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1. LETTER OF ENDORSEMENT FROM THE HEAD OF DEPARTMENT
Recommended word count: Bronze: 500 words | Silver: 500 words

School of Psychology
27 April 2017.
I am very pleased to be endorsing the University of Birmingham’s School
of Psychology Athena Swan Silver Award application. I wrote the endorsement
for the Bronze award and now pause to think not just about the current
application but about the real changes since the Bronze application. I remember
well our pledge to take various actions to make the School more gender equal,
but now I see how they have made a real difference to many of my staff
members’ daily lives. For example, I appreciate seeing a number of female staff
not having to arrive late to a meeting or rush off to child-care facilities before a
meeting concluded because our meetings now sit in the middle of the day.
While this is, of course, what Athena Swan is all about, it is also right and feels
right.
As I wrote in the letter for the Bronze award, I am proud of the fact that
the current female Deputy Head of School, who replaced the female Deputy I
then had, is just as skilled and that I could not have made a better appointment.
My female partner is a Professor in my School and so I have experienced
first-hand the difficulties encountered by women making their way in what still
is a male-dominated field. In writing this letter I asked her if things have become
better since our Bronze award. She gave me a resounding ‘yes’ but said we still
have a ways to go. I take comfort from her response and hope we get there by
the time we apply for the Gold award.
In the endorsement letter for our Bronze application, I noted that we had
just finished a large hiring process and that 12 of the 18 shortlisted candidates
were female. I am pleased to say that we again just completed a large hiring
process appointing 7 staff. We interviewed 17 females out of 33 applicants and
appointed 4 females. Whereas this is good, we still have a long way to go to
redress the fact that an overwhelming percentage of our undergraduates are
female, yet we have a preponderantly male faculty. To change this will require
structural alterations that go well beyond just our Athena Swan intentions, but I
am buoyed up by the fact that they are an important start.
Before closing, I wish to acknowledge the work of the Athena Swan
committee, led by Dr. Sarah Beck, who worked very hard to put this application
into the outstanding shape in which I believe it to be and, even more
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importantly, in implementing the changes we said we would make when we
were awarded Bronze status. I believe we have accomplished a great deal and
remain very confident we will achieve the goals we have set out in our Silver
application.
The information presented in the application (including qualitative and
quantitative data) is an honest, accurate and true representation of the School.
Sincerely,

Professor Kim Shapiro, Chair of Cognitive Neuroscience and Head,
School of Psychology

478 Words
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2. DESCRIPTION OF THE DEPARTMENT

The School of Psychology at the University of Birmingham (UoB) is a large
department with 139 staff and 1320 students. The School is recognised for strong
research, ranking in the top 5 departments in REF2014. The School delivers high
quality, research-led teaching on a range of programmes at undergraduate and
postgraduate level. During the past three years the School has undertaken
substantial increases in undergraduate (240 to 310 pa) and taught postgraduate
students (78 to 112 pa).
We support around 900 undergraduate students across four programmes: BSc
Psychology, BSc Human Neuroscience, MSci Psychology and Psychological
Practice, and MSci Psychology and Psychological Research. We have around 250
postgraduate research students on pure research programmes and professional
postgraduate programmes. We have well-established professional doctorates in
Forensic Psychology, Clinical Psychology, and a new flagship combined
programme in Forensic-Clinical Psychology. Innovative new programmes for
postgraduate students include our Diploma in Compassion Focussed Therapy and
MA Psychology. As a result of increasing student numbers and University
investment our Academic Staff (AS) have grown from 60 in 2014 to 77 in 2016.
The School has a flat hierarchy in terms of research, with individual faculty
at all levels of seniority leading their own labs and collaborating widely across
the School, nationally, and internationally. We recently identified Research
Themes in the School to increase participatory decision making. These groups
are: Mental Health and Wellbeing; Language, Interaction, and Social Cognition;
Memory and Attention; and Perception, Cognition, and Action. The School
reaches out into the local community working with hospitals and clinics; schools
and nurseries; the Birmingham science museum, Thinktank; industrial
companies, and government departments. Research in the School is supported by
grant income of approximately £4 million per year.
Two major UoB initiatives are under development that will increase
opportunities for the School. The Centre for Human Brain Health will build upon
the success of our current imaging centre, with state of the art facilities for brain
recording (Magnetic Resonance Imaging (MRI), Electroencephalography (EEG)
and Magnetoencephalography (MEG)) and brain stimulation housed in a
purpose-built facility. The Institute for Mental Health will build upon
Birmingham’s record of research in adolescent mental health, bringing together
researchers from several departments and the NHS into a “virtual” institute with
its base in Psychology.
We are one of 4 Schools in the College of Life and Environmental Sciences
(CoLES, with Biosciences; Sport, Exercise, and Rehabilitation Sciences; and
Geography, Earth, and Environmental Sciences). School business is managed by
11 committees, reporting to our School Meeting and the School Strategy and
Executive Committee (Figure 1). We are currently housed in three buildings,
however, a move to new accommodation is imminent. Over the next 18 months
we will move to 2 adjoining refurbished buildings with a new-build imaging
centre. The move, while inevitably disruptive, is welcomed as providing new
space, facilities, and better integration of the School.
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The Professional Services Staff (PSS) who support our School sit within a
CoLES framework. Some teams (e.g. our programme administration teams) are
based in the School (N = 26) and provide face-to-face support for staff and
students. Other teams (e.g. research support) provide expertise across the college.

