 women in FoE have benefited. Retreats have facilitated work on papers, proposals, promotion applications, press releases, book and thesis chapters, an interview presentation, and other tasks. Feedback shows that staff are unusually productive during retreats, and that the supportive, all female environment is very welcome. Comments on feedback forms include:
‘This is a brilliant event and I am pleasantly surprised. Meeting a great bunch of people who have the same goals… I will probably also start organising similar writing retreats within our research group and also join the next one with everyone again…’ Writing Retreat Attendant
‘Loved it again – very productive day. Really like it being women only… Coming to the next one for sure.’ Writing Retreat Attendant
Writing retreat facilitator training was run for PGRs, attended by men and women. All participants agreed that they would recommend the activity to their colleagues, and were likely to set up or join their own peer support writing group.
Thus writing retreats are now an important part of our culture of supporting career development in female staff, and provide a mechanism for supporting women in promotions, grant capture, and the REF. We will continue running writing retreats at least twice per year.Actions
5.10 - Increase participation of all staff groups as mentors and mentees in FoE mentoring scheme.
5.11 - Increase research grant proposal submission and success by female staff.

[bookmark: _1b0vlyqngd5g]
 (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).
Teaching across FoE is research led, which includes all taught students (UG and PGT) being mentored through independent research to produce a dissertation or geological mapping project.
Undergraduates can develop their research experience through a level 3 research placement modules, in which they contribute to ongoing research projects, and are often included as co-authors on publications (e.g. [Redacted]). Similar experience is gained through the extra-curricular Laidlaw Undergraduate Research and Leadership Scholarships, and FoE funded Research Experience Placements, which fund salaries and research costs for undergraduate students joining research projects teams, resulting in students having co-authorship on multiple papers, and presenting at international conferences. 
Postgraduate research students are supported through regular supervision, formation of training plans to include training courses on transferrable academic skills, and internal postgraduate conferences. They are also supported by supervisors to attend workshop series in support of applicants to postdoctoral fellowship schemes (see below). Female students finishing PhDs are eligible for the Women Rising programme (see section 5.3). Action
5.8 - Increase participation in internal and external leadership training for female staff.

[bookmark: _6bouowcunkcw]
 (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.
Staff are encouraged to seek internal review of proposals, and for many calls (e.g. Natural Environment Research Council (NERC) Discovery Science) this is compulsory. Before submission principle investigators must show they have responded to 2 internal reviews. For NERC calls, proposals are considered by a panel which mimics the research council panels. Further feedback is provided, and submission only allowed when there is a reasonably chance of success. This impacted success rates, which were 6-14% in 2013-2015, 10% following the first round of internal review, increasing to 40% by July 2018.
For some funders, targeted proposal workshop series are provided, and submission is conditional on attendance. These have recently resulted in women in FoE staff being awarded independent fellowships from NERC and EPSRC, as well as a European Research Council consolidator grant [Redacted]. 
Our data show that male staff make more applications than female staff, likely due to more female staff working part time. However, the number of applications made by female staff is increasing, and in 2016-17, women made more applications than men per permanent member of staff (Table 5.9, Figure 5.11). Male applicants are more successful than female applicants, but the female success rate is increasing and the gap has narrowed.







Table 5.9: Numbers of research grant applications by gender
	
	2015/16
	2016/17
	2017/18

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

	Total number of applications
	143
	461
	24%
	179
	516
	26%
	181
	488
	27%

	Number of successes
	42
	210
	17%
	73
	222
	25%
	84
	272
	24%

	Success rate
	29%
	46%
	
	41%
	43%
	
	46%
	56%
	

	Total applications per permanent male/female staff member
	2.17
	2.59
	
	2.56
	1.77
	
	2.45
	2.61
	

	Successful applications per permanent male/female staff member
	0.64
	1.18
	
	1.04
	1.22
	
	1.14
	1.45
	


Table 5.10: Monetary value of research funding applications by gender
	
	2015/16
	2016/17
	2017/18

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

	Total sum of successful applications
	£6,072,873
	£20,623,588
	30%
	£25,301,473
	£57,414,916
	31%
	£22,727,154
	£45,864,927
	33%

	Total sum of applications
	£19,319,321
	£45,489,195
	23%
	£10,508,413
	£23,577,191
	31%
	£7,541,006
	£17,743,889
	30%

	Success rate (% £ achieved)
	31%
	45%
	
	42%
	41%
	
	33%
	39%
	

	Size of application per permanent staff member
	£292,717
	£255,557
	
	£361,450
	£315,467
	
	£307,124
	£245,267
	

	Size of successful application per permanent staff member
	£92,013
	£115,863
	
	£150,120
	£129,545
	
	£101,905
	£94,887
	

	Average application size
	£135,100
	£98,675
	
	£141,349
	£111,269
	
	£125,564
	£93,986
	

	Average successful application size
	£144,592
	£98,208
	
	£143,951
	£106,204
	
	£89,774
	£65,235
	


Male staff apply for and are awarded more money in total than female staff, but the proportion of the total applied for by women is increasing (Table 5.10, Figure 5.11). Between 2015 and 2017 the average sizes of applications successful awards, were greater for male applicants, but in 2018 these were greater for female applicants. This is likely because amongst women a higher proportion of grant seeking staff are professors.
Overall the support provided is having an impact on proposal success rates. We will build on the increasing success of female staff through regular writing retreats, and by exploring mentoring during proposal preparation.
Figure 5.11. Research grant applications made and money awarded
[image: ]Action
5.11 - Increase research grant proposal submission and success by female staff.

 
[bookmark: _30drukv9gsqm]5.4.     Career development: professional and support staff
[bookmark: _oc7fb32an00h](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?
Professional and support staff have access to training through OD&PL, and plan their training during annual SRDS meetings. Further discussion is encouraged at any time. 
In 16/17 a Support Staff Training Budget was launched in SEE, providing £3,000 per year for external training or conferences. An application form is available via the intranet, and applications are considered at weekly management meetings. Uptake has increased steadily as staff have become aware (Table 5.11). 
Table 5.11: Training funded through the Support Staff Training Budget
	Year
	Details
	Staff Category
	Gender

	2016/17
 
	InDesign Course
	Administrative
	[Redacted]

	
	Lab Spills Course
	Technical
	[Redacted]

	2017/18
 
 
 
 
 
 
 
 
 
	Leading your Technical Team Course
	Technical
	[Redacted]

	
	Fork Lift Training
	All Technical
	[Redacted]

	
	Pyrolysis Seminar
	Technical
	[Redacted]

	
	Specialist hardware and software training
	Technical/Academic Related
	[Redacted]

	
	Annual Laser Safety Seminar
	Technical/Academic Related
	[Redacted]

	
	Institute for Science and Technology Conference
	Technical
	[Redacted]

	
	The Scientific Lab Show & Conference
	Technical
	[Redacted]

	
	Thermo Fisher Environmental Analysis Summit
	All Technical
	[Redacted]

	
	Geological Society Membership
	Academic Related
	[Redacted]

	
	IEMA Membership 
	Administrative
	[Redacted]

	2018/19
	SharePoint Course
	Administrative
	[Redacted]


Feedback on the scheme is very positive:
“The support staff training budget supported my efforts to become a better manager of technical staff by paying for my attendance at the “Leading Your Technical Team” training course. It was a fantastic opportunity to reflect on my practice as a technical manager and to network with technical managers from across the country.” Technical Staff Member
“The seminars and training particularly give bits of information which I might not need at the time but maybe a few months later someone will ask me a question or some new research will be proposed and I will at least have a lead on how to solve it.”Technical Staff Member
In spring 2018, in response to staff requests, we worked with OD&PL to provide a one-day Project Management training course. Administrative staff from FoE were given priority, and 5 attended (4 female and 1 male). 
Technical staff are managed at FoE level allowing opportunities for gaining experience in a wide range of research facilities. Technical staff are encouraged to exchange knowledge and experience through a Faculty Facilities staff forum, and are encouraged to achieve professional registration.
Funding is also provided in SoG for PSS staff to attend external training, but on an ad-hoc basis, relying on staff making requests. This is a less satisfactory mechanism, therefore the good practice pioneered in SEE will be rolled out to SoG and ITS. We will also review PSS staff needs through the planned survey of training needs (see 5.3 (i)).Action
5.7 - Collect information on staff training needs, enhance staff awareness of opportunities, and create transparent access to funding for external courses for all staff.

