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BATH

1. Letter of endorsement from the head Bath BA2 7AY - United Kingdom

Department of
Biology and Biochemistry

Professor Rod Scott

of department: maximum 500 words Head of Department

Telephone +44 (0)1225 383136
Facsimile +44 (0)1225 386779
Email Bio@lists.bath.ac.uk
http://www.bath.ac.uk/bio-sci/

Dear Athena SWAN Panel,

As Head of the Department, | enthusiastically endorse our application for an Athena SWAN
Award. This application has been led by our DSAT, a dedicated team of colleagues representing a
broad spectrum of roles and life experiences and has the full support of the whole Department. |
have found the level of engagement across the Department very rewarding, with a 90% response
rate from my academic colleagues to our DSAT staff survey, as well as good levels of engagement
from other stakeholders.

Since our previous application in 2014, we have been galvanised to make even greater
efforts and are setting the bar high for ourselves. To show my personal commitment to enhancing
Departmental practice, | joined our DSAT to help develop our re-submission. We were previously
commended by the Athena SWAN for actions to advertise management roles and holding ballots
to choose between candidates, as necessary. The effects of implementing these actions have led
to a greater degree of transparency in departmental management and leadership. Membership of
the Department Executive Committee (DEC) has become role- rather than grade-related (which in
a male dominated department favoured males), with Directors of Teaching and Research together
with the HoD and Deputy HoD now providing leadership. We created a new ex-officio DEC role of
Director of Equality and Diversity, also the chair of DSAT. Equality and delivery of our Athena
SWAN action plan are now standing items on the DEC agenda.

Although the gender balance of our undergraduates (50/50) is an ideal position to support
the entry of women into the Biological Sciences, our top priority is to address any obstacles to the
advancement of women at key transitional career points. We will measure our success in terms of
an increased proportion of women holding senior academic posts within the Department. Our
action plan also prioritises our aim to attract more women to apply to us for academic posts. This
includes inviting applications from women whom we have proactively identified through search
champions.

One of our key strengths as we move forward is that we have a higher number than the
national average of female postdoctoral researchers in the Department. Mentoring these
postdoctoral researchers effectively and providing training opportunities to develop their careers
should secure the future pipeline of women into academic Biological Science careers. | strongly
believe we have made significant progress in understanding, and addressing, the barriers, real and
perceived, to career progression for women in this Department. Through our action plan we now
have a series of initiatives that address these issues for the benefit of all colleagues, whether
female or male.

On a personal level, as a father of two daughters, | am naturally anxious that their careers
flourish and feel strongly that | should lead by example in promoting gender equality. | offer my
personal commitment to the effective implementation of the action plan over the next 3 years.

Yours sincerely,

Pt

Professor Rod J Scott



Abbreviations:

DA  Department Adminigator

DAP Department Action Plan

DEC Department Executive Committee

DE&D Department Director of Equality and Diversity
DLTQCDepartmental Learning, Teaching and Quality Committee
DSAT Department SelAssessment Team

E&D Equality and Diversity

FTC Full time contract

HEA Higher Education Authority

HoD Head of Department

LTEO Learning Teaching Enhancement Office

OEC Open Ended Contract

PDN Post docs Network

PDR Postdoctoral Researcher

PG Post Graduate

PGBio Postgraduate network foPhD, MSC and MRes students in the Department
PGR Post Graduate Researchers (PhD students)

PGT Post Graduate Taught (MSc and MRes students)

PRES Post Graduate Research Experience Survey

PTES Postgraduate Taught Experience Survey

SDPR Staff Developmenand Performance Review

UAP University Action Plan

UG Undergraduate

UoB University of Bath

USAT University SefAssessmenfthena SWANeam

UE&DM University E&D manger

WISE Campaign to promot&/omen inSience technology and Engineering
WLAM Work bad allocation model



2. The selfassessment procesgmaximum 1000 wordp

a) A description of thedepartment self-assessment teaniDSATJ

Membership of theDSAThas beenvoluntarysince 2013i.e. no one who wants to be on thieam

is turned away, and meetisgare open to all staff The current teamincludes the Head of
Department (HoD) four senior members of staff, plus representatives for lecturers, teaching
fellows, postdoctoral researche(®DRshnd PhD students (Table 2.1We formed three data
analyss groupgqStaff, Students and Department Cultyréor comprehensive data analysis prior to
evaluation by theDSAT The contribution thalDSAT members araaking to the Department and

its gender equality agenda is reflected in the departmental workloadeh(\WLAM)

The DSATs represented on the Departmental Executive Committee (DEC) by the Departmental
Director of Equality and Diversity (DE&iHo currently chairs DSARs of January 2015, updates

on DSAT progresae a permanent item on the Executieommittee agenda.The chair of the
DSAT iglectedby departmental vote and does not necessarily have to beDBE&D However,

the DD is expected to sit on the DSAT committee and play an active role in the Te@arDSAT

team also includes members thfe University Athena SWAN team

Table 2.1: Members of the selissessmenteam, positions, duties and work life balance.

Team member Role in DSAT Team Role in Department Work - life balance
Dr Adele Murrell  Chair of DSAT Reader in Regenerative Works 1.0 FTE
committee Medicine Two adult children

Director of Equality and
Member of theUSA' Diversity
Deputy Leader of
Developmental and Cell Biolog
Research Theme
(Recent experience of
recruitment process)
Mrs Anna Franklin Administrative Support Department Administrator Works 1.0 FTE
Daa Coordinator Two children
STAFF DATA ANALYSIS

Dr Araxi Urrutia Previous Chair of DSAT Lecturer Works 1.0 FTE
committee Flexible working hours
One child.
Member of USAT Dual career family.



Dr Jean va den Staff Data Analysis Reader Works 1.0 FTE
Elsen Leader of Infection and Fourchildren
Immunity Theme Dual career family
Departmental Research
Committee member.

Dr Francoise Researcher Postdoctoral Research Works 1.0 FTE
Koumanov Representative Associate One child.
Mentoring PhD and Dual career family.

undergraduate students.
Departmental Research
committee member

Health and Safety Committee

member.
Dr Baoxiu Qi Researcher Postdoctoral Research Works 1.0 FTE
Representative Associate Onechild
Dual career family
STUDENT DATA ANALYSIS
Dr Hazel Corradi  Student data SeniorTeaching Fellow and Works part time in both roles.
coordination Education Project Office for the
LTEO Member of the Faculty
Mentor coordinator Board of Studies.

(Recent experience of
promotions procss
Hazel Roberts PhD student Rep PhD student Studies full time.

Julia Tratt PhD student Rep PhD student final year Studies full time.
undergraduate mentoring.

Dr Paul Whitley Student Data Analysis Senior Lecturer. ®st- graduate Works 1.0 FTE

student admissions and Two chidren
Student/Staff Liaison Dual career family
Committee
CULTUR DATA ANALYSIS
Prof Rod Scott Overview of existing Head of Department Works 1.0 FTE
departmental policies Three children.
Dud career family
Professor Robert Data Analysis Professor Works 1.0 FTE
Kelsh Member of the Leader Two children

Developmental and Cell Biolog Dual career family.
Research Theme
Departmental Research

Committee.
Dr Robyn Bott Technical Staff Health and Safety Officer Works 1.0 FTE
Representatie
Dr Stephanie Coordinator of staff Lecturerg previouslyPrize Works 1.0 FTE
Diezmann survey Fellow (University of Bath Dual career family

funded independent research
fellow)



b) An account of the selassessment process

Following our 2014 submissiom which we failed to obtain a Bronze awatde DSATiscussed

the feedback with representatives from USAIhe feedback commended dsr several of the
initiatives that we implementedthe primary shorffalls being 1) we had not demonstrated
sufficient engagement with staff in the Departmeand 2) our Action Plan needed to be more
OSMARE. We alsoconsulted with the Department of Pharmacy and Pharmacqltgydentify

good practice leading to their soessfulBronzeapplicationin 2014 Revising the Action plan

would be straightforward, but theDSAT agreedhat increased staff engagement with the
assessment processould beachievedby scheduling the resubmissidor November 2015.The
DSATworkplan outlining our tasksfor increasingstaff engagementn the runup to submitting a

new applicationis shown in Table 2.2/e used this workplan to focus our priorities and ticked off

the milestones as we progressethe major engagement activity was desigrang conducting an

internal staff surveytossS 84 LISNOSLIiA2ya 2F GKS Ay Of dzaArgAride
identifying genderbased concernabout practices and attitudsA Yy & dzLJLI2Z NI Ay 3 62 Y S
We also held ensultation meetings wit PDRsand PID students, to discuss current mentoring
processes anturther career support requirements.

In the meantime, westarted implementinga number of theactions identified during the self
assessment process leading up to our 2014 applicafl@be 5.1 summarises the completed
actions and their outcomesand indicates how the original action plan has ledotwgoing or

further actions that make up our nel@epartmentAction Plan (DAP), in section 6.

The DSAT mefortnightly during termtime. Membes made use of a wiki page as well as
additional shared space on the Universitgi¥e, to accesthe relevant data and materialdD SAT
meeting agendas and minutes are available on thedbpent wiki pages. Each agenda includes
short progress updateandthe status of items on the DAP

Consultation and feedback on this application has been providetnally by members of the
USAT. Externaladvicehas been provided by Prof Fionanét (University of Cambridgend Dr
Anne Corcoran (The Babraham Inge), both of whom led successfulapplications for

institutional Silver Awards.



Table 2.2 The selfassessment 2015 workplaior the Department of Biology and Biochemistry

(B&B)to prepare for our Athena SWAN application

Increase
Departmental
awareness and
engagement with the

a.

b.
C.

DSAT updates made a regular item on éigenda for
department staff meetings

DSAT posters for thB&Bresearch day

Encourage women to join WISE

Encourage attendance of Athena SWAN lectures (Annu
15" May, by Prof Lesley Yellowlees and inaugural AS
lecture in Dept Pharmacology and Pharmaé&March, by
Prof Gina Rippon)

Encourage participation in DSAT activities calling staff tc
vote for the DSAT chair, volunteer to analyse data and

<<<

Athena SWAN charte participate in survey v
f. Install a staff suggestion box and promote transparency
with regard to committee membership, probation and |,
promotion processes
g WSYAYR it adGqr¥F G2 O2YLX
2 2NJ LI OS¢ YR a! y amyhaniok 2|V
compliane
Carry out and analysq a. Assess the perception of the current culture for inclusivi
an internal staff and gender bias among different job families v
survey b. Discuss these together with the Department Data amon
student, staff and culture dataanalysis groups v
Compare Department a. Data analysis talentify areas of concern \
Data to Athena b. Consult staff within specific job familiasrequired to v

SWAN benchmarking
Data

gather items foraction

a. Specificallyconsidergender equality in career progressior
Develop a draft how to recruit more women andhe mentoring procedures
Action Plan within the Department in the Action Plan v
b. Consult with staff groups likely to be affected by the acti
items.
Implement and a. Increase female representation in positions of leadershif V
assesment of and decision making committees (Previous DAP Item A
Actions from our b. Consult with women about their experience of promotior
earlier Athena SWAN procesqprevious DAP Item C) Vv
Bronze application |c. Appoint a mentoring coordinator and assign menttw's
(See Table 5.1) PDRsvho are not their direct line manager vV
a. Invite comments from all staff on the first full draft \%
b. Revise for cmment by the DEC. v
Consultation on c. Discuss Action plan with DEC v
Athena SWAN d. Get commitment to the Action Plan and allocation of v
application and responsibilitiesandresources from DEC
Action plan e. Send final Action Plan and Athena SWAN Award applicg v
for review byUniversityEquality and Diversity Manager
Chair of the USA@nd Vice Chancellor Group
Implementation and |2 Start this even beforéhe application is submitted. \%
b. HoDwill communicateimminentpolicy changeto all staff | v

monitoring progress




of Action Plan c. The DSAT and HoD will inform siieendividualsabout \
their responsibilitiedor items within the Action Plan.

d. Submit yearly Equality return assessing progress agéias
previousAthena SWAN DAP

e. DSAT to monitor timeline and refer potential problems t
DEC

DAP6

c) Plans br the future of the selfassessment team

In line withdepartmental policy on committees, DSAT membeas serve for a period of three
years. To ensure continuity, only one third of the team members will be replaced each year.

Our DAPspecifies tasks ahresponsibilitiesfor DSATmembers and the outcomes that will be
delivered if our interventions are successflihe current reprting mechanisms betweeD®SAT,
staff and DEC will be maintainedSince the bulk of our DARsks aim to support career
progression and encouragwomen to apply for academic positions, the DSAT wlolve the
research theme leaders, teaching committees, postdoctoral and student bodies to organise
mentoring forums, grant writing workshops, inspirational speakers and networkiegte. The
members of the DSAT teamill help to organisea Women in STEMevent as part of the
dzy A @S NH andivierQaily celebrations in 20M&[DAR6C3-5]. We are alsoplanningl  Haw

the Dertmert can benefit from the talents of &l ¢ 2 NJhe fillawidg yea[DAR6C.§. The
DSAT will continue to meet once every monthrack progress andeview theimpact of the DAP
(DAP6A.13 and DAP6B All gaff will be formally updated on progress of current and future
actions twice a year during schaleéd Department Staff meetings and Athena SWAN f&[DAR
6C16).

Feedback on progress frothe USATis sought on an annual basi3 his feedbacks communicated

to all members of staff andnhcorporatedin the planning and implementation of subsequent
aadions. We will operate a continuous enhancement process, informed by the feedback that we
get from our internal staff survey.

(808 words)



3. A picture of the departmentmaximum 2000 words

a) Apen-picture of the Department of Biology and Biochemistry (B&B)

Biology and Biochemistr{B&B)is a vibrant, researchand teachingintensive Department within
the Faculty of SciencélVe are internationally recognisdadr excellence imesearch and teaching
ranking 11th in the UK foundergraduate education in Bsgiences (2016 Complete University
Guide); with 96% Student Satisfaction according to the National Student Survey in 2Q45.
annual research portfolio is worth 4fimillion, with funding provided by Research Councils, UK
Charities, EU Commission and d#ustry. Nearly a third (31%) of owutputs were rated world
leading, and an additional 52% were judged internationally excellent in REF 2014.