Figure 1: School Organisational Chart. All committees report to School Strategy and Executive
Committee, the main decision making body, and to the School Meeting, for discussion and dissemination

518 Words
3. THE SELF-ASSESSMENT PROCESS

Our School Athena Swan Working Group, who conducted our Bronze selfassessment process, evolved into the School Equality and Diversity (E&D)
Committee (Table 1). The committee chair (E&D Lead) led the Athena Swan
Silver self-assessment process.
The E&D committee is firmly set within the school organisation: we have
scheduled twice-termly meetings, although leading up to the Silver application
we met monthly; we are a standing item on the School Meeting and Strategy
Committee, so outcomes from our committee are communicated across the
School. The E&D Lead sits on School Strategy Committee. Our meetings are
minuted by the Head of School PA. The meetings have a collegiate and
participatory feel with active discussion. The E&D Lead is a member of the
University Athena Leads group and networks with other CoLES E&D Leads.
This has been extremely useful in sharing good practice and allowing School
E&D to inform university level policy.
We have shared issues and good practice with colleagues: within UoB the
Geography, Earth, and Environmental Sciences E&D Lead commented on our
application and the E&D Lead held very productive discussions with colleagues
at the Universities of East Anglia and Leicester. The East Anglia Lead generously
gave us critical feedback on our application form.
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Since the Bronze award, the School committed to making the E&D Lead a
senior member of staff to ensure impact is delivered. Our first E&D Lead,
appointed in 2014, Prof Stephen Wood, moved institution in 2016 and Prof Ian
Apperly took up the post. In 2016, changes in the senior management meant that
Ian became Director of Research (DoR) and Dr Sarah Beck (Reader, member of
AS since 2001) stepped down from a 3-year term as Deputy Head of School
(DHoS) and requested to continue the E&D work of Stephen and Ian. Sarah was
one of the 3 Athena Leads for the Bronze application. The Head of School (HoS)
has agreed that Sarah will keep this role for a longer period (provisionally 3
years) to ensure continuity and delivery of the action plan.
Table 1: Current and Previous members of the E&D committee
Anke Buttner

Female, Academic, Senior Lecturer

Caroline Richards

Female, Research Staff

Davinia Fernadez-Espejo

Female, Academic, Lecturer

Inderjeet Nagra

Male, Professional Services,
School Operations Manager

Jane Raymond

Female, Professor

Katie Chisholm

Female, Research Staff

Kelly Garner

Female, Research Staff

Kim Shapiro

Male, Academic, Professor, Head of School

Parveen Chahal (from Jan 2017)

Female, Support Staff

Rachel Marchant

Female, PhD Student

Rupy Kahlon (from Jan 2017)

Female, Support Staff

Sarah Beck (E&D Lead)

Female, Academic, Reader

Sarah Kennedy

Female, Professional Services

Stephane De Brito

Male, Academic, Birmingham Fellow

Suzanne Higgs

Female, Professor, Deputy Head of School

Previous members during 2014-17
Ian Apperly

Male, Professor

Previous E&D Lead. Now Director
of Research

Katherine Ellis

Female, PhD Student

Left University to take up post doc.