(ii)  Appraisal/development review 
Describe current appraisal/development review schemes for professional and support staff at all levels and provide data on uptake by gender. Provide details of any appraisal/review training offered and the uptake of this, as well as staff feedback about the process.
Professional and support staff are offered an annual SRDS meeting, and 70% agree (2019: 76%F, 58%M) they are offered a helpful annual appraisal, However, completion rates are low (Table 5.12). We plan to monitor and enhance SRDS completion rates, communicate the benefits of participation, and investigate barriers perceived by male staff (see section 5.3).
Table 5.12: Percentages of female and male PSS staff who completed SRDS Action
5.9 - Increase staff engagement with and completion of the SRDS process.

	
	Percentage of staff who completed SRDS

	
	2015/16
	2016/17
	2017/18

	Female 
	35
	33
	48

	Male 
	20
	28
	48


[bookmark: _i076kckjudjt] 
(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.
Staff have access to the UoL and FoE mentoring schemes. The FoE scheme has the particular benefit for PSS staff who want a mentor in a similar role, but not drawn from the sometimes small pool of similar staff within their own school. However, only 48% of PSS staff agree they have access to helpful mentoring opportunities (2019: 51%F, 42%M), and very few PSS staff have so far accessed the FoE scheme. Therefore we plan to continue promoting the scheme through newsletters, all staff meetings, away days, and PSS line managers.
Line managers provide one-to-one support to staff applying for promotion, producing high success rates (see 5.2). The majority 59% (2019: 60%F, 58%M) agree that they understand the promotions process, however a substantial minority disagrees. Career development workshops will be designed for PSS staff, and publicised via line managers.Action
5.6 - Reduce barriers to promotion of for PSS staff
5.10 - Increase participation of all staff groups as mentors and mentees in FoE mentoring scheme.

[bookmark: _utvmw8n2ikt7]5.5.     Flexible working and managing career breaks
1. [bookmark: _5sb73lll61il]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.
We have recently introduced a new policy covering return from family leave (maternity, adoption, shared parental leave, career breaks associated with caring), informed by a focus group held in 2016. The staff member going on leave meets with HR before they go so that they understand how their pay, and holiday are calculated, and know what support is available for staying in touch, and upon return. Managers discuss the forthcoming leave and how work will be covered with the individual.
[bookmark: _s7y9xvwnz60b](ii)       Cover and support for maternity and adoption leave: during leave
Explain what support the department offers to staff during maternity and adoption leave. 
Staff can be paid for up to 10 keeping in touch Keeping In Touch (KIT) days during maternity or adoption leave, and/or up to 20 Shared Parental Leave In Touch days (SPLIT), for which FoE funds the cost of childcare. Staff retain access to their e-mail account, stay on mailing lists, and stay in touch on previously agreed topics. Work is covered by temporary appointment, or secondment from existing teams. 
[bookmark: _4gqa92a4yqxt](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.  
Return to work is eased through phased return, and/or flexible working, plus one semester of rebalanced workload with activity focused on one activity (i.e. research or teaching for academics), and other workload backfilled by cover staff).
Funding is available for re-connection, including conference attendance or pilot projects. Examples include paying for extra childcare to allow international meeting attendance, and paying for family to also travel (below and case study for impact):
“When working 40% FTE I was asked to attend a 2 day meeting in [Redacted] that I had been organising. It meant I was away from home for 6 days. The fund helped cover extra nursery days for my (child) and before and after school club for my (child) allowing me to attend the meeting without leaving my partner having to miss work/meetings to allow me to do my job.” Research Staff Member, FemaleAction
5.12 - Increase awareness of the return to work policy, to ensure it is followed in all cases, and to maximise uptake of the support available.

 (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.
Maternity return rates amongst academic and teaching staff are 100% with the exception of one staff member who chose not to return (Fig. 5.12, Table 5.13), and are similar for PSS staff (Fig. 5.13, Table 5.14).
Return rates are lower for research staff, but increased from 33% in 15/16 to 83% in 17/18 (Table 5.12). The main reason for leaving was expiry of a fixed term contract. As detailed, we will collect staff experiences and enhance access to support for staff on FTCs.Action
5.13 - Increase return rate of research staff who take parental leave.
4.7 - Investigate and address the gender imbalance in contract type and links with retention




Table 5.13: Maternity leave numbers and return rates amongst academic, teaching and research staff[footnoteRef:2] Redacted due to low numbers [2:  Numbers of staff not returning, and in post 12 and 18 months after return should be compared to the number of staff starting leave in each period (not total number on leave during each period).
] 

	Year
	
	Academic
	Teaching 
	Research

	2015/16
	Started maternity leave
	
	
	

	
	On maternity leave during period
	
	
	

	
	Did not return
	
	
	

	
	Return rate (%)
	
	
	

	
	In post after 12 months
	
	
	

	
	In post after 18 months
	
	
	

	2016/17
	Started maternity leave
	
	
	

	
	On maternity leave during period
	
	
	

	
	Did not return
	
	
	

	
	Return rate (%)
	
	
	

	
	In post after 12 months
	
	
	

	
	In post after 18 months
	
	
	

	2017/18
	Started maternity leave
	
	
	

	
	On maternity leave during period
	
	
	

	
	Did not return
	
	
	

	
	Return rate (%)
	
	
	

	
	In post after 12 months
	
	
	

	
	In post after 18 months
	
	
	












Figure 5.12: Numbers and roles of staff starting maternity leave and numbers who did not return in each year. [Redacted due to low numbers]

Table 5.14: Maternity return rates for PSS staff in each year.

	Year
	
	Professional and Managerial
	Support

	2015/16
	Started maternity leave
	
	

	
	Did not return
	
	

	
	Return rate (%)
	
	

	2016/17
	Started maternity leave
	
	

	
	Did not return
	
	

	
	Return rate (%)
	
	

	2017/18
	Started maternity leave
	
	

	
	Did not return
	
	

	
	Return rate (%)
	
	






Figure 5.13: Numbers starting maternity leave and numbers who did not return for PSS staff in each year. [Redacted due to low numbers]

 
[bookmark: _quqn8u93bib0](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.
Individuals taking adoption and shared parental leave (Table 5.15) receive the same support as staff on maternity leave. It seems likely that paternity leave officially registered with HR may not fully capture uptake, as some male academics may organise their own workloads to avoid commitments at the appropriate time (as with work travel). We will hold a focus group to examine paternity, shared parental leave and flexible working amongst men to examine any barriers, and how they can be further promoted.Action
5.14 - Increase staff taking shared parental leave.