Women make up the mayity (60%) of the student bodwand come from a wide range of
backgrounds and nationalitse B&Bcurrently! consists o#49 academic staff memberssponsible

for teaching and research; 3@ostdoctoral researchersPODR} (Fig 1); as well as 28 research
support and 8 administrative staff. Overall we have approximately 2.6 postgraduates Ggnd 1
undergraduates per academic staff memb@&wo thirds of the academic staff are part of a dual

career family/couplewith 75% of men and 50% of women having child care responsililities

The genderratio is skewed in favour of women at postdoctoral andsfgraduate leve(60:40)
Our academic staffcurrently numbersonly 13 women, which ajust under27% isbelow the
national average of 38% representation of women in univerbitsciences departmentgsee
section 3b(vii)). Therefore thetwo highest piorities of our Athena SWAN Action Plan aoe
address the gender balance in our academic staff endnhance oursupport of postgraduate

students andPDRsthereby securinghe future pipeline of women in science.

1 September 2015 staff count

2 According to the DSAT staff survey, where 43/52 teaching and researgH 5120 technical staff14/37 PDRsnd
45/60 PhD studenteespanded.

3 Academic staff include teaching fellows, lectureesders and professors. Researchers are all postdoctoral
researcher¢PDRS)



Current Picture of B&B

100%
90%

80% 13 3
70% 7 8 49
60%
50% 4 14
40%
30% 24
20% 4 37
10%
0% . _
Researchers Teaching Lecturer Senior Reader Professor Total Staff
Fellows Lecturer
Males 13 3 7 4 8 14 49
m Females 24 4 4 0 4 1 37

m Females m Males

Figure 1: Current distribution (2016) staff in Biology and Biochemist{$&B)

The academic women iB&B are highprofile and have distinguished themselves by obtaining
competitive fellowships and prizes in recognition of their research and teaching outQuir
Emeritus Professor CheryTickle (CBE FRS FRSE FMedSci), altimowgletired, remains a
prominent presence ilB&Bas aVisiting Academiand an excellent role modghctively inspiring

our teaching and research. Professor Sue Wonnacott is the Faculty Associate Dean, aitgl also s
on the advisory panel for the BBSRC Biosciences Skills and Careers Advisory Pand.1l Table
summarises the recent achievements of the women in our Department. The DSAT staff survey
showsthat the majority of staff perceiv@&Bas an inclusivecollgyiate and supportive place to

work. We are building on our supportiveethos and are imptmerting new transparent policies

across the whol®epartment for theequalbenefit of men and women

Table3.1: Recent Achievementsef women inB&B.

Academic Date Prize

Dr Silvia MunoDescalzo Bath March 2015 Science Suffrage heirloom broogwarded during

Prize Fellow (2013) a ceremony at the Royal Society on Internatiol

2 2 Y| yDaya

Dr Araxi Urrutia Royal Society 2013 Faculty of ScienceRecognition of Excellenc

Dorothy Hodgkin Research Award

Fellow (2007),

Dr Momna Hejmadi 2015 Nominated foran Innovation andleachingAward
2015 AwardedNational Teaching Fellowship

Dr Hazel Corradi 2015 Nominated foran hnovation andTeachingAward
2014 Senior Fellow of igher Education Academy

10



b) DataPicture of the Department
Student data

(i) Numbers of males and females on access or foundation courséA

(i)  Undergraduate male and female numbers

Womenare in a majority among undergraduate studenfsgure 2and Table3.2), inline with the
national average for Biosciences degrees. Currently we have thre¢iparundergraduates, one
of whom is awoman We do not offer partime courses, but accommodate students whose
particular circumstances necessitate ptirhe study for part or all of their course. We offer four
undergraduate coursewith the average student numbers in the last 3 years beBiglogy (68%
female), Molecular and Cell Biology (50% female), Biogtgm55% female) and, since 2013,

BioMedical Scierss (72% female).

o 100%-

5] 90% -

S gon| M.42% M, 42% M, 40% M, 41% M, 38%

2 (232) (230) (231) (235) (235)

o 70% -

g ,E 60%_ ..................

T o

S £ 50% -

S

o 8 40% -

T o

g © 30% i F, 580 F, 580 F, 600

5 & 325 316 (350)

55 0% (325) (316)

& 10% -

S 0%

3 Total UG | Total UG | Total UG | Total UG Total UG
2009/10 | 2010/11 | 2011/12 | 2012/13 2013/14 |

Figure 2: Undergraduate student numberddapartment of Biology and Biochemistry by gender
(academic year 2009/12013/14).Dotted line represats the national sector averagelESA)

At present the gender balance of our undergradestgives us no cause faoncern Theuptake
for specific courses (Biology, Biochemistry, Molecular Cell Biology and Biomedical spcraiioe

monitored and wilhighlight whether we need to take future actigpARG6A.3]
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Table3.2: Undergraduage student numbers irDepartment ofB&B

Undergraduate Recruitment

2009/10 2010/11 2011/12 2012/13
X S S S
T T © m n © n n © m 1 ©
[¢) © [¢) S D S () S
- 3 < g z 3 S g z 3 < g = 3 S g z
University of Bath 2 o) D 2 2 5 ) 2 2 o) D 2 = o D 2
Total 325 232 58% 42% 316 320 58% 42% 365 240 60% 40% 363 249 59% 419
Full time 325 232 58% 42% 316 320 58% 42% 364 239 60% 40% 363 248 59% 419
Part timg 0 0 0 0 0 1 0% 1009 1 1 50% 509
HESA: Biosciences
Total
39,210 24,799 61% 399 41,296 27,058 60% 409% 43,745 29,277 60% 4094 44,100 29,618 60% 409
Full timg 36,714 23,577 61% 399 38,761 25,800 60% 40% 41,165 28,063 59% 4194 41,473 28,417 59% 419
Part timg 2,495 1,222 67% 3394 2,535 1,259 67% 339 2,581 1,214 68% 329 2,627 1,200 69% 319
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(i) Postgraduate male and female numbers completing taught courses

100% -

90% M, 26%
S M, 36% M, 36% (10) )
80% - (6) 9) (20) M, 45%

(22)

70% -
60% -
50% -
40% -

Gender split of postgraduate taught
students in the department

F, 64%
30% - (35)
20% -
10% -
0% -
Total PGT Total PGT Total PGT Total PGT Total PGT
2009/10 2010/11 2011/12 2012/13 2013/14

Figure 3: Postgraduate taugRGT student numbers iDepartment of Biology and Biochemistry
by gender (academic years 2009/2D13/14 the dotted line represents the national sector
average % female for that academic y@dESA)

B&Bhas 7 MSc courses and 7 MRes courses that combine taught and research elewents.

not offer parttime PGT courses sino@r taught coursedave a substantidab-basedelement In
2014/15we had three mature students with chilchre responsibilitiesthe smallsize of the PGT
cohort allowedusto plan their lab work and lectures with flexibility. Female intake on MSc and
MRes courses has fluctuated betweBB%74% over the last five years, as shown in Fig.3, but
such variation is not surprisigjven therelatively small cohort size The female intake of our

PGT courses has been higher than the national sector average (~60%) for at least 4 out of 5 years,
indicating thatB&Bis viewed as a good plade study by female studentsRecruitment to our

PGT courses is based on merit: applicants need a 2:1 (or equivalent) in their first degree.

13



(iv) Postgraduateresearch (PGRpale and female numbers on resech degrees

Over the last 5 years we recruited ~20 PhD students/year (Table 3.3). Women represent over half
of the total number of students registered for PhDs, ranging from 53% to 58% in the last 5 years
(Fig.4). Our female student intake is in liméth the national sector average.

PhD candidates applying for competéi studentships funded by the MRC, BBSRC or NERC
undergo rigorous interviews. For other studentships, a minimum of three staff members sit on the
interview panel, one of whom is ingendent of the project. The PGR admissions tutor ensures
that the interview panels are genddéwalanced and monitors adherence to good interview

practice.

o 100% -
S o
_g < 90% -
S o 80% | M, 43% M, 42% M, 46% M, 42% M, 47%
[0 30 30
2 *2 = 70%- (29) (30) (33) (30) (28)
23 9O 60%-
« 8 £
© 2 £ 50% -
= »n
B & 40%-
==Y R . 57 F, 589 F. 549 F, 589 F. 539
g9 20% - (39) (41) (39) (42) (32)
cC o
8 = 10% -
0%
Total PGR Total PGR Total PGR Total PGR Total PGR
2009/10 2010/11 2011/12 2012/13 2013/14

CAIdzNBE nY Wt 2aid3aNI Rdzl (Bepadiientdt Bilogy end BidckeRigby Gy dzY
gender (academic years 2009/42013/14).The dtted line represems the national sector average
for %M/F ratioqHESA)

(v) Ratio of course applications to offers and acceptances by gender for
undergraduate, postgraduate taught and postgraduate resdaegrees
The gender ratio for offers in all programmes reflects the gender ratio of the applicant pool (Table
3.3). The variation of this ratio for PGR offers can be accounted for by smaller numbers and is not
systematic. The ratios of acceptancesadffers are similar, up to PGT level. For PGR places,
women have overall been more likely to accept offers than men. However in recent years this
ratio has been falling, so it is now more simari KI &G 2F YSy oO0CA3Id poud (
survey fo 2014 indicates similar reasorfocation, course specialismnsufficient funding for

declining for males and females
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Table:3.3 Applications, offers, and acceptances for all course®impartment of Biology and Biochemistry, split by type of ceerand gender
(academic years 2009/1€2013/14).

2009/10 2010/11 2011/12 2012/13 2013/14

2 g 2 g 2 g 0 g 2 g

s} e S e I e S e I 2

3 g 3 g E g 3 g = g

o o o 0 o o3 O o o 0 o o O o o

5 ko 3 5 0 8 3 o} 3 5 0 8 3 o} 3

2 £ 6 8 & 8| & 8 6 8 & 81l % £ 0 8 & 8% s 06 8 & 8|l& 8 6 8 & ¥
Undergraduates
Female 651 55% 607 93% 95 169 588 57% 542 92% 99 1894 687 57% 607 88% 128 219 667 56% 576 86% 98 179 795 56% 699 88% 143 20%
Male 541 45% 478 88% 73 159 446 43% 396 89% 73 189 512 43% 478 93% 66 149 529 44% 400 76% 78 209 628 44% 480 76% 70 15%
PGT
Female 78 54% 49 63% 17 359 98 64% 64 65% 21 339 211 59% 49 23% 33 679 201 58% 115 57% 33 299 205 58% 119 58% 30 25%
Male 67 46% 34 51% 7 219 54 36% 29 54% 12 419 148 41% 34 23% 18 53% 144 42% 65 45% 19 2994 147 42% 89 61% 25 28%
PGR
Female 85 47% 14 16% 7 509 100 51% 20 20% 17 854 100 48% 14 14% 14 1004 114 52% 17 15% 11 6594 79 48% 14 18% 8 57%
Male 94 53% 14 15% 10 719 96 49% 13 14% 9 699 108 52% 14 13% 10 719 106 48% 17 16% 10 5994 85 52% 18 21% 12 67%
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Acceptance of PhD offers

90% 85%
80% 74% . F M
71% 69% .
70% 65% 67%
50% 59% 59% 579%
50%
50%
40%
30%
20%
10%
0%
2009/10 2010/11 2011/12 2012/13 2013/14
F M F M F M F M F M
Offers 14 14 20 13 19 17 17 17 14 18
Acceptanceyg 7 10 17 9 14 10 11 10 8 12

Figure5: Year on year variation ofgpcentages ofcceptancedor post graduate research (PGR
postions). (%=acceptancesffers).

Applicants undertaking standard UK exams are made offers based on their predicted grades.
Applications with norstandard qualifications are reviewed B&BAdmissions Tutors and offers

are made after assessing their gfightions using university guidelines

(vi) Degree classification by gender

Degree classifications are awarded on the basis of marks achieved over the course of the degree.
This is a fair and transparent process. Female undergraduate students do elytreefieat the
University of Bath, gaining more 1st class deg(ees fewer 2.2jhan their male counterparts

(Fig.6). We find no cause for concern as both female and male student attainment is above the
national averagé Performance will continue tee monitored by gendelDAR6A.3] Al our PGT
students in the past three years completed their degreEsr PhD students registered between

2009/10 and 2010/11, 96.4% (134/139) completed their degrddsere are 5 students still

4 The published figure for Biological Sciences is that 70.6% get First/2:1, whereas we have been at 93%, 92% and 920d.# 2013, 2
and 2015 respectively1ES/Attps://www.hesa.ac.uk/content/view/3484/#qua
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intendingto submit ther dissertations. Three of these are skihded female students. We have

highlighted additional academic and pastoral supgdortselffunded student§DAR4A1-3].

Degree classifications for B&B undergraduates

%) m 3rd
9100%

m [ ] —

£ m = mm M B

2 0% K8

()]

5, 80%

g 0 m22.
T 70%

g

& 60% o

& 50% 59% (50)

ge. 61% (34) 60%

2 ” B 2.1
2% oy g GO o 64 (@) 5%

S 30% (35) (35) (39) 63%

£ (34)

$ 20%

5100 R 29Y% 31% 26% 339 409 33% 289 459 el mist
o (28 (20 (24 (15 (29 (23 27 (19 43 (10

0%
Female Male Female Male Female Male Female Male Female Male

2009/10 2010/11 2011/12 2012/13 2013/14

Figure6: Degree classifications for athdergraduatecourses irDepartment of Biologgand
Biochemistry, split by gender (academic years 2009200.3/14).