Michael Larkin

Male, Senior Lecturer

Left University.

Stephen Wood

Male, Professor

Previous E&D Lead. Left
University.
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The E&D Committee decided to write a paragraph on our collective diversity
and representation of protected characteristics. Our members have young
children, adult children, and no children. Some have responsibilities to extended
family members. Committee members have experience of maternity and carers’
leave. We have members who are white, Asian, and mixed race (White/Black
Caribbean) and we are British, American, Canadian, German, Spanish, and
Swiss. We have members who are single, co-habiting, and married. Our
membership has experience of physical disability and mental health issues.
The E&D Committee will continue to meet twice termly. We will ensure the
silver action points are delivered and develop new strategies to support gender
equality in the School and University. Expanding our remit to think about PSS
and breaking down barriers between PSS and AS are two of our top priorities.
Furthermore, we will explore other aspects of diversity including ethnicity,
disability, and sexuality, as well as intersectionality. We are already supporting
the work of the Birmingham BAME project (See Section 5.3.iv).
Over the past three years, we lost 3 men from the E&D committee. A current
priority is to increase the representation of men on our committee. We will also
seek PGT student reps.
1.iv Identify PGT E&D reps and invite to E&D committee.
9.i Recruit male E&D committee members.
Feedback on our Bronze award was that as well as supporting women to step
up to opportunities, we needed systemic changes to address gender equality
issues in our School. We took this feedback to heart and are confident that
significant changes in the School’s structure and processes now better support
women’s careers. Our main achievements have been:
•

Developed a Workload Allocation Model (WAM) to allocate and
review Academic Staff (AS) activity fairly (Section 5.6.v).

•

Improved our maternity leave processes (Section 5.5).

•

Moved all School meetings and research seminars to core, familyfriendly hours (Section 5.6.vi)

•

Improved our faculty annual review process (Personal Development
Review, PDR. Section 5.3.ii).

•

Introduced E&D workshops on career development issues (Section
5.3.iii).

The E&D committee surveyed AS and PSS separately. Our review of AS
staff sought a picture of current experience and to understand how changes made
through our Athena Bronze action have been received. 27 men, 19 women, and 1
person who declined to give their gender responded (42% of relevant staff); our
PSS survey provides information for agenda setting as we broaden our activities
to include all staff in the School. Only 5 (19%) of our PSS in the School
completed the survey (1 man, 3 women, 1 person who declined to give their
gender). We now have more PSS on the E&D committee and hope that future
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surveys and actions will have better impact. Going forwards, we have identified
11 themes which need attention (see Action Plan). The major themes are:
•

Extend our gender equality work to our professional services staff.

•

Institutionalise the E&D processes that we have developed. A new
Operations Manager in Psychology has been recently appointed who
will develop a clear School Calendar for collating, reporting, and
evaluating data and process throughout the year, as well as
scheduling events. Our ultimate aim is that responsibility for E&D
issues will become part of the fabric of the School.

•

Improve career support for Early Career Researchers (ECR).

•

Include taught students in our E&D activities and learn from them
how to best support their needs.

The E&D committee has raised awareness of issues and activities through
committee meetings, emails, posters (see Figure 2), displaying our Athena Swan
Bronze certificates prominently in both main buildings, and including the Athena
Swan logo on our School website. After much discussion, we decided not to
create a separate E&D webpage for the School, as the UoB E&D and family
leave websites have been much improved. We did not wish to duplicate work, nor
cause confusion about where essential information is provided.

Figure 2: example E&D posters

957 Words
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4. A PICTURE OF THE DEPARTMENT
4.1.

Student data

Note: In our graphs, female data are in orange (light grey in black & white)
and male data are dark grey.

(i)

Numbers of men and women on access or foundation courses

UoB runs a Foundation course with a pathway into Psychology (Medical,
Life, and Geosciences Pathway since 2014/15, Environmental Sciences Pathway
in 2013/14). Very few students join us through this route, but over the past three
years we have welcomed: 2 females, 1 male (2015/16); 3 females, 1 male
(2014/15); 2 females (2013/14). The route appears slightly more popular with
women than men.