[bookmark: _GoBack]Table 5.15: Parental leave (zero indicated by no data, to make reading easier). [Redacted due to low numbers]
	
	Role
	Shared leave Male
	Shared leave Female
	Adoption leave
	Paternity leave

	2015/16
	Academic
	
	
	
	

	
	Research
	
	
	
	

	
	Teaching
	
	
	
	

	
	Professional & managerial
	
	
	
	

	
	Support
	
	
	
	

	2016/17
	Academic
	
	
	
	

	
	Research
	
	
	
	

	
	Teaching
	
	
	
	

	
	Professional & managerial
	
	
	
	

	
	Support
	
	
	
	

	2017/18
	Academic
	
	
	
	

	
	Research
	
	
	
	

	
	Teaching
	
	
	
	

	
	Professional & managerial
	
	
	
	

	
	Support
	
	
	
	


[bookmark: _8u7uhnm5dcnh](vi)      Flexible working
Provide information on the flexible working arrangements available.  
A link to UoL flexible working policy is provided from FoE E&I web pages. Many options are available (e.g. compressed hours, flexi-time). Formal arrangements have increased, with more amongst women (Tables 5.16, 5.17), particularly for PSS staff. The gender balance has moved towards parity.
A consultation with Heads of Schools revealed:
‘…we just let people arrange things and as long as it does not present problems we let them get on with it.  Perhaps this is 'hyperflexibility'.  I know for instance of colleagues who are not available after a certain time in the afternoons on certain days due to the School run, … when there is a problem we resolve it informally and as gently as possible. ‘ Head of School
‘Many never come to me as they are arranged as part of division of responsibilities between (e.g.) colleagues teaching on a module to take into account individuals’ needs. There are many informal arrangements… I don’t think that any have been rejected outright, but there have been negotiations to find a workable “middle ground”…’ Head of School
Thus our approach is that staff are allowed to make informal arrangements, to be as sensitive as possible in resolving tensions, and only if necessary to seek a formal agreement. Many male staff members work flexibly around childcare, including one who reduced his hours while his children were young, has worked compressed hours, and now works full time.
Staff agree that their line managers would be supportive of a request for flexible working (2018: 71%F, 66%M; 2019: 86%F, 73%M), and the rest responded ‘don’t know’. Colleagues accept each other’s flexible working. A male staff member commented:
‘My arrangement has never been a formal one…, but despite that I've never encountered any issues with anyone being unsupportive when I need to balance my diary to accommodate this.’ Academic, Male
Flexible working opportunities are good, but male staff could be further empowered to use them. Update of FoE E&I web pages will include anonymised flexible working examples from male and female staff.Action
5.14 - Empower staff to discuss flexible working requirements with managers.

Table 5.16: Numbers of officially recorded flexible working arrangements amongst academic staff.

	
	Number of successful requests
	% Female

	
	Male
	Female
	

	2015/16
	10
	16
	62

	2016/17
	16
	22
	58

	2017/18
	8
	7
	47





Table 5.17: Numbers of officially recorded flexible working arrangements amongst professional and managerial and support staff

	
	Number of successful requests
	% Female

	
	Male
	Female
	

	2015/16
	5
	17
	77

	2016/17
	2
	24
	92

	2017/18
	13
	20
	61


[bookmark: _u3ae0kqra2z] (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.
Institutional policy states that staff who reduce their hours can increase them again within 2 years. Thereafter individuals negotiate FTE increases with their line manager, with numerous instances of success. Unfortunately data on success rates are not recorded, however focus groups on return to work did not highlight this as a concern.
(viii) Childcare
A Focus group on support for return to work did not highlight issues with availability of childcare. Staff in FoE can access Bright Beginnings nursery (up to age 5) on campus, open 8am-5.45 pm, plus holiday activities for older children. The setting is flexible, (will swap or provide extra days), and opens on UoL Saturday open days, when childcare is paid for open day staff. Staff also have had access to Kiddivouchers childcare vouchers (now being replaced by government). 
(ix) Caring responsibilities 
The flexible working policies detailed are also used by staff with caring responsibilities. Arrangements vary from informal to formal (e.g. periods of unpaid leave).
[bookmark: _rnktzez9jq4j]5.6.     Organisation and culture
[bookmark: _z8l94ti8kn4u](i)         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.  
Continuous consideration of E&I occurs through meetings and activity of the FoE E&I committee and Athena Swan SAT (see section 3). The remit of the ASSAT is in line with Athena Swan principles, working to remove barriers to career progression for women at all career stages, aiming to reduce the leaky pipe effect, enhance the representation of women in senior roles, and address the gender pay gap (actions and impacts detailed throughout). Work is ongoing to enhance visibility of our E&I activity, and plans include overhaul of E&I web pages, and a poster campaign to highlight female staff and SAT activity.
[bookmark: _hjp7uv4d2arh](ii)       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.
We publicise and follow UoL policies regarding bullying, harassment, grievance and disciplinary action. Heads of schools are kept up to date in weekly meetings with HR officers, and sit on FoE E&I committee. 
Staff agree that unsupportive language or behaviour, and images that stereotype women or men, are not acceptable (2018 80% and 98%, and 2019 89% and 98% respectively), and are confident that line managers would deal effectively with complaints (2018: 96% F, 80% M; 2019: 92% F, 84% M). Comments show that these values are not overtly broadcast, but are understood. Following a suggestion from the PGR sub-committee, we will introduce OD&PL harassment awareness material into inductions/meetings for all students, and field trip staff.Action
5.16  - Increase awareness of bullying and harassment policy and action for all students and staff.

[bookmark: _5uog9xpn7b6o]
(iii)      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.
Mean representation of women on FoE committees has increased, from 39% to 50% (Fig. 5.16, Table 5.18), mainly driven by increases on the historically male-dominated Faculty Executive Committee and Faculty Health and Safety Committees.  This results from promotion of women (5.2 ii), their success in grant applications (5.3 v), and sharing leadership roles (see below).




Table 5.18: Gender representation on Faculty Committees

	
	Executive Committee
	Equality and Inclusion Committee
	Research and Innovation Committee
	Health and Safety Committee
	Teaching and Student Education Committee

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

	2015/16
	10
	4
	29
	6.5
	7.5
	54
	4
	5
	56
	7
	1
	13
	9
	12
	57

	2016/17
	8
	5
	39
	6.5
	7.5
	54
	5
	6
	55
	6
	2
	25
	8
	11
	58

	2017/18
	6.5
	5.5
	46
	5.5
	6.5
	58
	4
	7
	64
	5
	2
	29
	8
	14
	63


Figure 5.14: Percentage of committee members who are female.
[image: ]
As the %F on committees is higher than amongst the staff body (31-32%F) female academics may be delivering a disproportionate amount of this workload, although high %F amongst PSS staff also contributes. 
Committee membership is linked to leadership roles. Junior roles are filled following discussion at AAM/BAMs, considering staff development and workload. Senior leadership roles (e.g. Director of Research) follow a transparent appointment process. Roles are advertised, statements from applicants are circulated, feedback is invited, and appointment follows an interview. 
Agreement is low (2018: 50%F, 49%M; 2019: 52%F, 44%M) that staff who work part time and full time are offered the same career development opportunities. Further, focus groups on return to work highlighted lack of ability to take senior leadership roles (which are often 0.5 FTE) as a barrier to promotion for part time staff. Therefore we have introduced job sharing of these roles, highlighted in role advertisements. The impact has been sharing of Deputy Head of School, Director of Student Education, Programme Lead, and Research Institute Director roles, providing leadership experience for 5 female staff members on part time contracts. Action
5.17  - Increase numbers of part time staff sharing leadership roles

[bookmark: _r0zfrrdunb58] (iv)      Participation on influential external committees
[bookmark: _ng90cs9ksr5b]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? 
There are many examples of prestigious external roles held by women, including sitting on funding body panels (NERC, EPSRC, ESRC, ERC), being lead writers for the Intergovernmental Panel on Climate Change, advising governments, sitting on steering committees and editorial boards (e.g. Transport Geography), and serving as external examiners.
Data are not collected systematically, and trends are only for SEE (Table 5.19). 
Table 5.19: Total numbers and % Female of prestigious external roles held by FoE staff over the last 3 years. 
1SoG data are based on numbers of individuals who have held such a role. Some individuals held more than one role of a given type. 2SEE and ITS data are based on number of roles held – some of those will have been held by the same person. 3 SEE data were available by year, therefore three values are presented showing variation over time (in chronological order).
	