Our academic programmes have a strong rese&ochis. This, together with the placements that
80% ofour students undertake, resudtin a high number of both male and femakgudentsgoing

on to post graduatepositions after graduating. The Destinations of Leavers from Higher Education
(DLHE) survéyshows that for 20123 30% of Bath students did this, compared to the national

average of 20%

5 Statistics are not availabfer male/femalesplit or whether these are STEM degrees

6 This survey is run by the Higher Education Statistics Agency, HESA. Aatimations is not a category they use, so this figure was calculated

manually from the raw data by counting the number students going on to either postgraduate qualifications within thendigeigli PhD rather

than PGCE) plus those that had obtairisciplinerelevant jobs within universities that might lead to a PhD in future (e.g. a technician post).

Ma GKSe& R2 y2G OFtOdZ FGiS WIOFRSYA G14KkthsNE G Ac.ukiskatete which will #s6 ingludet 2 NJ T dzNJi
students who go on to do a PGCE and other-disgipline specific careers
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Staff data

(vi) Female:male ratio of acdemic staff and research staff

The staff numbers presented here include reseasaly (PDRs) and academic staff (teaching
fellows, researckellows, and researcandteaching staff). The resear@mndteaching staff group
includes lecturers, senior lectewrs, readers and professors (See Fig. 1). In the five year period
assessed (2009/10 to 2013/14), the total number of academic and research staff in B&B varied
from 71 to 84. During this period the percentage of women academic and research staff increased

from 29% (24/84) in 2009/10 to 38% (32/84) in 2013/14. (Fig. 7).

Total Academic and Research Staff
100% -

90% -
80% - . .
70% - 71% 72% 71% 63% 652/0
28(';0 1 (60) (51) (54) (48) (52)

b -
40% - - S === L — — ] B
30% - . .
182/”’ 1 K (20) 22) (28) (32)

(1]

Total staff Total staff Total staff Total staff Total staff
2009/10 | 2010/11 | 2011/12 | 2012/13 | 2013/14 |
]

Figure7: Total Academic and Research stafB&Bin last 5 years (July to Julidotted line
represents HESA benchmarking data

PDRsare the largest staff groupn B&B The increas of women inB&Bis due to thegrowing
number of female PDR§&ig.8A and B) Our female PDRs have increased fr68%(14/29)in the

first yearanalysed to 60%21/34 and 24/40)in 2012/13 and 2013/14 (Fig.8B). This increase
underlinesB&BE) aommitment to mentoring and traininghe next generation of scientists and
academicg[DAR3A1-11). The university is committed to supporting research staff at Bath and
have invested in several training programmes aimed at personal and career development of

researches.? The growing number demale PhD an@®DRs$n B&B are encouraged to engage with

8 In 2012/13, HESA made changes to how it defined ‘academic' staff. In 2011/12 there was an Activity code that denoted Academic but
this was removed for 2012/13. In its place they are using a combination of Academic Employment Function and Activity Code. Although
the definitions are different, in practice the output should be consistent across 2011/12 and 2012/13.

9 researchers@bathkourses are all mapped against the four domains of the national Researcher Development
Framework: (RDF) which has been designed by policy makers in HE, staff working with researchers, academics,
employers and researchers themselves
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these LTEO legrogrammes to advance tlrecareersand we will complement these programmes
with in-house mentoringDAPs 31). The DSAT has called several meetings withpthst doctoral
network (PDN) and is committed to working with this group to empower them to develop their
careers (Section 4.1b(ii)).

The number of Teaching Fellows is small and females are in the majori8C)Fithesenclude

two femalesenior teachindgellows onopen ended contractSJECpanda maleteaching fellowon
fixed term contract ETQ. FTC teachingostions become available when staff with teaching and
research contracts have money on their grants to employ a teaching fellow to take over the
teaching duties (e.g. while they are on sabbatarasdecondmenk

In posts with teachingndresearch duties,(i.e. academic staff onOECE women are
underrepresentedFig.8D). Thambalance of the male/female distribution by post is highlighted
in Figure9A and BIt is noteworthy that we have a large number of male professors, many of
whom (7/13) have been in the Department for 10 years or more. The increase in male professors
is due to promotions (see table 4.2), not recruitment.

Compared to otherUKBioscieres Departmentgdata for academic year 2012/18)women are
substantially underrepresented at lecturer and more senior academic le@ssearckand
teaching (13.5%¢ompared to the national averagél1%) Fig.909. We willaddressthe lack d
women in academic postshrough enhancedappointment procedureDAR1A) and proactive
plans to attract more female applicant¢hen posts becomegacar (DARLB).

GCompared to the national averagave seem to have a higher percentage of women in teaching
only staff (Fig. 9C). However the small numbersv@nen and 6 nen) mean this is not a
significant difference to the national average We hold teaching in high esteem aiitdis
recognised for promotion and career progressiot present we have two seior teaching
fellows in the faculty {foth are women and amale Director of Undergraduate Studiewiith
WiSI-OKA ¥R Ohesdianeloge@niet posts.

10 http://www.ecu.ac.uk/equalitychartermarks/athenaswan/athenaswanresources/data/
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A. Female and Male Representation by Post averaged ever 3
year period from 2011/1201314

25.00
19.67
20.00
15.00 1467
' 10.67 12.00
10.00
6.00
5.00 4.33
' 2331 00 0.00 2.00 1.33 1.00
0.00 — I ; — —— —— - .
Research Teaching Lecturer Senior Lecturer Reader Professor
m Total 2011/14 Female m Total 2011/14 Male
B. Researchers C. Teaching Fellows
30 3.2
25 3
200 gt 2.5
15 aeseeeet . %
10 1
; °5
2011/12 2012/13 2013/14 2011/12 2012/13 2013/14
Research Teaching
m Female 14 21 24 m Female 3 2
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Figure8: Breakdown oDepartment by gender and contract type three year period frm
2011/12201314. (Trend line for women in post is shown for RDAs where the numbers are big
enough. Trend lines are not shown where numbers are smtihn 3.
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A. Female Distribution by Post averaged over 3
year period from 2011/12201314

8.9%  gos

7.6%
5.1% Reader
8.9%

3.8% Professor

SeniorAcademic
Researchers

B. Male Distribution by Post averaged overygar period
from 2011/12 201314

8.9%
12.3%

2.1% 21.9%Reader

24 7% Professor

Researche Senior Academic

B Researclm Teachingm Lecturerm Senior Lecture: Readem Professor

C. Female representation per position

National
Research and Teachin Average
Teaching Only
Research Only m University of
Bath

Postgraduate Researc
Postgraduate Taught

Undergraduate

0O 10 20 30 40 50 60 70 80 90 100
Percentage of women per post

Figure9: A), B). Pie charts showing the distributiqfb)of posts by gender.)CTherepresentation
of womenby post inB&Bcomparedto the national average (data for academic y2ad2/2013.
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Academic staff grades of lecturer and above are employed ors.OBGiversity Prize Fellows
(introduced in 2013) start off on a two year FWgth protected research timeafter which they
are translated to an OEC, with the usual probationary requirements for academic\WWeatfiave

two of these fellows, bothvomen.

Only PDRs and teaching fellows are on FT@s. increase in females on FT(@.(EO) reflects the
higher number of women i?DR posts (see Fig 8Bjaffare automaticallytransferred toan OEC

after four years of uninterrupted service.

E FTC m Open contract

% @)
T 59
MALE 72% (39)

2012/13 2013/14

2011/12

FigurelO: Rato of women on Fixederm (FTGnd Operended(OECYkontracts Benchmark dat
for 201213 shows 37% males and 49% femaled-TCs. The skewed ratio in B&B is due to the low
number of female academic staff.

(viii) Turnover by grade and gender

Over the last three years 50 staff members left B&B, mostly PDRs (34) who left at the fereti-of

term contracts. We have no destination records for PDRs after leaving Bath, but now intend to collect
this information to monitor their career progressidbAR3A9). Nine staff with teachingpnly FTCs

left B&B at the end of their contracts. St&#avers at the lecturer, senior lecturer and reader levels (7
men) had OECs and left B&B either to retire or to move to equivalent or more senior posts at other

institutions.
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Figure 1: Representation of leavers by gender from 2009/10 to 2013/4

(2039words)
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4. Supportingt YR | Rl yOA Y 3 maXiviusnys5a08 wotds NB S N
4.1 Key career transition points

a) Provide data for the past three years (where possible with clearly labelled
graphical illustrations) on the following.

(i) Job application and succesates by gender and grade

Table4.1: Application and Succes$ates in B&Bby genderand post

Applications Shortlisted Interviewed Offers Appointments Success Rate
g % : % g % E % § % : % § % | 2 % g %| E % 3 ; 5
B ® 2 ® 1 ® B ® B ® 3 ¥ g
% ® ® 5 ® A 2
2010/11
Total 102 55| 83 45| 11 41| 16 59 9 9 9 50 1 5 117 5 83 1
Research 89 61| 58 39| 10 50| 10 50 g 57 6 43 1 25 3 75 125 3 75 1 5 3
Teaching 0o - 0o - 0o - 0 0 0 0 0 0 0
Reader 13 34| 25 66 1 14 6 86 1 25 3 75 0 0 2 100 0 0 2 100 0 8 5
2011/12
Total 231 48| 248 52| 38 57| 29 43| 36 60| 24 40| 12 57 9 43 9 53 8 a7 4 3 4
Research 189 53| 170 47| 30 63| 18 38| 28 65| 15 35 9 64 5 36 7 58 5 42 4 3 3
Teaching 26 49| 27 51 6 86 1 14 6 86 1 14 3 75 125 2 67 1 33 8 4 6
Lecturer 16 24| 51 76 2 17| 10 83 2 20 8 80 0 0 3 100 0 0 2 100 0 4 3
2012/13
Total 139 43| 183 57| 29 56| 23 44| 26 57| 20 43| 10 59 7 41 8 53 7 a7 6 4
Research 79 51| 76 49| 23 77 7 23| 20 80 5 20 8 73 3 27 6 67 3 33 8 4 6
Teaching 9 60 6 40 2 33 4 67 2 33 4 67 1 33 2 67 1 33 2 67| 11 33 20
Lecturer 46 32| 99 68 2 17| 10 83 2 18 9 82 0 0 2 100 0 0 2 100 0 2 1
Reader 5 71 2 29 2 50 2 50 2 50 2 50 1 100 0 0 1 100 0 o 20 0 14
2013/14
Total 123 34| 238 66| 27 40| 41 60| 25 40| 37 60 9 45| 11 55 7 44 9 56 6 4 4
Research 63 41| 92 59| 17 46| 20 54| 16 47| 18 53 7 54 6 46 5 50 5 50 8 5 6
Teaching 6 43 8 57 2 50 2 50 2 50 2 50 1 50 1 50 1 50 1 50| 17 13 14
Lecturer 54 28| 138 72 8 30| 19 70 7 29| 17 71 1 20 4 80 125 3 75 2 2 2

Over a four year periodye appointed54 people(Table 4.1).44% of applicant$595/1375)and
46% ofappointees (25/54) were women.

Half of the appointeesfor FTC positions (53% 23@)3were women For researckonly posts
womenhada slightly higher success rate (4.52%; 19/420) ttmam (4.04%; 16/396). For teaching
posts, the success rategasthe same for men and women at 9.76¥he success raief womenfor
FTCpositionsincreasedfrom 1% in 2010/11 to @ in 2013/14 (Fig.2). We notice that nore

women decihed job offers for researclonly posts than men, but a present we are not
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O2yaARSNAY3 | WRSIlOdokigu& tdENQnitod d§AB6A S DAP3A.1R and
focus onthe career development abur currentPDREDARS3A), so thattheir successnayinspire

future postdoctoralapplicantsto Bath

Success rate for applicants for FT

5%

2010/11 2011/12 2012/13 2013/14

-—@==[cmale Males

Figure 2: The success rat@ppointments/applications) fofixed-term positions inrB&B

For OEC pasions 30% (134/449) of applicants and 18% (2/11) of appointees were wom&he
two appointments (one lecturer and one readeook place in the last two academic yearand
has resulted in thesuccess rateof women applyingfor OEC appointmentsising from 0% in
2010/11 (compared to 8% fanen) to 2% in 2013/14 (similar tmen) (Fig. B). One reason for this
improvement was that ir2011/12 and 2012/13the percentags of women applyingfor lecturer
positions vere 24% and 32%f the pool, with17%women in the shortlists (Table 4.1). Although
these figures are not statistically significant (small sample size), theyoleshortlists being
monitored (see section 4b(i) an®APs 1A:B). This had an immediate impact, so that for 5
lectureship positionsni 2013/2014 female representation in the shortlist€30%9 was slightly
higher than theirrepresentation in the applicant pool (28%n)dthe overall success rat®as1.9%
(1/54) for womenand 2.2%(3/138) for men (Table 4.1)Women were as likely as men &xcept
invitations for interview andOECob offers. With the gender gap closing for success rates, it is
important to encourage more female applicangsid maintain good appointment procedures.
[DAP 1AB]
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Success rate for applicants for OECs

8%

4%

2% 506
2010/11 2011/12 2012/13 2013/14
-—=@==cmale success rate Male success rate

Figure B: The success ra@ppointments/appliations) foropen ended posts in the
Department of Biologand Biochemistry

(ii) Applications for promotion and success rates by gender and grade

Between 2009/10 and 2@113, there were 14 promotion applicationswith 10 being successful
(86%). No women apfped. In 2013, these figures were highlighted by the DSAlring a
Departmental staff meeting, again with immediate impa8y2014/15,three womenhad applied
and were promoted(Table 42). These recent promotions ka changed the distribution of
women n senior posts, leaving shortageat senior lecturer level (Fig4l It is therefore a high
priority to attract more female applicantdor positions asfellows and lecturerdDAP-1B), to
maintain apipeline ofwomen for future promotion. Importantly, we will also actively encourage

them to apply for promotion when appropriai®AP2E.]).
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Table4.2: Applications and Promotions by GradeB&B