(ii)

Numbers of undergraduate students by gender

All our undergraduate students are full-time.
We offer two main undergraduate programmes: BSc Psychology and BSc
Human Neuroscience, and two prestigious 4-year undergraduate programmes:
MSci in Psychology and Psychological Practice and MSci in Psychology and
Psychological Research. Students apply for the MSci through UCAS or transfer
during the 3rd year. We offer a year abroad and an additional year in Computer
Science.
In our Bronze application we could not present data by individual
programmes. Improved data reporting means we now present programme data by
gender for UG (Table 2, also PGT and PGR Tables 3 & 4). As there are small
numbers on additional programmes, benchmarking data is not available, and
gender issues appear similar, further analysis treats undergraduate students as a
single cohort (Figures 3-5).
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Table 2: Numbers of students on each programme by gender.
2014
female

BSc Psychology
BSc Neuroscience (began
2015)
MSci Psychology and
psychological practice
MSci Psychology and
Psychological Research
BSc Psychology with year
abroad
BSc Psychology with year
in Computer Science
MSci Psychology and
Psychological Practice
with year in Computer
Science
MSci Psychology and
Psychological Research
with year in Computer
Science

2015
male

female

2016
male

female

male

637

78

757

90

766

107

-

-

7

0

16

0

45

7

47

6

35

4

12

5

9

5

6

3

14

1

16

1

25

2

4

2

4

0

0

0

0

1

0

1

0

0

0

0

1

0

1

0

712
94
841
103
849
116
(12%) (89%) (11%)
(12%)
Overall
(88%)
(88%)
Cells are highlighted where more than two thirds of the students are of that gender.

As is common in Psychology our UG cohort is predominantly female. The
proportion of female undergraduates has stayed stable over the past three years at
around 88%. This is higher than both the Russell Group and the rest of the sector.
While that means we do not worry about recruiting women into Psychology, it
highlights the importance of understanding why women are lost from the
academic pipeline; 39% of our faculty staff (lecturers and above) are female. We
also need to make our course attractive to and supportive of male students.
In 2015, we introduced a new BSc Neuroscience course. All students in our
first two cohorts are female. We are pleased that our more biologically-based
course is attractive to female students, counter to stereotypes.
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Figure 3: Gender balance of UG students compared to benchmark (Russell Group (RG) & Rest of Sector)
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Figure 4: UG applications, offers, and acceptance data by gender.

Women submit 84-85% of our applications for UG programmes (an increase
from the years in our Bronze application 81-82%. Figure 4). This is slightly lower
than the proportion of women on our courses (88%). The proportion of female
applicants made offers is slightly higher than the proportion of male applicants.
This process is automated, based solely on predicted grades. There is a suggestion
that female students are more likely to accept our offer than men, although this
imbalance was not apparent in 2016/17. Interestingly in this year, we appointed a
male admissions tutor suggesting that role models may be critical. In our Bronze
activity, we reviewed marketing materials. Subsequently, our E&D Lead
requested a small but important change of the marketing colour theme from pink
to turquoise. In our Silver activity we will explore ways to convert male
applications to students.

1.vi: Hold admissions forum to review student applications, offers, and
accepts. Implement policy to ensure there is always one male student
ambassador at each open day.
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Figure 5: UG degree attainment by gender

The majority of UG degrees we award are 1st or 2i (Figure 5). Because there
are small numbers of male students it is difficult to draw strong conclusions.
Overall the classifications are similar across gender.
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(iii)

Numbers of men and women on postgraduate taught degrees

We run a large number of postgraduate programmes. We present data by
programme in Table 3, further analysis treats PGT as a single cohort (Figures 69).
Table 3: PGT students by gender.
2014
female

MSc Psychology FT
MSc Psychology PT
MA Psychology FT
MA Psychology PT
PG Diploma Compassion
focussed therapy PT
PG Diploma Cognitive
Behavioural Therapy (High
Intensity workers) FT
PG Diploma Cognitive
Behavioural Therapy PT
PG Certificate Low Intensity
Psych Interventions
Graduate Certificate Low
intensity Psychological
interventions PT
MSc Systemic Psychotherapy
MSc Brain Injury Case
management
MSc Cognitive Behavioural
Therapy PT
MSc Brain Imaging and
Computational Neuroscience
FT
MSc Brain Imaging and
Computational Neuroscience
PT
MSc Computational
Neuroscience and Cognitive
Robotics FT
MSc Computational
Neuroscience and Cognitive
Robotics PT
Overall