	SoG1
	SEE2, 3
	ITS2

	
	No.
	% Female
	No.
	% Female
	No.
	% Female

	Funding Body Panels
	Included Below
	25, 30, 29
	24%, 27%, 34%
	9
	56%

	Other External Committees
	42
	26%
	43, 66, 86
	35%, 32%, 41%
	31
	55%

	Journal Editing
	35
	20%
	No data
	No data
	9
	44%

	External Examining
	38
	16%
	14, 12, 16
	29%, 25%, 25%
	5
	40%


The percentage of external roles held by women is lowest in SoG (16-26%F), and highest in ITS (40-55%).  In SEE there has been an increasing trend in %F on funding body panels and other external committees (Table 5.23), and the %F of such roles is now similar to that in the academic staff body. In ITS women appear best supported in holding external roles – perhaps because the ITS workload model includes a standard allocation for such activity. 
We will further investigate how to support staff in fulfilling external roles through discussion with HoSs and DHoSs, including consideration of workload models and AAM/BAMs. We will roll out best practice across FoE.Action
5.18  - Actively encourage staff to take on advantageous external roles.

[bookmark: _yaeqbzyp7lje](v)       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.
Workload models are similar between schools (local variability is desirable, accounting for different activity profiles). They include teaching (weighted for student numbers), funded research, leadership, and strategic activity (e.g. open days). Every individual receives standard allocation (~44 days pro rata) for ‘academic activity’ (e.g. conferences, scholarship), and can apply for additional credit (e.g. for external activities). Calculation of workload is transparent, is discussed with individuals during AAM/BAMs, and is confidential between individuals and senior leadership. 
Workload models are populated with updated data annually, and the models themselves are updated regularly by school management (e.g. adding credit for specific activities). Updates are communicated in newsletters and staff meetings. Staff have input into revisions, through representatives on appropriate committees (ITS), discussion at Academic Staff Forum (SoG), and discussions with management. 
We recognise that staff consultation on workload models is ad-hoc. Therefore we will initiate biannual staff consultation and review of workload models.Action
5.19  - Ensure regular staff consultation workload models.

[bookmark: _v2429ndp546g](vi)      Timing of departmental meetings and social gatherings
Describe the consideration given to those with caring responsibilities and part-time staff around the timing of departmental meetings and social gatherings.
Core hours are 9.30am-4.00pm during which meetings are held, allowing staff with childcare responsibilities to attend, and hold leadership roles. Most meetings are scheduled at the start of the academic year or semester, and otherwise several weeks’ notice is given. Correspondingly, staff agreed (87%F, 91%M) that meetings were held within core hours. 
Some social events occur during the day, in venues accessible to all staff (not always the pub). The Priestly Centre (a cross-faculty climate research group) and SoG hold weekly daytime coffee and cake gatherings, and social / networking events for female staff have included lunchtime and late afternoon (4.30 pm) activities. Correspondingly most staff (96%F, 92%M) agree that work related social activities are welcoming to both women and men.
We will now review research group meetings and social events, and roll out good practice to all.Action
5.20  - Increase opportunities for part time and staff with caring responsibilities to attend meetings, networking, and social events.

[bookmark: _kmr6avg7oig4](vii)     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.
Since 2012 there have been 5 rounds of UoL Women of Achievement awards. We have a strong record of nominating staff, with 5-8 nominations and 1-3 (total 11) awards per round. Awards are celebrated via newsletters, and we will raise the profile of winners through the E&I web pages, display screens, and posters (see 5.6 (i)). Nominations have dominantly come from SEE and ITS. Best practice in seeking nominations will be shared between HoSs at E&I committee, and the nomination process will be promoted to all staff.
Interaction with female role models occurs at writing retreats and social events for female staff (section 5.3 (iii)). Feedback shows that sharing objectives, and the awareness that we all feel the same pressures regardless of grade are positively received. We will now collect data on and review the gender balance of invited speakers and external examiners.
Gender and wider diversity is considered in production of publicity materials and open day staffing, and female participation in outreach is very strong, sending a strong message to school students.
Thus, almost all staff agree that FoE uses women as well as men as visible role models (2018 100%F, 97%M; 2019: 96%F, 95%M). Action
5.21 - Increase visibility of female role models, including raising the profile of Women of Achievement award scheme and successes.


 (viii)    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 co-ordinated by the Educational Engagement Service, who target activities towards widening participation audiences, including activities on and off campus, and the Leeds Festival of Science Roadshow.
Each year 19-27 individuals took part in outreach, of whom 52%-70% were women, with no temporal over time. This is up to double the %F of all staff (31-32 %). Thus, while FoE is providing female role models in traditionally male dominated disciplines, women carry a disproportionate amount of the workload. 
Participation in outreach is voluntary, therefore staff who participate are motivated by enjoyment and job satisfaction. Outreach is recognised in promotion criteria, therefore this will be highlighted in promotions workshops.Action
5.22 - Increase male participation in outreach to share workload more equitably with female staff.
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[bookmark: _Toc106114]CASE STUDIES: IMPACT ON INDIVIDUALS
[bookmark: _Toc106115]Recommended word count: Bronze:  Silver: 500 words
Two individuals working in the department should describe how the department’s activities have benefitted them. 
The subject of one of these case studies should be a member of the self-assessment team. The second case study should be related to someone else in the department. More information on case studies is available in the awards handbook.
Dr Clare Woulds, SoG, Associate Professor (SAT case study)
[image: ]
I was appointed as a lecturer (grade 8) in SoG in 2009. I worked full time for nearly 4 years until the birth of my son in late 2013. I found the change in my identity and priorities that resulted from becoming a parent very stressful, and this had the potential to negatively impact my career. However, as a result of the support I have received I now feel that my career is progressing strongly.
Initially my transition back to work was eased by reducing my hours to 60 % F.T.E., and working flexibly as dictated by family life (a mixture of occasional working from home, swapping which days of the week I was in work, and making up hours on my commute or at home). Further, my teaching workload was re-arranged so that I was no longer required to staff residential field trips (I had previously gone on 1 or 2 per year). Instead I started staffing day trips. In addition, during my first semester back at work I was placed on research leave, meaning that I didn’t have teaching or administrative commitments. This meant that I didn’t have preparation to complete before my return (as I would have done had I been teaching), my working hours were more flexible, and I had an opportunity to re-start my research activities.
My re-connection with research activity was further supported by my research cluster in SoG who awarded me funds for conference registration, travel costs to help maintain my research network and develop a proposal, and fieldwork costs for a new pilot project. My own experiences prompted me to participate in formalising the support provided for staff returning from leave, contributing towards the FoE return to work protocol.
Shortly after I returned from maternity leave I was promoted to grade 9, having been encouraged to submit my application by the then dean of the faculty Prof. Jane Frances, who also provided me with two iterations of feedback on the draft application.
My career development has also benefited from participation in the Aurora programme (in 2017). This significantly increased my confidence, and allowed me to develop my leadership style and skills. I continued this development by participation in Regional Cross Institutional Action Learning Sets in 2018 – both programmes were funded by FoE.
In late 2015 I was prompted by SoG leadership to apply for the vacant Deputy Head of School post, which had just been divided into 2 roles, making it viable to hold on a 60% FTE contract. This gave me important leadership experience, and I have now moved from that to sharing the Director of Student Education role in SoG – another step up in leadership seniority-, as well as co-chairing the FoE Athena Swan SAT. On the basis of my leadership experience I am starting to consider an application for promotion to grade 10, supported by my SRDS reviewer (HoS).
[471 words]