Promotions/Applicationsby Grade

2009/10

2/2 Males to Senior Lecturer

2/2 Males to Reader

2010/11

1/1 Male to Senior Lecturer

1/1 Male to Professor

2011/12

2/2 Males to Reader

2/4 Males to Professor

2012/13

0/1 Male to Senior Lecturer

0/1 Male to Professor

2013/14

1/1 Male to Senior Lecturer

2/3 Males to Professor

2014/2015

1/1 Male to Senior écturer
2/2 Females to Reader
1/1 Male to Professor

1/1 Female to Senior Teaching Fellow

Changes in the Percentages of women in different posts since
engaging with the Athena SWAN charter

70% 65%
57%
60% ° m 2011/14 m2014/15
50%
40% 3204 33%
30% 22%
20%
11%
10% i 8% 79
: o
0% - [ ]
Researchers Lecturer Leitnul(r)erzr Reader Professor
m2011/14 57% 0 32% 11% 8%
2014/15 65% 22% 0 33% 7%

Figure %: Changes in the proportion of women in academic rolé8&Bdue to promotions and

recruitment since engaging with the Athena SWAN charter 26di3Where we previously had no female
lecturers, the translation of 2 prize fellows and appointment of one female has increased the percentage of
women in this category. However the promotion of 2 senior lecturers to readers has leftta bagilled

by promotions tosenior lecturersn future.
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| understand the probation/promotion/re—grading process.
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Figurel5: Staff Survey responséy Academic Statb questions regarding promotions predure.
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In the DSAT staff survey 725% of responders affirmed their understanding oé tlequirements
for probation/promotion/regrading(Fig. 15)45%(9/20) of menand 50% (5/10Wwomendisagreed
that the processis sufficiently transparent{Fig 15). Feedbackfrom promotion applicants(by
email) to the DSAT chahowed no genderspecific ssues. Althis feedbackhasbeen taken into

account to formulatgransparent promotion strategiesiow published on the Department Wiki

b) Key issues are in the departmerfior career transition of women

(i) Recruitment of staffc

Key IssuelLow number offemale applicantdor academic positions recruiting to lecturer and

above (DAP1B)

All staff involved in the recruitment procesiky R S NJi I EguilitylakdDiversiéy 8nconscious
Biag and d WS ONHzZA G YSYy (i Yy R { St SQuisad? We atrihdt fegiddet 9
academics are on every shortlisting and interview pavéiere no suitable female academiage
availablewe enlist from another Department in the Faculty
Additional measures to prevent gender bias, and increase objectivity and tragrsparof our
recruitment processnclude:

1.Wording our advertisement encourage female applicantsWe include statements
expressingB&Bs positive commitment to gender equalityn our advers. Additional advicefrom
GKS | yYADGSNAEA (G2 ity manhdgdis douglitah thé woRlingsok adirSabiertisemerits
and job descriptions to ensure that we do not inadvertently use stereotyped generalisations that
deter women[DAP1B.1] We believe that women are put off by having to negotiate salaries and
start-up packages andhis information is clarified in the application packSAP1BR which
provide further information onwork-life balance policies (flexible working heu part time work,
job sharing, paid maternity/ paternity and family emergencieteave the on-site nurseryand the

childcare voucher scheme.This information is regularlyupdated [DAP1B3]. We routinely

1 n accordance with th&niversity Recruitment and Selection CodBraftice
2 Gausher DEriesen J and Kay AC (2011) Evidence that gendered wording in job advertisements exists and sustains
gender inequality J. Pers Soc Psycol. 101289
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advertise our academic vacancies on the WISE website, to reach a wide audience of women
[DAP1BE].

We arealsoredesigning the Departent websité? so that itreflectsour commitment to gender
equality in career developmenby highlighing the achievements and success of the women in
B&B(DAP1BY).

2.Shortlisting tdimit unconscious biagveryondnvolved in the recruitment processs to
acknowledge that unconscious bias exists and understaadmpact of gender imbaland®AR
1A.1). The HoD therefore briefs staff involved in recruitment about the underrepresentation of
women in academic posts B&Band ensures that women are fullgpresented in shortlisting
panels|[DAR1A.J. Attention is given to creating weltrafted job specifications that clearly define
behavioural skills and capabilitiemdthe level of experience require@learspecifications enable
shortlisting panels tescore applicants objectivefpAR1A.3] Snce the poportion of women in
the shorlists havamproved their success rates have increas€andidate $ortlistsare approved
by the Dean only when these either 1) at a minimum, reflect the gender composfidhe
applicant pool or 2) where this is not the case, a compelling argument for deviating from the pool
ratio is presented by the chair of the shortlisting panel

3.Proactive SearchesSarches to identify and encourage suitalféamale applicantsare
proposed[DAR1(J. The Research Theme Leadendl discussipcomingvacancies with academics
in their themes and identify suitabléemale applicants. Academic staff can act asach
champions to promote the position tosuitable applicants,provide further information on the
vacancy,and find out any specific needgexpectatiors that they may have Pre-application
communicationswill not form part of the interview proces3o ensure transparency and fairness,
the search champions will not bpart of the shortlisting interview panels and women will

continue tobe appointed on merit

We expect to be able t@ppointanother4 females out of the 8 vacancidsat are likely to arisén
the next 3 yearsAlthough his will improve the gender balance, we stillquere female role
models. Therefore wwvill recruit two female visiting academics (adjunct faculty posig)rovide

shortterm mentoring and inspiration to academic stdifAR5A2).

13 The university is changing the format of its website due to go live April 2016.
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(if) Support for staff at key career transition points.

Key Issus: 1) Qur key attrition pointis PDRto lecturer (Fig.16). Thus weare enhancingour
postdoctoral support programme®APAL-11). 2) The second issue is tlnéstoriclow number of
women who applied for promotion highlighting the need for supporting tleeer progression of

womentowardspromotion and leadershigDARA-G).

Academic Pipeline (average 20:2D14)

93%

78% 1%

67%
male

=0=female

Figure 16 Theacademic pipeline iB&B

1. Supporting postdoctoral researche(BAR3)

We areincreasing our support o0PDRsso that they carbe competitive applicants forexternal
fellowshipsand eventhe prize fellowships at BatiMany of our PDRs have personal fellowships
and support for writingheir applicationsstarts prior to their arrivinghere. A new Daphne Jackson

fellow that recently joinedus, after a 16 year career breagraisedthe supportive encouragement

31



from her supervisors during the application procésm ablogfori KS w2el f {20ASGe@

6Returners to Bioscience Celebragion

PDRsare managedby their supervisors Theyare encourged to identify an additional mentor
from amongst other academics in the departmefidAP3A.1)and to keep personal logs of
transferableskills, laboratory management, networking activitiead participation in training
schemes. PDRsupervisos can underg training onhow to coachPDR¥. Encouragenent and
uptake of this training will be recorded in the SDEFRAP3A.1). The Universitad wSa Sl NO
Development Unit(RDU)offers bespokedisciplinespecifictraining events tailored to needs of
PDRsB&B willincrease oumse of this serviceDAP3.2-3.) and the DSAT has consulted witur
researchers(male and female}o develop a support scheme to complement the University
training scheme$DAP 34-9). PDR<analsoapplyto the Universityfor funding toattend training
courses or to organise conferences, collaborative research projects, or other gvients
preparation for independenceSuccessful applications to this fund by the PDN peasviously
included an R statistics workshop ~ PDRsare encouraged bytheir supervisors to attend
conferencesand present their own work Discretionary fundsare available where childcare costs
would otherwise preclude them fromattending The DSAT will collect data of PDR conference
attendance and applications for travelramts (DAP3A.Y Greater visibility and credit to
LI2AGR20C02NIf NBaASINOK gAftt o60S IAPSYy 2y GKS 58S
skills databasdDAP3A.46] The external research seminar series hostedB&B usually invites
speakers whdhave established careers. In future wal also invite early career researchdimth
genders) to visitB&B and give seminarsand encourage ouPDRsto meet with the speakers
during their visit DAP 2.6). B&Bhas recently secured 4 University of B&hze Fellowshi{§
positions for 2016. These are an exceptional opportunity R@Rsto develop their academic
career and ouPDRare all aware of these fellowshipshe DSAT will monitor progress and uptake

of these actions, and will evaluaRDN destinabn data|[DAR3A.9]

14 https://biochemicalsociety.wordpress.com/2015/11/10/five-things-having-a-career-break-has-taught-me/

15 The University runs supervision and management training for supervisors aimed on how to coach PDRs. Includes the
Concordat to Support the Career Development of PDRs.

16 Piize fellows are competitive universitfunded proleptic positions that come with 2 years protected research

time.
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Mentor and mentee should be the same gender.
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Figure 170pinions on whether mentors and mentees should be same gender

2. Supporting career progression of academic female staff

Teaching and Research Fellows are each assigned a mentor asenisr academic staff member
within B&B We have not matched mentors by gender, and most of the stai&Bdo not think

it is necessary to have sarsex mentormentees (Fig )7 Teachingand Research Fellows have
specially designedupport programmes run by the Universit€onsultaton with ResearchFellows
regarding probation period after translation to lectureships indicates that some fet@lffas if they
havebeen on probation for4- yearsand perceive this as a hindrance to their career progression.
The Department has agreedhat the career development activities undertaken by Research

Fellowsneeds tobe taken into account and their probation be shortened accordi(fiQiP 28.).

The annual staff review SDPIRhas only recently become compulsafyith a 100% uptake in
2014/15).While the SDPI not part of the promotion procedureéhe formatprovides assistace

for reviewers to help reviewees tassess theireadiness for promotionand identify career
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objectives and personal development training needfeviewers have mandatp/iSDPR and E&D

training, and are assigned to reviewees by the Bgbnutual agreement

2.1 Leadership trainingLastyear three female academics were encouragedt®s HoD to apply
for the Aurord’ leadershipprogramme. Twoof the threeapplied and weresuccessful in obtaining
a place. An immediate benefit tB&B is that we now have two Aurora champions who can
encourage the flonof women into senior positionby helping themto identify their leadership
skills. Allwomenwho areinterested in leadershipoles (not only academic staffanapply togo

on the Aurora programme anattend professional development courses run by the University
(DAP2G) First time lecturersare made aware during their induction that they capply to the

'y A @S NBE A (g QRrofessighgl (DEwldgient fund to attend an EMBO leaderéhip
equivalent)course(DAP2AL-2.).

2.2 Encouragement of networking ancbllaborations Our female academics have as many
national and internationatesearchcollaborations as males in similposts The GW4Alliance(the
Universities of Bath, Bristol, Cardiff and Exeter) provides excellent opportufatiesllaborative
networking, including a GW4 Athena SWAN netwakkademic staff canlsoapplyfor a range of
mobility grants to establisleollaborations with other institutions in part via strategic links setup

through the International Relations Office and the Rfice Chancellor for Internationalisation.

2.3 Collegiate Suppart Research Aeme Leaders, senior academicstaff and members b the
ResearchCommittee act as irdepartment peer reviewers to suppodcademic staffparticularly
recently recruited Research Fellows and lectura@rsyriting grant applicationand in responding

02 NBOJASSHESNEQ BRRWE ¥ Bupgo outaledghes with mock interviews, proof
reading, and providing feedback on lecturingdl (9/9) of our recently appointed lecturers and
Research fellows have successfully obtained grant funding after starting in B&B and 7/9 have

acknowledged the support afenior staff.

4.2 Career development

a) For each of the areas below, explain what the key issues are in the department,
what steps have been taken to address any imbalances.

"6Aurora champi ons 6 female nmentas andaatlermodels why hetp to develop ideas and
activities for creative leadership
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(i) Promotion and career development

Key Issue Selfselection: Until 2013/14, nevomen had put themselves forward for promotion

Reasons given included not knowing/thinking they were readp SAy 3 G2t R (KSe& 4SS

colleaguegsee section 4.1a(ii))

The University documentZareer progression in the Education and ResdalzfiamihQ > (2 3S G K

with associatedwebpages explaining the promotionsiteria and process are detaled and
transparent. Feedback on promotions process has ledtihe HoDreviewingthe promotions
application procedurenow published on the Departmen¥IKI. Recent changes to theomotions
processincludeutilising theSDPRor staff to plan career progressioand be encouraged by their
appraisers to put themselves forward for promotionThe University does not directly take
outreach work into considattion, but B&B recognisddCAS and widening participatienitreach
activities in the WLAM. Candidates applying for promotion at all lewalg consider whether
their outreach activitiegount asevidence of impact and communication.

The HoDwrites to eligible membes of staff and invies promotion submissions from all who
considerthey meetthe appropriatecriteria (DAP2E.1)lhe HoD consukwith the senior members
of B&B who have undergone E&®trainingon every applicationTogether theyobjectivelyassess
whether an applicant meets the University criteria andive her/him feedback. Supported
applicatiors are submittedo Human Resources (HR), together with a HoD statement summarising
the consultation process. The Hgesents thecase to the next biversity Academic Staff
Committee (ASCyhere a decision is mad€urrently, if the application is unsuccessfigledback

is provided and a personal action plais created. Henceforth,the personal action plawill be
developedprior to applying for prorotion (DAPE). I ! { / Q4 RSOA&aAz2y Aa

action plancanto be updatedin accordance with the feedback.

(if) Induction and training

Key issue The DSAT needs to collect data of uptake of staff development funds and training
opportunities DAP2A.2)

BMarshalls on |line 6Diversity in the Workplaced6 and
staff and mandatory for all academic staff and anyone else with line managing responsibilities.
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B&Bcomplements the University induction process by a tour of the Department and introduction

to colleagues, and key support staff. Nstaffare assigned #uddyo help them to settle in and
introduce them to colleagues in other departmentsvolved in crosslisciplinary networksA

checklist of induction activitiegeviewed annuall{DAP24) ensures that they do not miss out on
information and specific courses they may be required to attend, sucthasEquality and
Diversity in the Workplaccourse. The HoD has an informal ot@-one meeting to welcome them

to B&B During the induction period, most new staff make use of unofficial flexible working in
order to move house, settle their children into new schools and manage changes to theistilome
circumstances. Colleagues advise on schooling, childcare and local matters relating to living in Bath
(such as the Residents Discovery Card).

During the probationary period newlppointed lecturers are required to attend a series of
courses tailoredto their needs andaimed ataiding their professional developmentThe Bath

Course in Enhancing Academic Practice in Higher Edu€atibhere is also a central scheiiée

Bath Schemg to support recognitionof academic teachindpy the Higher Educationcademy

(HEA)at associate fellow, fellow and senior fellow levelne managers, Theme leaders and
mentors inform new staff abouthe Universitf2 eange of funding schemes designed to support
career progressiont KS | dzZNB NI} OKI Y LI 2 y & X ergothel DEATZEncoudage2 NJ |
female colleagues to avail themselves of these opportunitiBsiring the induction period, new

staff are made awarefthe! Yy A @S NB A (& Q& / 2y (A Yy dzifyhdingscheBhdsS a & A 2 y

(i)  Support for female students

Undergraduate and MastelQQ gtudentsare assigned a personal tuterho provides pastoral care
andtraining inwritten and verbakcommunicationskillsfor the duration of the degree programme.
The Departmenwill, on requestpair-up female tutees with femal@utors, but does not do so as a
matter of policy.Studentscan alsorequest to meet with our designated 2 Y I ylulod. PhD
students eachhave a supervisory team; the lead supervisor who recruited the student, a second
supervisorwith complemenary experience, ah an assessofPastoral careis providedby their

supervisors and the Director of Studies for the PhD programme

19 An individualised work based learning course aimed at developing understanding of academic practice
within a specific departmental and discipline context
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ThePGstudentshave a setbrganised PG networlPGBig¢ which runssocialevents, organises the
peer-mentoring for newPGstudents andrun the annualDepartmental Research Pa PGBialso
chooses and invites thgpeaker for theAnnual Inspirationalecture, who meets with thetudents
afterwards and talks about their research career. Femalespirationalspeakers in recent years
have include Judith Mank (2015) and Maria Leptin (20E3)male students take the lead in PGBIio
activities and promote the Athena SWAN charfEneir most recent Research Day also featured a
presentation on the Athena SWAN Charter.

B&Bencourages?hDstudents to jon appropriate learned societigby paying for membershipy,
through which they can obtain funds to travel to conferencgsne funds are also available from
B&B PG studentbiave opportunities talisseminate their work to the public through tliémages

of Research Competitiondvitae Three Minute Thes@mpetitioré and local science festivals.
wSalkRyasSa (G2 020K GKS 19! Qa t2a03IN) RdzZ *S ¢ d
indicate that high numbers of our female postgraduate studemntsnd to continue their academic
career. 71% of female PGTdanto continue to PhD, and 48% of female PGRs wishing to continue
a research career in HE, compared to national averages of 44@%ss STEM disciplin&sand
45.8% (across all subject®) respectively. Our students are offered careers adviceCV and
interview coachinganda wide range of workshops on transferable skills and career management
Finally, he University has recenthacquired i KS G { t wL b ¢% avdilakE BNémdly S
undergraduates and pograduatesPGBio wilencourage our female students to avail themselves

of this opportunity(DAP4B.1L

20 One membership to a society eg Biochemical Society; Genetic Society per student

21 https://lwww.heacademy.ac.uk/consultaneservices/surveys

22 https://lwww.heacademy.ac.uk/sites/default/files/ptes_report_2013_final_0.pdf

23 https://lwww.heacademy.ac.uk/sites/default/files/resources/pres_2013_uk_report.pdf

24 Sprint: Professional Development programme for Woman undergraduates and postgraduates, Parners Arap, Mifosoft
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4.3 Organisation and culture
a) Data

(i) Data forMale and female representation on committees

Departmental and Faculty committees are either orgadifi@ough the Senate Committee or the
Executive Committee (Fig. 18). At least one woman has been on each decision making committee
since 2011 (Table 4.3). The decision making committees are typically small (7 to 8) members,
usually including the HoD and gy HoD. The representation of woman on committees are
proportionate to the number of academic women in B&B. Several members of B&B also sit on
Faculty and University committees, and indeed female representation on these influential
committees is high @ble 4.4). All senior academic women in B&B sit on at least one

Faculty/University Committee.

UNIVERSITY OF

1) BATH

ACADEMIC DEPARTMENT COMMITTEE STRUCTURE
(Main Reporting Lines)

Faculty Faculty Faculty Faculty
Facuf:‘y Learming, Board of Resesarch Executive
Level Teaching and Studies Committes Committes
Cuality
Committee
Department Department Department Department
Department Leaming, StaffiStudent Research Executive
‘ieve} Teaching and Liaison Committes Committes
Qluality Committee
Committes
- - - »-
Part of Senate Committee Sfructure Part of
Executive
Committes

Structure

Figurel8: Qurrent committee structureat Departmentand Faculty level
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Table4.3 Male:female staff representation irdepartmental decisionmakingcommitteesfor the

academic years 2011/2012 and 2012/2013.

Committee and associated Posts 2011/12 2012/13 2013/14 2014/15
M F M F M F M F

Executive Committeg(DEC) 7 1 7 1 7 1 6 1

HoD (Chair)Deputy HoDReps from theDLTQC,S/SL@nd

Research committeegand DSAT since 2014);

Departmental Learning, Teaching and Quality Committee

(DLTQC) 7 1 6 2 6 2 6 5

Director of Teaching (Chaif}purses DirectoChairs of

Teaching For@d), Representative of Faculty LTQC; HoD,

Deputy HoD; UG Student Rep; MSc Student Reps Mr

Student Rep

UGStudentStaff Liaison Committee 5 2 3 1 5 5 5 2

Director of Teaching (Chair); (Deputy Ch&igademic Staff

Representative, Student Reps

PG StudenstStaff Liaison Committee

Director of PGR Studies; Director of Studies MScandMR{ 2 3 |3 3 (2 3 |2 3

Student Reps

Research Committee

Director of Research (Chair); Deputy Director of Research| ! 1 ! 1 ! 2 6(4P 1P

Research Theme leaders(or Deputies); (Research Associg

Rep, since 2014)

Department SeHAssessmenTeam (DSAT) 4 7 4 10

DSAT chair; Director of Equality and Diversity; Deputy Chg

HoD, Academic Staff Reps, Research Staff Reps, Teachin

Fellow Reps; Support Staff Reps and Student Reps

Health and Safety Committee

HoD, Dept Safety Coordinator; P€p; Research Staff Reps; 4 g 4 > S > S S

Academic staff Ref;echnical Support staff manager and

Reps;

Total % representation on all committeg&Except DSAT) 68% 32%| 70% 30%!| 69% 31%| 62% 38%

$ Figures in brackets show the effects on gender balance Research Theme leaders and Deputies alterniee total %
deputies were not counted. The UAP target is 33% minimum representation.

Table 44: Membership of influential Faculty/University Committees

Influential Facultyand University Committees 2011/12 | 2012/13 | 2013/14 | 2014/15

M F M F |M F M P
Faculty Executive Committee 1 0 1 1 1 1 1 1
Faculty Board of Studies - - 1 2 2 2 2 2
Faculty Graduate School Committee - - 1 1 1 1 1 1
FacultyLearning, Teaching and Quality Committee 2 2 2 2 2 2 2 2
Facuty Research Committee - - 1 0 1 0 1 0
Graduate School Studertaff Liaison Committee - - - - 0 1 0 1
HoD and Ads Committee 1 0 1 0 1 1 1 1
University Academic Staff Development Steering Committee - - - 0 1 0 1
University Council - 1 1 1 - 2 0 2
University Equality and Diversity and Athena SWAN Committee | - - - - 0 2 0 2
Senate 2 1 2 2 3 2 3 2
University Senior Academic Appointments Committee 0 1 0 1 0 1 0 1
University Awards Committee - - 0 0 0 1 0 1
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(i) Female:male ratio of academic and resebrstaff on fixedterm contracts and

open-ended (permanent) contracts

Fixedterm staffinclude PDRsTeaching Fellows and Research Fellows. (@Fignd 10). The skew
towards women on FTC (Fid)) reflects the increased number of fem@&®R®ver recent pars.
Staffare automatically moved onto OEC if they are reappointed when their FTCs expire. The DSAT

will continue to monitor career progression of staff on KDBBA.3.

b) Key issu& in organisation and culture

(i) Representation on decisiomaking canmittees

B&B continues to encourage female staff to join committee®AP5B.22]. Membership of
decisionmaking committees is an intrinsic part of certain posts (e.g. Director of Teaching, Director
of Research, and Research Theme Leddhce September @13, appointments to theseosts
follow anopen invitationto the whole Departmentor expressionsf-interest. A direct outcome

of thispracticehas beergreatertransparerty in committee appointmentsand women now make

up 38.6% of all committees (Tablé.3). Committee appointments ard year rotations.

In the DSABtaff survey we included separate questions on frequency térating committee
meetings andresearch seminarsthe survey indicates that most peoptave a preference for a
ratio of 1:2:1 br teaching:research:admirReassurinty the surveyindicates that staff areactually
more occupied with research than admnstration. However the responsealso indicate that 7
men and 3womenare burdened by a high committee lo&Big. 19) B&Bonly ha six females at
senior lecturer/teaching fellow and abovenplicit or explicit requirements for minimum seniority
for committee membership hae been removedvhich has had the impact eéducing the number

of senior academigvomenbeing overburdened witlDepartment committeeswhile giving junior
women more experience in committee membershitudent and researcher representatives are
on committees where appropriate. In committees where representation of specific staff
subgrous is required (e.g Researchlheme leaders and deputies on Research committee), the
attendance of research theme leader and deputy theme leadan rotate. B&B monitors

teaching:research:admin within the WLAM to prevent admin overload

25 Excluding the DSAT committee, which is a higher ratio of women
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Figure 19 Survey response to meetings seminars and theme meetings
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(i) Workload model

We updated the Workload Allocation ModalVLAM in 2013 It is used as a tool for managing
workload allocations foteaching, administration, leadership,astoral activitiegsuch as student
tutoring and formalised mentoringyy as well as outreach (contribution to UCAS days, Widening
participation) and equality and diversity activities (DSAT contributions, sitting on University E&D
committees). It alsprovides protected time to be devoted to research &k academic staffThe
highest WLAM hours are allocated to leadership in teaching (Directors of undergraduate teaching
and post graduate studies, and admission tutors) which are meritorious posts (3 males and 2
females). Overall we strive for a balancaadd collegiate approach to taking on administrative
tasks. Career progression depends on what an individual has achieved, rather than committee
memberships, or the WLAM hours accrued. Line managers, SDPR assessors and mentors help
academic staff to assesghich administrative activities are in their career interests and whether
they have the right balance between research, teaching and admin activities.

The WLAM is regularly evaluateahd is annuallyassessed for accuracy and transparency about

which activties are likely to lead to career progressi@AP 5C)No key issues

(i) Timing of departmental meetings and social gatherings

B&Bschedulesstaff meetirgs within theUniversity2 @re hoursof 10:0016:00. Weekly research
seminars by PhD students or ited external speakers are scheduled during lunch tikeetings
relating to the administration oB&Band teaching also occur within the University core hours
Where this is not possibleschedules are negotiated with all those involvethfrequent eveats
such as the Departmental Research Deich may include extended social activitiesme
scheduled well in advance and in consultation with individual staff members, with the main
activities taking place during core hours.The Departmentgathers dailyfor informal coffee
mornings. The Friday morningoffee is organised by P®io. These events do not conflict with
school runs and foster cohesiorOther yearly social gatherings such BBQs and the Christmas
party occurafter 17:00 but are scheduledeN in advanceallowing individual members of staff to
make the necessary arrangements and family members are welcome.

No key issues
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(iv) Culturecdemonstrate how the department is femalfriendly and inclusive.

B&B staffare based intwo adjacent building and forma cohesivegroup. This is due ta daily
stream of most staff and studentsbetween the buildings. é8SouttE has several core facilities,
teaching spaces and meeting rooms, whikSouttE contains the administrative office, the staff
pigeon hoks and teaching labglSouthis built around a central hexagonal space (fPavilion)
whichwhen notused forseminars or social events, is a general breakspace used by staff and
PGstudents It has an adjacent kitchenette for making coffee and hmepfood in a microwave.
B&Bhas a relaxed, friendly atmospheasillustrated by the DSAT staff surve$32/210 members

of B&Brespondedto our survey-- a % responseveralland a 90% response froatademie.

The survey indicatethat overall B&Bis peceivedby both sexess friendly supportive,inclusive

and fair (Fig 20). The DSAT used theurveyto engage withall levels of stafind promote the
Athena SWAN Charte©ur most recent Department Social included a prize draw, in which all
responders ¢ the DSAT survey were entered. Several conversateamdred on how the Athena
SWAN application had raised awareness of barriers to career progression and how some of recent
changes iB&Bhave led to greater transparencylo maintain thegood workplace elationships

the HoD hasppointedarbiters to facilitate thenvestigation ofrare dignity and respect incidents
and their resolutiorby arbitration orwhere this fails vianore formd departmental or University

processes.

Key issueThe response rat from PDRs was disappointing low (36%&rall with 12/24 women

and 2/13 menresponding). More actions to engage PDRs and specifically males.
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FHgure20: Responses to DSAT surdeynonstrating overalsatisfaction. We aim to improve on
fairness, suppdiveness and inclusivity.