Dr Aisling Dolan, School Research Manager and Research Fellow, SEE (non-SAT case study)
[image: ]
I have received a variety of vital support at various stages throughout my career at Leeds.  
I began my PhD in FoE in 2008 and completed in 2013.  By 2012 I was also employed as a long-term research fellow (5 year position) on an ERC Grant.  The longevity of a 5 year position gave me the confidence to begin my family and my first son was born in 2014, approximately half way through the fellowship.  While pregnant (8 months) however I successfully interviewed for a permanent Research Management role within SEE.  This was a fantastic opportunity, enabling me to retain aspects of my research, but also providing new direction and a permanent position.  
While on maternity leave I was elected to a prestigious American Geophysical Union (AGU) council position.  I returned to work in early 2015 and within weeks was asked to attend an AGU council meeting in the US.  I was supported financially to attend by SEE paying for my husband and 5 month old, exclusively breastfed baby to come along. This led to me being elected onto the AGU Leadership team, enabling me to raise the profile of UoL in a structure dominated by US members.  The type of funding has now been rolled out across FoE to all carers returning from leave, which is incredibly useful.
After around 18 months in my Research Manager role I successfully applied for promotion to Grade 8.  My line manager and HoS were enormously supportive in organising and supporting the business case, and I was given a lot of feedback on my application by HR, my line manager and other senior academics and research professionals. 
Upon returning from maternity leave for the second time (January 2019) I have benefitted from a transitional arrangement.  I am doing a phased return, gradually increasing the number of days I work, and the person seconded in to cover my role has been kept in post until I am back at 100%.  This has significantly eased the return to work again and ensured the same level of service from me and my team.  
The single most useful thing about returning to work after both of my children has been the level of autonomy and independence I have been afforded.  I breastfed both of my sons and was provided with a fridge at work to store breast milk and given the flexibility to feed at the on-campus nursery (Bright Beginnings).  My line managers have enabled me to work around my home life commitments, including working from home at least one day per week, and re-organising my day if I need to leave work early for some child-related reason.  
In response to the support I have received I have acted as a formal and informal mentor for other women returning from maternity or shared parental leave. I have also been invited to share my experience with others across the university at the Women at Leeds network.
[488 words]


[bookmark: _Toc106116]Further information
[bookmark: _Toc106117]Recommended word count: Bronze: 500 words  |  Silver: 500 words
Please comment here on any other elements that are relevant to the application.
Activity on gender equality in FoE is beginning to be communicated and have impact across and beyond our institution. 
In 2017 two members of SEE co-founded a blog for mothers working in academia (mama is an academic, https://mamaisanacademic.wordpress.com/), the blog is a forum for discussion about navigating academic careers and motherhood; a way of building a supportive community and sharing the experiences of academic mothers.   Other members of SEE have since contributed to the blog.  In 2018 the founding members were published in a column in Nature (the leading journal in the field) titled "An academic mother’s wish list: 12 things universities need" (https://www.nature.com/articles/d41586-019-00019-x). The mamaisanacademic blog is also linked to the Twitter account @Mamacademic with 681 followers which sees very regular interaction of academics across institutions. 
A notable bottom-up, student-led example in the university is the Why Is My Curriculum White? campaign. Students and staff from SoG recently convened an event with external speakers titled ‘Why is My Curriculum White: Decolonising Geographies’. This was highly successful, attended by several hundred people. As a result, student education leaders are now in consultation with a diverse group of students regarding actions to be taken.
Another ground breaking example is our ‘Flying Faculty’ programmes, which are two MSc ‘hosted’ programmes that we deliver for Saudi Aramco directly in Dammam (Saudi Arabia). Staff from SEE staff flying in and out to deliver their modules there. This year we have 5 female students out of the 31 registered, which is an improved ratio compared to normal recruitment of international students for Earth Science programmes via Aramco. Students have specifically stated that the ability to study from home has enabled them to take up this opportunity. Notably this has also included a female student taking part in field work, which was previously unheard of.
We would like to note that this application has been prepared in accordance with Athena Swan’s current framing of gender, which therefore underpins the analysis and narrative in hand, with ‘female’ data always presented first. We recognise however that the direction of travel (perhaps to be recognised more explicitly by Athena Swan in the near future), is to engage with gender beyond a binary purview. This entails an intersectional approach, which has been widely adopted in critical humanities and social science scholarship today, considering the complex interplay of identities and expressions of sex, gender, ethnicity, class, age, disability, faith, geographical origin, and any other markers of social and cultural identity/expression. The University has policies and plans that consider equality and inclusion from such an intersectional starting point, and FoE is engaging with these. 
[432 words]
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Action Plan
The action plan should present prioritised actions to address the issues identified in this application.
Please present the action plan in the form of a table. For each action define an appropriate success/outcome measure, identify the person/position(s) responsible for the action, and timescales for completion. 
The plan should cover current initiatives and your aspirations for the next four years. Actions, and their measures of success, should be Specific, Measurable, Achievable, Relevant and Time-bound (SMART).
See the awards handbook for an example template for an action plan.
The actions in the plan presented here are organised in order in which they arise from the narrative, to ease cross referencing. Headline topics for action are: attracting more applications from women across the board and thus continue moving towards gender parity in staff and student recruitment, retention, and attainment; improving awareness of support for staff on fixed term contracts; enhancing staff access to and uptake of training; continued action to promote mentoring; improving uptake and usefulness of SRDS; increased visibility and awareness of E&I policies and actions; building external links for identifying emerging issues and sharing best practice.
Acronyms: DSE = Director of Student Education, PDSE = Pro Dean for Student Education, SAT Chair = Chair of the Athena Swan Self-Assessment Team, HoS = Heads of Schools, DHoS = Deputy Heads of Schools, SASM = School Admin Support Manager, DoI = Director of Information, DPGR = Director of Postgraduate Research, UG = Undergraduate, PGR = Taught Postgraduate student, PGR = doctoral student, DoRI = Director of Research and Innovation, UoA lead = Unit of Assessment Lead, Dean = Dean of the Faculty.
	Action Number
	Objective
	Action(s)
	Responsibility
	Timescale
	Measure(s) of Success
	Progress
	Cross-Reference Section

	3.1
	Increase visibility and awareness of, E&I policies, SAT actions, and Athena Swan award.
	· Move Athena Swan award logo to prominent location on FoE web pages.
	Webmaster in collaboration with SH and SAT team and Chair
	By end of August 2019
	Increase in ‘agree’ and ‘mostly agree’ responses to staff culture survey questions 23 and 24 by 5 percentage points.
	Content in preparation, webmaster meeting scheduled.
	3

	
	
	· Improve access to E&I pages on FoE website (no more than 2 clicks from front page).
	
	
	
	
	

	
	
	· Enhance detail provided on FoE web pages about SAT actions.
	SAT Chair
	
	
	
	

	
	
	· Display Athena Swan posters.
	SAT team
	
	
	
	

	
	
	· Run staff culture survey on a biennial basis
	HR
	Jan 2021 and 2023
	Data collected in 2021 and 2023
	
	

	3.2
	Introduce UG voice into SAT process
	· Appoint UG representatives to student sub-committee via an open e-mail to all students. 
	SAT Chair
	Start of academic year 19/20 then annually
	Undergraduate representative present at student SAT sub-committee meetings
	Discussed with student education leaders and FEIC.
	3

	3.3
	Increase participation in external Athena Swan networks to share good practice.
	· Interact with other SATs on social media (Facebook, Twitter).
	SAT Chair
	Starting October 2019
	Member of the SAT attends three events per year, and gives feedback to SAT.
	Initial contacts established
	3

	
	
	· Attend external events and organise multi-institutional conference call
	
	
	
	
	

	4.1
	Achieve gender parity in degree classifications across the faculty
	· Carry out an evaluation of the reasons for lower attainment by male UG students in SOG.
	DSEs, PDSE
	Academic year 19/20
	Reduction in gender imbalance in degree outcomes by 2022
	
	4

	
	
	· Use information to formulate and execute actions.
	
	Academic year 20/21
	
	
	

	4.2
	Promote ITS as a female-friendly environment
	· Collect gender data from attendees at online Q&A session (and other marketing initiatives where appropriate)
	Admissions tutors

	Academic year 19/20

	Improvement in gender balance in staff and student recruitment in ITS: %F part-time PGR increased by 5% and gender balance of staffing improved towards 50/50.
	