(v) Outreach activities

Staff and student®f both sexe®rganiseandtake part in outreach activitieB&Bhas strong ties

with the local Bath Royal Literary and Scientific Institution (BRSLI). Many members of staff and
studentshave given talks and seminars on BRLSI premises, and a full series of seminars was jointly
organised to commemorate Darwin's legacy (with talks running botB&Band at BRLSI)Our

HoD, has a longtanding commitmento public engagement anduns the popular Bath Science

Café- a series of monthly evening tallks the Raven, aown centrepub. Several members of

staff have contributedo IGNITE Bath, a series of fast paced-fiueute talksopen to the general

public. B&B participates in aprogramme of activities such asthe 22year Why ¢ NJ O 02

Initiative, STEMMCPD day, UNi Taster days, residential summer schools, seminars, work
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placementandd K| R2 g Ay 3 2L NI dzyAGASa Ay (XParticipalioh NB dz3
in outreach activiesis voluntary and there isusuallya surplus of willing volunteersThe WLAM

I O1ly26t SRASA Ay @2t @S Y Swidénindpydrticipatior{ 12 QISE@eRIIR A B v
UCAS open days which require a large number of staff and which are organis&¥ddmesdays

and occasional Saturdays, we do not monitor participation in outreach activities. Participation in
UCASactivitiesis on a rota, taking into consideration constraints such as weekend availability.
Members of staff are encouraged to upload diét oftheir outreach activitieson PURE, which

will enable future monitoring of which Outreach activities are good for career progresssame

outreach activitiescan be used irapplications for promotion as evidence of building links with

external @rtners.

4.4 Flexibility and managing career breaks
a) Provide data for the past three years

(i) Maternity return rate.

Only 1 member of staffPDR)took maternity leave in the lash years (in2012/13) she has

returned to workand is now on an OEC

(ii) Paternity, adoption and parental leave uptakgs9]

One senior lecturera(womar) took adoption leave in 2011/12. She is still in the department. One
man (lecturer) took paternityleave in 2013/14 Most of our male staff share parenting
responsibilities wh their partners and have used flexible working hours to meet these
commitments.We have highlighted an action te-examineour policies on parental and paternity

leave to encourage sharing of childcare responsibiliitesR2D).

26 a Ukfunded scheme offering-&eek labbased placements to underprivilegeddvel pupils in the local area.
27PURE is The University data base for gathering research pidigampact and esteem activities.
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(i) Numbers of applicatios and success rates for flexible working by gender

and grade

There have been two formal applications for flexible working in the past three years, one from a

female teaching fellow, and one from a male professor. Both were granted. Academic staff are

permitted flexible working patterns or work remotely without the need for approval from their

line manager. Thus there is no formal process to record working patterns for each member of

staff. Research staff can apply for changes in their work schedtlteir line manager. There are

no central records of such requestsut we are not aware of any being turned down

Saff with caring commitments are encouraged to submit an annual form indicating potential

timetable constraints so that their lectures aseheduled at convenient timesWe believe that

the current arrangementswhich have now been in place for 3 years work veeltj offer flexibility

for staff to arrange their work patterns around their caring commitments as needed.

The DSAT survey indied that 50% ofacademic and research staff were familiar with the
g 2 NJ A Yy @cadeigid, fesearch lsupport (i K |
staff and PhD studentsnake use oinformalflexible working(Fig.2).
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b) Key issues inléxibility and managing career breaks

(i) Flexible working

All academic iff at the UoB havdexibility within their contract.Hexible workingis therefore a

formal rightandno permission or records are requiretidging by the DSAT survey respor{ses

21), all academic staff make use of flexible working. For femaleorelgys, 60% (6/10) of staff

used flexible working at least once a month, with three women working flexibly more than once a
week. For males in this category the ratio was higher (20/29), with seven men working flexibly
more than once a week. Postdoctofamale PDRshad similar flexible working to the academic
men (7/11). Flexible working relies on trust and good working relationships and the flexibility is
arranged around starting and leaving times. The majority of staff put in long hours and output
(research, teaching and admin) is assessed by quality not hours worked. During the teaching term,

leave needs to bapprovedbythe HoD. No key issues

(ii)Cover for maternity and adoption leave and support on return

Key issueOnly onewomantook maternity eave.B&B recognises the importance of having well
publicised explicit practices in place to best support members of staff returning after a career
break or maternity leavgDARC12).

The HoDresearchthemeleaders andteaching committeewill support £male staff prior to and

upon returning from maternity leave. Staff are encouraged to book an appointment with a
representative from HR to be informed about the university maternity package, arrangements
surrounding antenatal care (there are also univéxspolicies for husbands, civil partners/partners
attending antenatal care or adoption appointments). The Department has funds to cover
teaching whilstacademicstaff are on maternity leave, and existing staffl also help by taking on
additional lectires, tutorials and student supervisions. Cover for research will depend on the
funding level of particular research projects. The Research Committee will meethaittaff
member (and line manager or supervisor) prior to her going on maternity leasiscuss her
research and the options for provision for research cover (possibilities include extending the grant,
or employing research cover). Staff going on maternity leave are informed about and encouraged
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informed about work issues, progress of projects, attend conferences or training courses and
other relevant developments. Contracts for research and teaching staff returning from
maternity/adoption ae extended to enable them to complete thmutstanding months on the

original contract. We can extend this to a year, at the discretion of the HoD. Staff returning from

maternity leave can apply for changes in working hoarsdse transition back to work.

5076 words

5. Any other commentsmaximum 500 words(456)

While compilingdata for this applicatiorand establisling what mentors and role models should
be doing the DSAT asked several women at various career ledelsroles theirmale colleagues
had played in facilitating their career§he answers weravide-ranging and all were able to
acknowledge the suppb of at least onemale academic in their fieldSpecific examples in the
Department included being encouraged to apply for positions/felkisLJa (G KS& RARY Qi
think they were ready for, and which they subsequently doterestingly,several ofour male
academicswere alsoable to acknowledgdemale supervisorso whom they owe their career
succesgone actually had two successivanfale supervisorsiuring his postdoctoral yearene a
Nobel Laureath. Theresponsesto an email sent to all the male senior lecturers, readers and
LINEFSEada2NAE alAy3a FT2N SOARSYOS vk overdfelmviglyr 2 y A
supportiveand demonstrated a willingness to be involydyy providing anecdets of mentoring
techniques that worked wellgpod listening, team building activities that included family, and
showing faith in them) Nine male professorwith careers spanning or moreyears at Bathhave
informally provided destination data about their mentees. Between them they hsweervised
approximately 0 Ph3 and PDRs 30% of these PhDs/PDRsave gone on to have careers in
STEM (i.e. 12%femaleand 18% malevho are now on adnure track or lecturer position)Per
individual professor,the numbers are smallnd there are likely to be discipline specific reasons
why some labs show fewer people going into SIVERareers than others (i.e. a high rate of
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mentees going into indusyrin biotechnology focused laps However four professorshave a
higher than 25% rate of female mentees transitioning to STBW careers (Fig. 2); we will
interview current and former members of their labs to identifyy practicesthat have contributed

to female career progression/attainmerAR3A.7).

Mentees that have progressed to STEMM careers

loo% *k*k *k% *k%k *%k%
90%
80% 4 4
70%
60%
50%

3 3
40%
2
30% -
0,

20% 2 2 1 .
10%

0%

7M:18F S5M:4F 7M:8F O9M:13F 14M:12F 10M:8F 6M:3F 12M:11F 26M:20F

11

m former PhD/PDR - females m former PhD/PDR - males

Figure 2: Male and Female former mentees (PhDs/PDRs) who have been mentored by male professoriates
in B&B and gone on to have STEMM careers (i.e. currently have lecture or tenure track positions). The
gender split is the % of those that have gone on to STEMM careers. Each bar represents a professor and the
historical totals of males:females in their groups are given below. *** represents a high rate of success for
female mentees in the lab (i.e femalesSTEMM/ thexumber of females mentored).

The success of their mentees, (not only in STEMM careers) is the best measure of successful
mentoring. Effective mentoring should be recognised in some form, and one suggestion for a
STEMMspecific initiative wuld be national incentives (e.g. through the Royal Society,
Biochemistry Society) to encourage more men to be become champions in promoting the careers
of their female colleague@®ARG6C.7). At a more local level, the University introducedaamual

& 9 délléhce in Doctoral Supervision péine 2010 Since its inceptiorthree of ourmale academic
colleaguesin B&Bhave been the recipients of this prize. That they were nominated for these
awards on the recommendation of their students (male and female)esgament to their

mentoring being appreciated
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Fnally, our last Athena SWAN application identified four key areas which we have been able to
addresgduring the last 18nonths. These are in Table 5.1

Table 5.1: Progress on our last Action plan

Key Aea Completedactiong Outcome/Ongoing or further actions

Administrative posts and committee membership is on merit through opel
and not restricted to sear academics.

Three year rotation for administrative posts and committee membership
WLAM takes into account committee membership and administrative duti
We have reached 38% female representation on committees

Leadershig, Three women were encouragedtbg HoD to apply to the Auro
leadership course (Two applied and were successful in gaining placeia
champions encourage other women to take leadership roles

Ongoing assessment of the transparency and gender balance of committ
membership/leadersip positions(DAP2G.1 and 3Bnd further actions to
provide additional role modelAPS5A

Equality and Diversity training as well as unconscious bias training is
mandatory for all invived in the recruitment and shortlisting panels
Women are represented at all stages of all the recruitment panels
Shortlists are monitored to ensure that women are represented in same

Increase female . . :

recruitment to lecturer proportion as in the applicant pool

B . Shortlists are approved by extetr@oair (the Dean) only if the above
and more senior : . .
" representation of women is attained

positions ) " .
Success rate of women for academic positions is now equal to that of me
two more women were appointed to academic posts.
Ongoing actions to maintain equality in success rdb@d(LA and further
actions to recruit more female applican®BAPB)

Promotion applications no longer rely on ssdfection, the HoD writes top
eligible staff members inviting them to apply
: The SDPR process has become mandatory and is used to coach staff int

progression of female . . -

members of staff and PreParng personal action plans for promotion
C : Several staff are preparing Personal Action Plans for promotion

actively encourage .

them to apply for 3 women have applied and beeuaczessfully promoted

Ongoing actions to increase the transparency of promoti@?sR2Eand

Increase female
representation in
positions of leadership
and decision making
committees.

Support career

promotion encouragement of staff to prepare for promotion through the SDPR proce
(DAP2F)
Support career PDR support to be increasddAP3A.410 ¢ High Priority). Further consultatic

progression of researc with PDRs to develop tailored career support is detailed in our new actior
staff to facilitate their and application. Destination data to be collected to determine thecsss of

D transition to these actionsPAP3A.11L
independent STEMM
positions
Pastoral support foundergraduates has been in place for several years. P
Provide pastoral 'y R al & SsNiieat sup@bhasBedn increase@ection4.2a(iii))
E support for students atWe have adediy  § SR 2 2Yl yQa (dzi2NJ I yR &
all levels. Further action for additional support for sdlinded students who are at risk

for not completing BRDs within 4 years has been highlight&A\P4A

50



6. Action plan

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

Our Action plan has the following objectivies the next three years

Improvement of recruitment practice so that we can recruit more women
Enhanced career development androile support so that their careers thrive
Enhanced PDR career support to maintain the pipeline of women in STEMM
Maintain good PG student support

Sustain good organisational culture

Sustain Athena SWAN objectives so that all at B&B can benefit

ogkwhE

The Milestone&ffects so far aratalicisedin the table and the measurable outcomes are
underlined
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1. Improvement of recruitmentpractices and strategies to employ more women in academic posts

Priority Very High:Issues identified: The low number of females in acadeimposts and lack of role modeld~emaleapplicants for academic postsiake up less than
30% of the pool. Recent promotions mean that we need more women in lecturer positions to ensure a future pipeline of womemran be promotedSections

3(viii), 41(a(i), 41b(i) ,Figs. 7;13. And Table 4.1)

Objective Activity to date Milestonedeffects so farand Timeframe Responsible | Success Criteria afor Measurable
Proposed Actions (Start/ End) Qutcome
1A
To ensure fair | The genderratio of applicants| In recent years, the shortlists Data collection HR for
gender and their representation in reflect the proportion of women ongoing and : . . .
. . : . : . collecting This data will reasure the extent to which
representation | the shortlistsare monitored in the applicant pool. The succey now routine. our actions are ensuring that we hafar
in short ligs and | during the recruitment rate of female applicants is now Data will be - X ;
L DSAT for representation of women in shortlists
maintain process equal to that of men. analysed every .
o analysis
equality in 2 years.
success rate for
academic and
research
p05|t|pns. E&DF8trainingis rqulred by | 1. Ensure that only s_ta_ff with | Implemented in HoD Staff involved in recruitment will be fully
(Section 4.1 the UoBfor all staff involved completed E&D tining are | 2012 and now aware of E&D issues and the impact of
b(i)) in the recruitmentof involved in recruitment an ongoing . P
. . DAs gender imbalance.
academic posts practice
HoD, DSATIstributesa short
summary of the gender . . . . .
imbalarces inB&B tostaff Staff involved in recruitmerare Implemented in HoD All staff involved in academ Ic rec rwtment W
. . ) . 2013 and now acknowledgehat unconscious bias exists.
involved in the recruitment aware of the gender imbalance an onaoin
process in the department going DSAT
practice
2%Marshall s online Equality and Diversity in the Workplace; and Unconsci
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Women academics are
presenton interviewand
most shortlistingpanelssince
2012

Record who is present on
recruitment panelsEnsure
that women are present on
ALL future interview and
shortlisting panelsand
continue monibring fair
genderrepresentationat all
stages of the recruitment
process

Started
collecting
records of
recruitment
panel
composition in
2014, and now,
ongoing. Data
will be analysed
annually.

Interview and
shortlisting
panel chairs

HoD to impose

Far gender representation at all stages of t

recruitment processWhen women are

present on recruitment committees the
chances of women being appointed are
increased®.

Each application is seen by &
least three members of the
shortlisting panel and thést
of essential and desirable
criteria associated with the
advertisement is used to

score applicants.