	4

	
	
	· Address imbalances by revisiting language, imagery and targeting of marketing materials
	HR, Marketing

	Academic year 19/20

	
	
	

	
	
	· Ensure gender-balance in information session hosting teams
	Admissions tutors
	Academic year 19/20
	
	
	

	
	
	· Encourage female Module Leaders to progress to Programme Lead
	HoS ITS
	Starting with SRDS summer 2019
	
	
	

	4.3
	Increase visibility of women at ITS alumni, employability and networking events
	· Maintain gender equity amongst Alumni event speakers
	Alumni Manager
Employability team, ITS
	Academic year 19/20
	Gender equity amongst speakers maintained.
	
	4

	
	
	· Increase % of female Alumni profile stories on website
	Alumni Manager
	August 2019

	Femal alumni profiles to be 50% of all profiles.
	
	

	
	
	· Encourage employers to consider gender balance of staff sent to employer days
	DHoS ITS/Employability Team ITS
	Academic year 19/20

	Female delegates present at employer days.
	
	

	
	
	· Women in Transport North East Branch will be invited to host an event at ITS annually, and female PGRs/staff will be encouraged to attend and join
	ITS E&I Coord and DHoS ITS
	Academic year 19/20

	Event hosted each year.
	
	

	4.4
	Work towards gender balance in full and part-time students at all levels across the faculty
	· Monitor gender balance of student cohorts at different levels in each school. 
	SAT Team
	Ongoing
	Maintained gender balance of student bodies
	
	4

	
	
	· SEE to design further action (survey of declined offers) if decline in UG registrations falls below 50%
	DSE SEE
	Ongoing
	
	
	

	
	
	· Review images used in ITS marketing materials and staff present at open days to move gender balance of students towards the national average.
	DSE ITS
	Academic year 19/20 
	See 4.2 and 4.3 above
	
	

	
	
	· Investigate the decreasing trend (48% in 2016 to 32% in 2018) in conversion from application to offer for female PGRs in SEE
	PGR Tutor SEE
	Academic year 19/20
	
	
	

	4.5
	Promote FoE as a gender equal place to study 
	· Publicise prize-winning students within faculty to raise profile of female winners
	Dean/PDSE supported by DSEs
	Academic year 19/20
	
	
	

	
	
	· Ensure the FoE list of winners compiled from School lists records gender.
	DSEs
	Academic year 19/20
	
	
	4

	
	
	· Investigate and address the leaky pipe for females between UG and PG within SOG
· Monitor attitudes through E&I questions in student surveys (UG and PG programme surveys)
	DSE/DHoS SOG

PDSE and DSEs
	Academic year 19/20

Academic year 19/20
	Female progression of UG to PG within SOG to increase by 2022
	
	

	4.6
	Achieve equality in time taken for completion amongst PGRs
	· Monitor average time to PGR completion by gender.
	DPGR SEE
DPGR ITS
DPGR SOG

	Over next 3 years
	Reduction of gender imbalance in time to completion by 2022
	
	

4

	
	
	· Develop strategies to address imbalances (e.g. current time to completion for male PGR in ITS is considerably longer than for females) through discussion with PGR tutors.
	
	
	
	
	

	4.7
	[bookmark: _Hlk5964301]Investigate and address the gender imbalance in contract type and links with retention
	· Meet with senior leaders to investigate why more females than males are on non-permanent contracts, including at lecturer and professor level. 
	SAT Chair
	August 2019
	Improvement in gender balance of staff on non-permanent contracts to match that in the whole staff body at each grade by 2021.
	
	4

	
	
	· Hold focus group on non-permanent /research contracts
	HR, SAT Team
	October 2019
	
	
	

	
	
	· Collate and publicise information on support available for staff on fixed term contracts (dedicated career advisor planned at UoL).
	HR, UoL Career Advisor
	Immediate start, dedicated career advisor appointment
TBC by UoL Institutional SAT
	
	
	

	
	
	· Appoint a member of academic staff as ‘post-doc champion’.
	SAT Chair/Dean
	October 2019
	Post-doc champion appointed
	
	

	
	
	· Monitor gender balance of staff who are successful and unsuccessful in redeployment.
	HR
	Immediate start
	Redeployment success to be 50/50 gender balanced (+/- 10%) by 2021
	
	

	
	
	· Undertake recruitment panel compliance checks to ensure members have completed E&I online training.
	HR
	Ongoing
	90% compliance by 2020
	Rules are in place to avoid all-male interview panels and all panel members have to have E&I training.
	

	4.8
	Investigate key points in the ‘leaky pipe’, and design further action to address them.
	· Work with personal and professional development lead to ensure the information UG students get about PGT/PGR degrees is gender balanced (especially in SoG, see also action 4.5).
· Set up a FoE SAT sub-group to develop strategies for supporting ECRs in making their next career step (see action 4.7).
	DSEs




SAT Chair
	Academic year 19/20



October 2019
	5% increase in %F on PGR degrees over 3 years.
	
	4

	4.9
	Work towards gender parity in faculty staffing: Increase %F staff across the faculty towards gender parity; Increase %M amongst clerical PSS staff).
	· See action 4.7 above and actions below regarding recruitment and promotion of staff, and retention following periods of leave (especially actions 5.1, 5.3, 5.6, 5.7, 5.8, 5.9, 5.10, 5.12, 5.13, 5.16).
	See actions 4.7, 5.1, 5.3, 5.6, 5.7, 5.8, 5.9, 5.10, 5.12, 5.13, 5.16
	Over the next 3 years.
	Percentage of female staff increased from 30% to 40%.
	See actions 4.7, 5.1, 5.3, 5.6, 5.7, 5.8, 5.9, 5.10, 5.12, 5.13, 5.16
	4

	
	
	· 
	
	
	% F researchers increased by 10% and opportunities to progress from researcher to lecturer improved.
	
	

	
	
	· 
	
	
	Increased % F associate professor/professor by 10%.
	
	

	5.1
	Work towards equal recruitment of women and men, especially in the more male dominated disciplines (e.g. geophysics), and in clerical roles.
	· Lobby for images of women in physical science roles to be included in institutional approved job advert image library.
	HR
	Over next 5 years
	Increases in %F of 5% at all grades and in all disciplines.
	
	5.1 (i)

	
	
	· Advertise academic posts via both subject networks and networks for female scientists.
	HR
	Over next 5 years
	
	
	

	
	
	· Review E&I training to focus explicitly on unconscious bias.
	SASM with HR
	By end August 2019
	
	
	

	
	
	· Hold a focus group with PSS staff to explore how to enhance recruitment of men into clerical roles.
	SAT Chair
	November 2019
	Increase %M in clerical PSS staff.
	
	

	5.2
	Ensure all new starters have easy access to induction information.
	· Develop central repository for up-to-date induction materials either at School or Faculty level.
	SASM
	May 2020
	>70% of new starters to agree that induction was helpful, plus positive quantitative comments in staff culture survey 2021.
	Some good practice already in SEE and ITS, roll this out.
	5.1 (ii)

	
	
	· Add a question on induction to the next staff culture survey.
	HR
	
	
	
	

	5.3
	Continue to inform all staff staff about the promotion process and support preparation of applications.
	· Hold promotions workshops annually. 
	HR, DoF
	Ongoing
	5% improvement in results in the staff culture survey for questions about promotion (Q X, Y and Z).
	Scheduled
	5.1 (iii)

	
	
	· Update list held by HR of people able to provide feedback on drafts.
	HR
	September 2019
	
	
	

	
	
	· Review FoE benchmarks, particularly with respect to examples for the student education route.
	PDSE, DSE
	September 2019
	
	Initial ideas collected
	

	5.4
	Mitigate the negative impact of REF on staff morale.
	· Keep number of outputs submitted for each member of staff confidential.
	DoRI, REF Steering Group
	By REF 2021
	Add question to staff culture survey. ?
	Action under discussion
	5.1 (iv)

	
	
	· Develop guidelines for providing feedback to staff on their REF outputs.
	
	Before next internal review round.
	
	
	

	5.5
	Remover gender imbalance in grading of REF submissions
	· Provide support in developing manuscripts e.g. via FoE mentoring scheme.
	UoA leadDoRIs, REF Steering Group
	Immediate start
	Reduced gender imbalance in REF2021 scores compared to REF 2014.
	
	5.1 (iv)

	
	
	· Roll out research group workshops on how to maximise REF scores of manuscripts.
	
	
	
	
	

	5.6
	Reduce barriers to promotion of for PSS staff
	· Hold focus groups with PSS line managers and report findings to institutional SAT and the Equality Policy Unit.
	SAT Chair
	October 2019
	Improved perceptions of promotion process for PSS, measured by staff culture survey.
	
	5.2

	
	
	· Design carer development workshops for PSS staff.
	HR
	From next round
	
	
	

	5.7
	[bookmark: _Hlk5963136]Collect information on staff training needs, enhance staff awareness of opportunities, and create transparent access to funding for external courses for all staff.
	· Collect training needs information from annual reviews.
	SASM
	End 2019
	First two points will result in a report on staff identified training needs. 
	Underway
	5.3 and 5.4

	
	
	· Conduct training needs survey – to include feedback on training currently available. 
	DHoS
	October 2019
	
	
	

	
	
	· Circulate termly digests of opportunities to be placed in school newsletters.
	DHoS
	Starting May 2019
	Items are placed in school newsletters once per term.
	
	

	
	
	· Ring-fence training budgets for both academic and PSS staff in each school and publicise application procedure to staff.
	DHoS
	October 2019
	Scheme to be running by January 2020, and 10% of eligible pool applying in each round.
	Already in place for PSS staff in SEE, this best practice to be rolled out to other schools and academic staff.
	

	5.8
	[bookmark: _Hlk5963283]Increase participation in internal and external leadership training for female staff. 
	· Managers to directly approach female ECRs and encourage them to apply for the Women Rising programme.
	Heads of research groups, DHoS
	Starting in 2019
	2 FoE participants per scheme cohort
	
	5.3 (i)

	
	
	· Pro-actively promote applications for cross-institutional action learning sets.
	DHoS, Chair SAT

	Ongoing
	
	FoE participated in 2019
	

	
	
	· Continue to encourage female staff to apply for Aurora Programme places.
	DHoS, Chair SAT
	Ongoing
	
	
	

	5.9
	Increase staff engagement with and completion of the SRDS process
	· Improve the communication of the benefits of the process, including of the option to request a different reviewer.
	DHoS
	Ongoing
	Increase completion by 20% across FoE
	SEE revised its process to ensure that all eligible staff and reviews pairings annually – good practice to be shared and rolled out across faculty.
	5.3 (ii)

	
	
	· Ensure all eligible staff are paired to a reviewer.
	HR/DHoS
	Ongoing
	
	
	

	
	
	· Review training of SRDS reviewers to enhance effectiveness
	HR/DHos
	Align to training review
	
	
	

	
	
	· Increase flexibility in reviewer/reviewee pairings
	DHoS
	Ongoing
	
	
	

	5.10
	Increase participation of all staff groups as mentors and mentees in FoE mentoring scheme.
	· Publicise both the value of mentoring and the scheme itself in newsletters, staff meetings and away days.
	DHoS

	Ongoing

	10 new mentoring relationships set up every year. 
	Scheme currently advertised monthly.
Talks scheduled at next school all staff meetings.
Workload credit given for mentors in ITS.
	5.3

	
	
	· Formalise workload model credit for mentors across FoE.
	DHoS, DoI
	By Feb 2020
	20% increase in staff who say they are willing to be mentors.
	
	

	
	
	· Establish circle mentoring for ECRs.
	SAT Member
	Established by February 2020
	50% of ECRs participate at least once
	
	

	5.11
	Increase research grant proposal submission and success by female staff.
	· Provide protected writing time for female staff via regular writing retreats
	SAT Members
	Twice per year. 
	Proposal submissions per FTE and success rates equal between male and female staff
	2019 writing retreats scheduled
	5.3

	
	
	· Discuss a proposal mentoring scheme with research leaders in FoE and beyond.
	
	Starting April 2019
	
	Discussions opened.
	

	[bookmark: _Hlk5963976]5.12
	Increase awareness of the return to work policy, to ensure it is followed in all cases, and to maximise uptake of the support available.
	· Improve visibility of parental leave and return to work policy on FoE web pages and in newsletters. 
	Chair SAT, Webmaster
	July 2019
	All returners applying for additional support or facilities. 
	Web re-design is underway
	5.5(i)

	
	
	· Identify a single contact in each school to oversee return to work, to ensure line managers are properly informed and providing all necessary support.
	HR to edit policy, SASM to be contact point
	Immediately
	Return to work policy followed in all cases.
	Policy edited
	

	[bookmark: _Hlk5964149]5.13
	Increase return rate of research staff who take parental leave
	· Hold a focus group with research staff who have returned from leave to develop an understanding of important factors.
	SAT team
	November 2019
	Increased return rate
	
	5.5

	5.14
	[bookmark: _Hlk5964956]Increase staff taking shared parental leave.
	· Improve visibility of shared parental leave policy from FoE web pages.
	SAT Chair, Webmaster
	Ongoing
	1 male staff member taking shared parental leave per year.
	Web re-design is underway
	5.5(v)

	
	
	· Hold focus group to investigate experiences of and barriers to (male) staff taking shared parental and paternity leave.
	SAT team
	November 2019
	
	
	

	5.15
	[bookmark: _Hlk5964970]Empower staff to discuss flexible working requirements with managers.
	· Provide anonymous local examples of flexible working (from women and men) alongside links to institutional policy on flexible working.
	HR, SAT team
	July 2019
	Increase percentage of staff who agree with Q22 of the staff culture survey by 5 percentage points.
	
	5.5(vi)

	5.16
	Increase awareness of bullying and harassment policy amongst students and staff.
	· Introduce OD&PL bullying and harassment training material into student induction events.
· Survey student awareness of bullying and harassment policy.
· Encourage field trip staff to attend OD&PL bullying and harassment training
	DSEs

SAT team

DSEs
	Academic year 19/20
	Increased awareness in proposed survey of students and in staff culture survey.
	
	5.6 (ii)

	5.17
	Increase numbers of part time staff sharing leadership roles, leading to increased representation of women on faculty level committees.
	· Continue to include job-sharing text in role adverts.
	HR
	Ongoing
	Three more senior leadership roles being shared by 2021.
	
	5.6(iii)

	
	
	· Managers to actively promote opportunities to appropriate staff.
	HoS
	
	Gender equity on faculty committees by 2022.
	
	

	5.18
	Actively encourage staff to take on advantageous external roles
	· Include as a discussion point in AAMs/BAMs to help staff identify the most beneficial opportunities.
	HoS
	Academic year 19/20
	Data available for 80% of staff by May 2020.
	
	5.6(iv)

	
	
	· Meet with HoS and SASM to explore how to efficiently collect data on, and how to credit staff for, participation in prestigious external committees
	Chair SAT, SASM
	July 2019
	
	
	

	
	
	· See also actions on role models and mentoring
	See 5.8, 5.10
	Various – see 5.8, 5.10
	
	
	

	5.19
	Ensure staff are regularly consulted on the construction of the workload model.
	· Biennial consultation to be conducted at school level via Academic Staff Forum and followed up by e-mail. Staff comments used to revise workload models where possible.
	DoI
	2019, 2021
	Improved staff satisfaction with the workload model during the first 3 years, to be assessed through the staff culture survey.
	
	5.6(v)

	5.20
	Increase opportunities for part time and staff with caring responsibilities to attend meetings, networking, and social events.
	· Roll out best practice to all research groups and seminar series such that meetings occur on different days of the week in each semester.
	Cluster/theme/group leads, seminar leads
	Academic year 19/20.
	All main seminar and research group meetings occurring on different days of the week in the main two semesters. 