Increase objectivity in
selection panels by using a
3 scoring systefd against
essential and desirable
criteria of job specificatioto
rank candidats

Started in Dec
2014 and will
do this for all
future
recruitment

Short listing
panel chairs

Theme
Leaders

Greater accountability for choices made
during the selection process, measured
against applicant scores

The proportion of women shortlisted,

interviewed and appointed will be based on
merit and continue to reflect their number in
the applicant poal

29 Van den Brink, Benschop and Jansen (2010) Transparency in Academic Recruitment. Organization Studies 31(11): 1459-1483

301.2.3

scoring

system i

S

based on

Amention/ evidence/ outputo

borrowed

from Uni
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1B.to attract
more female
applicants to
academic
positions in B&B
by advertising
our family
friendly
supportive
environment.
(Section 4.1

Statements encouraging

Continue to ensure these

HoD and DSA

b(i)))

applications from statements are on adverts will initially
undemrepresented groups ang and evaluate the wording in scrutinise
hlghl}ghtmgfgmlly fnendly job adverusemgts ;[o avoid From Oct 2015, adverts, for
policies are included on job gendered wording: every advert for approval by
and PhD project adverts I £ FNRAF& gHp y . the Dean.
= A . . recruitment will
LI Ol 3sé ogAfft o
o be scrutinised.
application pack® External
advice from
UE&DM
kS s Surnivay|® S nimatn o amiy
F NA&A Sayiduphbls the 1Y POl Implemented in
. . . : working /childcare/ are up to
University policy on flexible . . 2014 and now
) date and include this . DAs
working, career breaks, . ! . o an ongoing
; . . information with applicatio .
maternity/adoption, paternity practice
packs HR
and parental leave.
Highlight the success of DAs
Female Academics in B&B ar women In the Department or To go live All academic
high achieverg we are our website to promote our March 2016 ad | staff
_ supportive and inclusive
currently redesigning our olicies then updated
website to ensure that our P monthly Website
online visual identity matches managers
both our success and our . . .
. . . Advertiseacademic positions
supportive and inclusive : HR
A on WISE to reach a wider
mission. . . Dec 2015
audience of women via the DSAT to
STEM network (4.1b(i)) .
monitor

We believe women are encouraged to appl
to departments with welpublicised family
friendly policies, and do not like having to
negotiate their startup package, so we
should sedncreased numbers of females
applying to our adverts

Higher visibility of the success of women in
the Department should encourage others tg
want to join us

Advertising in WISE should reach a wider
audience of STEM womeméasurable by
increased applications from womgn

31 Gausher D, Friesen J and Kay AC (2011) Evidence that gendered wording in job advertisements exists and sustains gender inequality J. Pers Soc Psycol.

101:109-28.

32 Women are likely to respond better to adverts with transparent start up packages, WISE Campaign website
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1.CTo search for|
suitable female
applicants, and
encourage them
to apply for
positions in
B&B.

Research them&eadersare
aware that we have too few
female applicantgor
academic position&t.1b(i).

1. Search Champions who are

not part of the recruitment
process will be identified to

carry out proactive searches
for potentially suitable femalg

candidates and encourage

themto apply for advertised

posts.

(Search champits will not be
part of interview or short listing
panels)

Jan 201& Nov
2018

Research
Theme
Leaders and
Research
Committee

to identify
Search
champions

Increased number of women will apply to

academic positions in Bath, giving us a larg

number of women in the applicant poaind

enabling us to appoint women on merit and

ultimately redress the gender balance.

2. Enhanced Career Development almdrole support Priority Highg Issues Identified: We will be recruiting more staff (see above DAP1); wewen
applied for promotion prior to 2013, Staff survey indicated that staff do not feel that the promotions process is suffigigrahsparent (Section 4.1a (ii); Table 4.2
4.1b(ii); Fig 16; 4.2&(ii)); Probation period seen as too long for Researfeliows translating to lecturerg4.1b(ii);

Objective Activity to date Milestonedeffects so farand Timeframe Responsible | Success Criteria attor Measurable
Proposed Actions (Start/ End) Outcome
2.A To support | New Starters are assigned @ The buddy system is popular an| Initiated 2009 | Theme New staff settle in well and give good
staff in their . dzRRe&¢ (2 K §isusedin B&Batallgradesand | and ongoing Leaders feedback about our induction process
first years of into their role in the first few | helps staff to settle in
joining B&Bso months DAs
that they can
build a All new stafthave a checklist Ensure that induction packs Annual review of information will ensure
successful of induction activities and are up to date andnclude that new staff sett into their new role and
career. haveto complete the on line information on the Athena Initiated 2013 DAs know where to get support
al NAKI ffdofse 9 9 SWAN and ECU chartetsow | and ongoing
to join WISE and other
relevant networks for career
networking
During the induction Collect feedback and data or
programme new staff are number of people who take DAs
informed about continuing up training opportunities and| 2016- 2019
professional development apply for professional DSAT to Measure of effectiveness of the induction
training and funding development funding analyse programmes to promote courses and fise

feedback to improve courses
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At the beginning of each
term, staff can request that
when assigning lectures the
Teahing timetables take intg
account personal
circumstances including
school runs and , caring dutie
during midterm breaks

Theflexibility around caring
duties and starting and leaving
times of staffhas promoted
cooperation and support
between staffimnembers

Ongoing termly
event.

51 Qa

Course
convenors

This has had an impact of enabling staff to
plan their lectures flexibly

Newly appointed lecturers ar
protected from high teaching
loads during their first 2

This enables new lecturens
settle in and establish their
research programmes and write

Theme leaders
and deputies

All of the Research fellows and new lecture

semesters grants. Initiated 2013 appointed since 2013 have secured grant
3. Grant writing support is and ongoing Research and| funding
available to new academic teaching
staff through RIS and with Committees
research themes.
2B. To provide | Consultation with research DSAT Staff will no longer be on probation for 4
. ) . Fully evaluate the effects of ;
probation fellows regarding probation : . consecutive years
. . probation after translating to
support to period after translation to . . March 2016 HoD
o lectureships and if necessary
ensure career | lectureships inttates that . .’ May 2018
consider a process for earlie
development some staff may be on . : ) Dean
. review of probation period
probation for 4 years
. . for research fellows
(Section 4.1b(ii)) :
translating to lecturers.
1. C2NXIFfA&aS (KS
2CTo formalise | Academics areurrently practices of supporting
maternity leave | entitled to oneterm of maternity leave before and
support in order | protected research time with upon returning (se&ection HoD
. . - May 2016
to ensure a no teaching duties when 4b(ii)).
. . June 2016
good return returning frommaternity DEC
rate leave Staff can apply for
temporary parttime 2. Get feedback from staff DA A good return rate after maternity leave.
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schedules when returning
from maternity leave

regarding
maternity/paternity and
parental leave support

Improved perception of family friendly
depatment.

July 2017Nov | DSAT
2017
2DTo ensure
pilri?:irgzl leave \cg\rqee Tl?;ﬁ PO%Lcegt;hrﬁtor;ggve 1. Consult with the department Clearer policies regarding parental leave
P ) P y about parental/paternity April 2016¢ July
encourage the | in the last 4 years, and there g DSAT . . . .
sharing of are no records of parental leave policies 2016 All men having children will take paternity
) leave
childcare leave
responsibilities
2E To increase| The DSAT identified that prio| Since 2014threewomen applied
transparency of | to 2013, no women applied and have now successfully bee
the promotions | for promotion. Feedback fror| promoted
procedure in our previous Athena SWAN .
order to application suaaested that The Department no longer relies on people
ppiical 99 . . o selfnominate for promotion. (Although,
encourage promotions should not rely or] 1. HoD will continue to invite . : HoD e
S o Initiated in 2013 anyone who feels they meet the criteria for
women to apply| women selinominating. eligible members of staff to . .
. ) o . and now an promotion can sethominate)
for promotion Therefore the HoD identifies apply for promotion on an . Department
o - . ongoing annual .
and invites eligible members annual basis . promotions
. S practice .

of staff to submit applications committee

for promotion.

The HoD has written a This has increased traparency | Initiated in 2014| HoD

document summarising the of the promotions process and to be .

promotions procedure which updated Increased transparency and fairness of the

has been circulated to all staf annually p:gtrlne(ifovr\:z?rrleé)géhe HoD supports

and which is available on the P

Dept Wiki.

DAs to
Implemented in | monitor E&D More women will apply for promotion
2. Senior members of staff mus| 2015- training. bRy Tor D

Senior members in B&B who

be familiar with the university
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are to be consulted on

promotions criteria

promotions must have had the HoD and
E&D and Unconscious Bias Deputy HoD
training to ensure
familiarity with
promotions
criteria
2F. To promote | The HoD ensures that all Promotion/career developmen| SPDRs HoD All staff row have a framework for discussin
effective use of | academic staff and is an absolute requirement for | compulsory their career development
the annual researchers participate in an| discussiomuring the SDPR since 2014/15 | Deputy HoD
SDPR procedurd annual SDPR in accordance|l. Actively encourage women | at UoB
so that staff can| with UoB mandatory who are nearing eligibility fo
developa requirements promotion to prepare Implemented in More womenwill develop personal action
person action personal action plans 2014/15 to be | SPDR plans to prepare for promotionBy 2018 we
plan for career assessed in reviewers should have promoted 4 women improving
progression 2018 the gender balance at senior academic leve
HoD
Deputy HoD
Lecturers and above are Reviewers and reviewees are
reviewed by HoD or senior assigned with mutual
academics who have agreement fostering a level of| Implemented in Feedback from staff and the number of
mandatory E&Band SDPR trust 2014/15 promotions will be a measuref the
training. 2. Ensure line managers, SPDH HoD effectiveness by which B&B uses the SDPR
appraisers and mentors are process to prepare staff for promotion and
aware of what is required for Deputy HoD will indicate whether the SDPR is an equall
promotion and encourage To be effective annual appraisal system for both
staff to familiarise themselvey monitored for genders
with the SDPR process effectiveness in
March 2018
(DAP6B.1)
DSAT
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2GTo prepare
women for
leadership roles

Aurora leadership course
two women were sent on this
O2dzNBS | YR | NJ
/ KFEYLAZ2YaQ

Women are encouraged by
Aurora Champions, SDPR
reviewers and mentorgo
submit expressions of interes
for departmental roles,
particularly leadership
positions

Aurora champions encoage
other women to apply to
leadership courses

80% of female academics have
lor more department leadershij
rolesand sit on committee’d

1. Review the gender balance

of leadership positions in B&
and the uptake of
professional development
activitiesby women and
whether theseincrease their
promotional prospectén B&B

Implemented
2014/15

To beassessed
June 201§
Nov 2019

DSAT to asses

Aurora courses encourage leadership
thinking in women who have previously not
considered themselves as leade

Analysis of gender balance of department
roles will show whether women continue to
be fairly represented in leadership role in
B&B

Analysis of the uptake of professional
development courses by women and their
subsequent career progression will messu
whether these courses have been beneficig

3. EnhancedPostDoctoralResearche(PDR)Career support

Priority: Very High: The majority of women within the department are posioctoral researchers. Postdoctoral transition to research fellow and lectuisea key
attrition point identified . (Sections4.1b(ii);

Objective

Activity to date

Milestonedeffects so farand
Proposed Actions

Timeframe
(Start/ End)

Responsible

Success Criteria anor Measurable
Qutcome

3ATo increase
PDR career
support so tha
they will be
competitive

A mentoring coordinator has
been appointed in B&B to
match mentors and mentees.

Several mentormentees have

been paired up

1. Encourage PDRs to find a
second mentor/champion
(other than their supervisors)

Implemented in
UoB in 2014/15
after a trial in
B&B

Mentoring
coordinator

Supervisors

All PDRs will have a second mentor assign
to them within three months of starting work

33 Other than the DSAT committee
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applicants for
independent
STEMM
positions

A PDRhetwork (the PDN) is in
existence and PDRs are
represented on DSAT, and
Research committees.

PDRs have access to staff
development programmes.

UoB has a dedicated web
page for researchers and
PDNs can apply for funds

Successful applicatigmho the
university esearch fund for
workshops and courses, e.g.
running an R;statistic course

Consult annuallyvith PDNto
plan specific training events
and develop support to
compliment UoB courses

Implemented in
2014/15 and

will be assessed
in Nov 2016 and
Nov 2017

Research
themeleaders
and deputies

PDR s will be more awaand up to date of
the available training opportunities

B&B will be perceived as a good starting
point for PDR career progression

PDRs will be empowered to take control of
their own development and engage with RL

related to career 3. Run a series qf _annual _ PDN of their own accord
development activities researcher training gyents in| Sept 2016 and RDU
the Departmentspecifically | then annually PDN
tailored to STEMcareer DSAT to
progression monitor
uptake
(The above ouwtomes will be assessed by
DSAT survey, sé®AR6B.1)
4. Increase exposure of PDRs
research on B&B website JanApril2016 DAs PDR s withave more visibility and
increased opportunities for collaboration
5. Create an Expertise directory  Jan 201& PDRs
on Dept WIKI March 2016,
then update Supervisors
PDRs play a pivotal role in monthly
Research Themes, organisini
seminars and meeting with
visiting speakers. 6. Include early career
researchers in external To be
seminar lists and enable PDR implemented in Reseach
to meet with them to discuss| the 2016/17 | theme leaders,| Exposure to early career researchers fron
careers seminar deputy theme | other institutions will enable our PDRs to
speaker lists leaders benchmark their skills
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PDRs are encouraged their
supervisors to attend
conferences an@&Bhas

7.