	
	5.6(vi)

	
	
	· Encourage social and networking events within core hours.
	HoS
	Academic year 19/20.
	50% of social and networking events held in core hours

	
	

	
	
	· Most networking events should either not involve alcohol or ensure non-alcoholic beverages are available.
	Research group leads
	Academic year 19/20.
	All social events either don’t involve alcohol or provide high quality alternatives.
	
	

	5.21
	Increase visibility of female role models, including raising the profile of Women of Achievement award scheme and successes
	· Profiles of successful women on FoE Athena Swan web pages (see above).
	SAT Team, Webmaster
	Ongoing
	Website updated
	
	5.6(vii)

	
	
	· Profiles of successful women included in Athena Swan poster campaign (see above)
	SAT Team, Webmaster

	2019 onward
	Posters displayed and refreshed every year

	
	

	
	
	· Sharing of good practice in seeking nominations, especially from SEE, during faculty equality and inclusion committee.
	HoS, DHoS
	2019 onward
	At least one nomination from each school in each round of awards.
	
	

	5.22
	Increase male participation in outreach to share workload more equitably with female staff.
	· Use promotions workshops to highlight how it is considered in career progression.
	HR, Dean
	Autumn 2019 and then annually
	Gender parity in staff undertaking outreach by 2021.
	
	5.6
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No. of Female	2016	2017	2018	2016	2017	2018	SEE	SoG	264	293	341	425	479	543	No of. Male	2016	2017	2018	2016	2017	2018	SEE	SoG	366	346	332	241	285	321	% Female National	2016	2017	2018	2016	2017	2018	SEE	SoG	40	41	43	54	55	56	% Female	2016	2017	2018	2016	2017	2018	SEE	SoG	41.904761904761905	45.852895148669795	50.668647845468051	63.813813813813816	62.696335078534027	62.847222222222221	
Number of Students


Percentage (%) Female




No. of Female	2016	2017	2018	2016	2017	2018	2016	2017	2018	SEE	SoG	ITS	81	77	112	13	14	21	18	29	32	No of. Male	2016	2017	2018	2016	2017	2018	2016	2017	2018	SEE	SoG	ITS	100	115	119	18	25	21	52	53	44	% Female National	2016	2017	2018	2016	2017	2018	2016	2017	2018	SEE	SoG	ITS	43	45	50	53	53	57	31	31	33	% Female	2016	2017	2018	2016	2017	2018	2016	2017	2018	SEE	SoG	ITS	44.751381215469614	40.104166666666671	48.484848484848484	41.935483870967744	35.897435897435898	50	25.714285714285712	35.365853658536587	42.105263157894733	
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No. of Female	2016	2017	2018	2016	2017	2018	2016	2017	2018	SEE	SoG	ITS	12	13	15	23	21	26	3	7	8	No of. Male	2016	2017	2018	2016	2017	2018	2016	2017	2018	SEE	SoG	ITS	8	11	17	38	30	37	15	9	12	% Female National	2016	2017	2018	2016	2017	2018	2016	2017	2018	SEE	SoG	ITS	43	46	47	45	46	48	19	19	21	% Female	2016	2017	2018	2016	2017	2018	2016	2017	2018	SEE	SoG	ITS	60	54.166666666666664	46.875	37.704918032786885	41.17647058823529	41.269841269841265	16.666666666666664	43.75	40	
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No. of Female	2016	2017	2018	2016	2017	2018	2016	2017	2018	SEE	SoG	ITS	67	64	66	31	33	32	29	31	33	No of. Male	2016	2017	2018	2016	2017	2018	2016	2017	2018	SEE	SoG	ITS	81	93	91	32	45	37	39	32	45	% Female National	2016	2017	2018	2016	2017	2018	2016	2017	2018	SEE	SoG	ITS	43	44	45	50	50	51	32	32	34	% Female	2016	2017	2018	2016	2017	2018	2016	2017	2018	SEE	SoG	ITS	45.270270270270267	40.764331210191088	42.038216560509554	49.206349206349202	42.307692307692307	46.376811594202898	42.647058823529413	49.206349206349202	42.307692307692307	
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No. of Female	2016	2017	2018	2016	2017	2018	2016	2017	2018	SEE	SoG	ITS	12	9	7	4	4	5	1	1	1	No of. Male	2016	2017	2018	2016	2017	2018	2016	2017	2018	SEE	SoG	ITS	10	8	11	3	3	4	4	5	7	% Female National	2016	2017	2018	2016	2017	2018	2016	2017	2018	SEE	SoG	ITS	49	50	50	52	55	52	26	24	21	% Female	2016	2017	2018	2016	2017	2018	2016	2017	2018	SEE	SoG	ITS	54.54545454545454	52.941176470588239	38.888888888888893	57.142857142857139	57.142857142857139	55.555555555555557	20	16.666666666666664	12.5	
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2016	Research 	Lecturer 	UAF	Associate Prof 	Professor 	Teaching Assistant	Teaching Fellow	36	40	59	22	12	50	0	2017	Research 	Lecturer 	UAF	Associate Prof 	Professor 	Teaching Assistant	Teaching Fellow	34	42	52	25	13	56	50	2018	Research 	Lecturer 	UAF	Associate Prof 	Professor 	Teaching Assistant	Teaching Fellow	34	46	53	23	18	57	50	
% female staff




Applications
Male	
2016	2017	2018	2016	2017	2018	2016	2017	2018	Academic	Research	Teaching	546	85	80	438	543	701	4	32	74	Female	
2016	2017	2018	2016	2017	2018	2016	2017	2018	Academic	Research	Teaching	222	24	58	236	301	365	1	9	21	



Interviews
Male	
2016	2017	2018	2016	2017	2018	2016	2017	2018	Academic	Research	Teaching	61	16	8	96	135	145	2	10	12	Female	
2016	2017	2018	2016	2017	2018	2016	2017	2018	Academic	Research	Teaching	24	5	15	43	70	102	0	2	6	



Appointments
Male	
2016	2017	2018	2016	2017	2018	2016	2017	2018	Academic	Research	Teaching	10	3	2	29	46	55	2	3	4	Female	
2016	2017	2018	2016	2017	2018	2016	2017	2018	Academic	Research	Teaching	7	3	6	15	18	36	0	1	3	



Applications
Male	
2016	2017	2018	2016	2017	2018	2016	2017	2018	P	&	M	Clerical	Technical	97	28	37	171	213	279	117	14	4	Female	
2016	2017	2018	2016	2017	2018	2016	2017	2018	P	&	M	Clerical	Technical	84	25	31	308	392	504	43	0	3	



Interviews

Male	
2016	2017	2018	2016	2017	2018	2016	2017	2018	P	&	M	Clerical	Technical	14	10	8	19	27	48	32	0	2	Female	
2016	2017	2018	2016	2017	2018	2016	2017	2018	P	&	M	Clerical	Technical	28	11	15	51	83	123	7	0	3	



Appointments

Male	
2016	2017	2018	2016	2017	2018	2016	2017	2018	P	&	M	Clerical	Technical	4	4	2	4	4	11	6	0	1	Female	
2016	2017	2018	2016	2017	2018	2016	2017	2018	P	&	M	Clerical	Technical	6	3	7	11	23	38	2	0	2	



All Staff promotion applications

Male	Applications	Success	Applications	Success	Applications	Success	2016	2017	2018	20	17	11	10	11	11	Female	Applications	Success	Applications	Success	Applications	Success	2016	2017	2018	6	6	12	10	12	11	



Staff submitted for RAE 2008, REF 2014 and REF 2021
Male	RAE 2008	REF 2014	REF 2021	97	109	161	Female	RAE 2008	REF 2014	REF 2021	24	27	68	
Number of staff



Promotion data

Male	Applications	Success	Applications	Success	Applications	Success	2016	2017	2018	2	2	2	2	1	1	Female	Applications	Success	Applications	Success	Applications	Success	2016	2017	2018	5	5	3	3	5	5	
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