DSAT to collect data of PDR
attendance at conferences
and applcationsfor travel
grantsfrom 2015/16¢

Supervisrs to
enter data on
PURE; DSAT t

More PDRs will attend conferences and

childcare funds to support 2018/19 June 2017 analyse data | increase their networking skills
PDRs who would otherwise b
unable to attend PDRs will gain experiengegrant writing
applications
The Department offers suppor Successful applications for pest
to internal and external staff |doctoral fellowshipg i.e. Marie
wishing to app) for Curie Sklodowoska fellowships,
independent research Daphne Jackson fellowships
fellowships to be taken at Batt
8. Continue to ecourage and
supportPDRsn applying for
Academics, employing PDRs fellowships, and lectureships| Ongoing and | Supervisors
include named PDRs in their Identify which PDRs are outcome to be
grant proposals and request eligible for female targeted | evaluated Mentors
the appropriate funding to funds and support them annually
support the promotion of through the peer review Our PDRs will beuccessful in their
research staff working on the system fellowship applications anith demand at
grant. other STEM institutions
9. Contact current and ex Mentor
members of high success Jan 2016Nov | coordinator
Some supervisors havehigh supervisors to identify 2017
success rate for women in practices that lead to female DSAT to
their labs progressing into career success evaluate Our female PDRs will go on to leav
STEMM career@-ig 28) successful careers in STEM
10. Destination survey for PDRs| To be
after leaving Bath at the end | implemented Supervisors Our successful female PDRs will become
of FTCand staying in contact| Nov 2015 and | DAs future role models
to monitor career progressiorl updated Alumni Office
annually DSAT to
evaluate
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UoB has signed up to the
Concordat to support PDRs
I Y R N3Bmpeivisihg and
coaching Research staff
training course

Several supervisors have taken

this course

11.Ensre that Supervisors are
aware of their responsibilities
towards their Researchers by
recommending that they do
the course

Annually as part
of the SDPR
process

SDPR
reviewers

HoD to remind
staff

Supervisors of PDRs will be aware of their
mentoring and coehing obligations and will
support them. Successful supervision and
support will be measured by PDR output an
ongoing success after FTC ends

We have noticed an increase
in females declining PDR
positions in B&Htable 4.1)

12.Keep monitoring the gender
ratios for postdoc
acceptances

April 2016¢ July
2018

DSAT

If the trend continues, implement a decline
survey

4. Maintain goodPost Graduate Student support

Priority High:lssues identified: selfunded students are at risk of not completing theii®s within 4 yeargsection3b(vii)). Ongoing good practise to ensure
female PhD students get a good start in their STEM careers.

Objective Activity to date Milestonedeffects so farand Timeframe Responsible Success Critesiandor Measumable
Proposed Actions (Start/ End) Qutcome
1 Provide at risk students with PGR
4ATo provide | We have identified that three an extended PhD support Within 3 admissions At risk students will have additional acader|
additional out five students who have team including the Woman | months of tutor back up and pastoral support
mentoring and | not submitted their PhD Tutor if required. students Director of PG
academic dissertations within 4 years starting studies
support for are selffunded female
self funded students.
students

The Department has policies
in place that can be adapted
to support PhD students with
difficult circumstances,
including a Woman Tutor

The UoB has an academic
skills centre for researchers
and students

2 Set upregularl:1 meetings
with the Woman Tutoto
identify academic issues ang
evaluate additional
mentoring needs

3 Referstudents to UoB
academic skills centre

As required if
requeged

As required

PGR
admissions
tutor

Woman Tutor

Student
supervisors

All our students will complettheir PhDs
within 4 years and students that are at risk
will continue to receive timely pastoral
support
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UoB has a hardship fund with
specific eligibility cteria for
UG and PG students

4 | KSO|

gKSGKSN
circumstances students
makes them eligible for
Student hardship funds, and
assist student in making the
required applications

As required

Supervisors

4BTo provide
career training
and support for
PGs

UoB has recently purchased
SPRINT programme for fema
UG and PG students to equif
them for areers in STEM

PG students are encouraged
to attend conferences and to
present their work

1. Encourage uptake of SPRIN

B&B pays for membership to or
professional society for each
PhD student. Studentanapply
to these societies for funds to
attend onferences

Students with childcare

responsibilities may apply for
same discretionary funds as staf
when attending conferences

First students to
enrol on SPRINT
will be 2015/16

Supervisors

Mentors

This program promises to provide women
with the tools to realise their ambitions

The DSAT will collect feedback from studer
about the SPRINT course and ascertain if
there are practices we can incorporate into
UG and PG training programmée&xAR6B.7)

4CTo engage
undergraduates
with Athera
SWAN charter

Athena SWAN is not
consistently part of the
student induction programme

1. Make female students aware

2. Include an undergraduate

of AS charter though lectures
and induction literature

representative on the DSAT

Annually during
induction week
(Cet)

April 2016

Student Reps
Personal
Tutors
Admission
tutors

DSAT chair

Student awareness of the Equality and
Diversity and the Athena SWAN charter

5. Sustain GoodDrganisational Culture
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Priority: Ongoinglmportance Issues identified: Lack of women in senacademic posts in B&B means we need to find external role models. Good practice wit
regard to committee membership needs to be sustained and transparent processes for open calls for leadership roles aredequir

Objective Activity to date Milestonegeffects so farand Timeframe Responsible | Success Criteria arfor Measumble
Proposed Actions (Start/ End) Qutcome
1 Monitor frequency of female
5ATo provide | Followingsignificantprogress speakers and Chairs at Annual Theme
role models for | in the last three yearsromen meetingsand ensure that monitoring in Leaders
women within | make up aroun®0-45% of 50% of external speakevall | Oct when
the Department | the pool of external speakers be female speaker lists arg Seminar
drawn up organisers Gende balanced external seminar speakers
Emeritus Professor Cheryl . _— July 2016 Theme
) . . Recruit two female visiting . .
Tickle, remains an active . ) Leaders The presence of additional women in the
. academics (adjunct faculty . .
mentor for women in B&B as Department will provide short term role
L . posts, Honorary Professors/
part of our visiting academic - : HoD models and gender balance.
Visiting Profesors) who will
faculty. . .
be able to provide mentoring .
Senior
Academics
5B. To hcrease Deputy positions for several
transparency in posts have been recently creatq
committee to facilitate rotation
membership Athree year rotation for . . .
administrative and Implemented Committee Female committee members will represent
. o Open invitations ointerest to fill | April 2014. Chairs, the proportion ofwomeneligible to sit on
committee membership is . . -
. L vacant positions have been Annual each committee. Medium term (next 5
being phased in with one . o - .
. . implemented from September | monitoring in HoD years) 33% of committee members will be
third of posts being rotated .
everv vear since Auaust 201 2013. April each year female
yy 9 This has increased transparency Deputy HoD

More staff will have committee experience
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Ensure opportunities are

Administrative posts and transparently advertised and| Annual
committee membership that committeeshave a monitoring in
posts are not restricted to gender balance Aprileach year | DSAT
senior aademics
2. Continue to encourage Supervisors
Researchers and junior During annul | Mentors More transparency in B&B with regard to
academics to become SDPR and wher SDPR administrative and leadership opportunities
committee members, where | vacancies arise | Reviewers and a better definition of whiclctivities are
it is relevant to their careers good for career
2013¢ WLAM was updated |1. Assess the accuracy of WLA| Annual: next Deputy HoD
5CTo ensure following open consultation in recording what work is assessment in | WLAM
that WLAM on how WLAM could be fair being done. Sept 2016 coordinator
fairly and and transparent. 2. Increase the transparay
accurately with regard to taking on 2015/6- HoD
reflects staff responsibilities that are good| ongoing Deputy HoD | WLAM will continue to be transparent and K
workloads for career progression more accurate
6. Sustaining Ahena SWAN objectives
Priority Important for sustained actiorof the future selfassessment team(Section 2C)
Objective Activity to date Milestones/effects so faand Timeframe Responsible | Success Criteria and/dvleasureabé
Proposed Actions (Start/ End) Outcome
1. Monthly DSAT meetings
6ATo plan for | The DSAT established a 2. Design the next framework | Starting in April
Athena SWAN | framework for continued for ASaward DSAT chair
renewal/next activity following the current |3. Collection of Stdfand 2016 after
application Athena SWAN submission Sudent Data feedback from DSAT
(table2.2). this application
6BTo nonitor Staff in B&B have been fully Thesurvey was found to be March 2017
Staff engaged in the current greatmethodto not only DSAT

engagement

Athena SWAN application

gather additional data but

March 2018




with the self

also as an interaote tool to

assessment get staff buyin Outcome:Strong @plication for
process Staff survey to assess renewal/next Athena SWAN award
continued engagement with
Athena SWAN objectives and Continuedimprovement of gender
whether our policies are balance in Department
working
Seltassessment will be embeddéato
B&B culture
6CTo WiKI pages foAthena SWAN This has enabled all staff to
communicate (minutes, key issues, be updated with Athena DAs
Equality & statistics) are updated by DA SWAN initiatives. Several stg Maintain WIKI | DSAT chair to
Diversity actions on a monthly basis during members have responded ar pages on a check for
to the term time contributed to the DSAT aftg monthly basis | accuracy and | Higher awareness among all B&B staff that
Department reading the WIKI pages. approve we can benefit from the talents of all and
minutes that we are committed to adopting Athena
SWAN principles to promote gender equalit
The Athena SWAN applicatio]1. EnsureAthena SWAN Quarterly and prevent the loss of women across the
and source is available to Application feedback and updates career pipeline.
staff on shared drive anonymised source data DSAThair
avalable on shared drive
Ensure slides and
presentations for Athena Quarterly DSAT chair
Athena SWAN and E&D SWAN items presented updates DAs
updates are part of the during staff meetings
agenda on Departmental staf
meetings.
5dzNR y 3 Mygar Qa B&B has anember on the Started 2015 DSAT
celebration (2016/17) there UoB 5@' Anniversary andbegin
will be opportunities for committee and funding has | executing April | 50" Year The achievements of women in STEM
promoting the Athena SWAN been approved for a Woman| 2016 for celebration highlighted and more women may be
charter. We will specifically b in STEM celebration as part ( 2016/17 committee inspired to stay in STEM careers

66



looking for inspirational
speakers who can discuss
obstacles they faced at major
career transition points

the 50" Anniversary event

3. Plan activities and seminars
promoting Athena SWAN
charter in the Women in
STEM celebrations

Sustained activity of the DSA
include plans for future
mentoring forumsand E&C
workshops (Section 2c)

Inspirational speakers have beg
identified
4. Invite speakers

Jan 2017 for Oc
2017

Research
Theme leaders

Increase staff engagement with the self
assessment process and commitment to

Mentoring cultural practices to advance equality and
5. Plan future mentoringorums | Jan 2016 coordinator inclusiveness in B&B
DSAT
6. tfly alz2¢ (GKS
benefit from the talents of Jan 2016 for DAs
Fffé¢ 62NJ] aKzL]2017/8 DSAT
Males in B&B have been The DSAT chair and other staff
actively engaging with the  |members have initiated a
sef-assessment process and|discussion with the Royal Society DSAT

their mentoring qualities
have been recognised by Uol
for awards(Section 5)

about awarddgfor recognisng
mentoring

7. Campaign for national
incentives for males to
champion career progressior
of women

Initiated in 2015
-2017

Staff who are
members of
learned
societies such
as the
Biochemistry
Society etc.

Departmentwide understanding that gender
equality is not a womaiproblem tut a
requirement for all.
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6DTo increase

UG students are aware of the

1. Athena SWAN
presentations for student

Implement

Increased awareness of equality and divers

student Athena SWAN charter open days 2016 for UCAS issues in undergraduates
engagement through the student union 2. Appoint an UG to the DY | days DSAT
with the Athena | and UoB initiatives team
SWAN charter Oct-Nov2016
6ETo include Support staff have been Already have support staff Starting in Avril
support staff in | included in the curret DSAT representation on the DSAT
our self survey team. 2016 after Further buyin into the selfassessment
assessment an( 1. Collect support staff data | feedback from process by support staff
gender equality | A larger proportion of support (along with staff data DAP | this application DSAT
activities staff are women 6A.3)
2. Include support staff in
survey
3. Consult with support staff
4. 6 monthlyUpdates on DAP
6FTo nonitor The DAP has been completel progressto DEC Implement May Outcome: Gender equality among all staff,
DAPand update | rewritten and revised since 2016 DSAT More PhD students and PDRs staying in ST
progress the last Athena SWAN careers
application 5. Annual Athena SWAN
forum to update the whole A family friendlyjnclusive and supportive
Department Next forum Feb department with a good workife balance
2016
Continued research and teaching excellenc
DSAT Transparent and fair policies where everyor

thrives
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7. Case gatdy: impacting on individualsmaximum 1000 words

Describe howthe deparY Sy G Qa {2 ! b I Ol At@dindividials workiggth the Sy ST A
department. One of these case studies should be a member of thassdissment team, the

other someone else in the department. More information on case studies is available in the

guidance.

Athena Swan case studyDr. Momna Hejmadi

Momma Hejmadi has a strong track recordsaktained excellence in teaching and supporting
learning atthe university, andhas been recognised and celebrated by her students and peers
including winningeace ¥ (G KS | y A @S NBE-bdisedaavards KWl BaskirRivatddor y 3
excellence in teaching, Innovations in Learning and Teaching Award and Leadetgaming &
Teaching awardjeing selected as a finalist for two national, disciplizsed award$Ed Wood
Bioscience award aritie RoyalSociety of Biology Teaching of the Yekr)October 2015, she
received the accolade of being the first female from the university to be awarded the prestigious
Higher Education Academy National Teaching FellowShig.is currently the Director of Studies

for Masters Programmes in the Department, responsible for the operational and strategic
management of the postgraduate taught programme portfolio. She has served on several
institutional governance bodies (Sena@guncil) and senior committees related to promotions,
learning and teaching excellence etc.

az2Yyl &ama&uMlimeiSenior Teaching Fellow in the department of Biology and
Biochemistry. | was initially appointed on a temporary gear teaching fetlwship in 1999, after
funding for my postoctoral fellowship ended. Since 2000 | have been appointed on a permanent
teaching fellowshi@nd in 2008 | wasne of the first to be promoted to &nior Teaching Fellow
following changes to the institutionabeeer progression criteria for all academic staff. Along the
way, | haveraised 2 children.

As an Indian female academic, who

completed her formative and

professional training in India,

America and the UK, the

Department of Biology and

Biochemistry at Bt is the one

place | feel | have received the

greatest level of job satisfaction and

support in my chosen career. The

friendly and collegiate environment

is one of the main reasons | have

stayed on in Bath. | have always

been encouraged by male and

femalestaff, both within the Department and the Institution, and have greatly benefitted from
their support. For example, my role is teachingensive, but | was supported in maintaining my
research interests through being a Pl orl@m research grants andalling PhD students. All my
initiatives on raising the profile of teaching excellence would not have been successful without the
active support of my colleagues and students. Since | began, the number of female faculty in the
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