2015

male

female

17
2
6

4
1
0

3

2016

male

female

Male

0

24
3
9
1
4

5
4
2
0
0

25
3
12
0
6

3
0
2
0
0

13

5

23

7

29

5

17

7

13

5

17

1

43

6

51

11

36

11

7

1

0

0

0

0

10
1

0

0
0

0
0

12
0

3
0

14

4

6

4

1

0

3

2

14

5

24

6

0

1

2

1

3

3

6

3

4

11

6

8

2

0

1

2

0

2

136
(80%)

35
(20%)

157
(73%)

57
(27%)

173
(71%)

71
(29%)

Cells highlighted indicate where more than two thirds of the students are of that gender.
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Figure 6: FT PGT Students compared to benchmark (Russell Group (RG) and Rest of Sector)
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Figure 7: PT PGT Students compared to benchmark (Russell Group (RG) and Rest of Sector)

19

In 2012/13 we had a high proportion of female PGT students, studying both
FT and PT. By 2014/15 our proportions were more in line with the sector
benchmark. This could be due to our neuroscience and computational courses that
may be more attractive to male applicants (although see comments above about
our BSc Neuroscience course). We remain aware that our PGT students are
predominantly female and, as for our UG programmes, this highlights the need i)
to explore the leaky pipeline and ii) for programmes to be welcoming to male
students.

Figure 8: Applications, offers, and accepts for PGT programmes by gender.

We receive between 70-76% of our applications from women, which is lower
than the 79-88% of female PGT students (Figure 8). This gap has reduced in the
most recent year (77% female applicants, 79% female students). Although
numbers vary with year, we make approximately equal proportions of offers to
male and female applicants. Women may be more likely to accept our offers than
men (see 2014/15, 2016/17).
1.vi: Hold admissions forum to review student applications, offers, and
accepts. Implement policy to ensure there is always one male student
ambassador at each open day.
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Figure 9: PGT degree attainment.

PGT degrees are classified as Pass, Merit, and Distinction (Figure 9). Men
have proportionally received more distinctions than women, although this is not
statistically significant. We intend to incorporate routine annual reporting of
results data by gender into our new School Calendar.

5.ii: Develop School Calendar with dates of meetings and prior calls for
reports included. Data to be included should be that which is reported in Athena
Swan application (student applications, committee membership, promotions,
seminar speakers, grant applications etc.)
(iv) Numbers of men and women on postgraduate research degrees

As well as our PhD Psychology, we run professional doctorates in Clinical
Psychology, Forensic Psychology, Forensic-Clinical Psychology, and two
Masters level courses: MRes Clinical Psychology, a one year course involving
research and placement-based training, and the MSc by Research, a one year
research degree, similar to MPhil at some institutions. We present data by
programme in Table 4 and subsequently treat PGR students as a single cohort
(Figures 10-13).
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Table 4: PGR students on programmes by gender

PhD Psych FT
PhD Psych PT
Clinical Psych D FT
Clinical Psych D PT
Forensic Psych D FT
Forensic Psych D PT
Forensic/Clinical D FT
Forensic Psych D CPD
route
MRes Clinical FT
MRes Clinical PT
MSc Research FT
MSc Research PT
Overall

2014
2015
2016
female male female male female male
84
45
80
43
80
41
17
6
13
5
10
3
80
15
64
10
72
13
1
0
1
0
1
0
24
1
21
0
18
0
2
0
8
0
9
0
9
1
14
1
16
2
10
3
7
2
7
1
21
3
3
0
3
0
0
1
254
75
(77%) (23%)

23
5

4
1

236
66
(78%) (22%)

21
7
2

6
1
1

243
68
(78%) (22%)

Note: Psych = Psychology; Cells highlighted indicate where more than two thirds
of the students are of that gender.

Our PGR programmes have more female students than male. However,
unlike our UG and PGT cohorts we have fewer female students proportionally
than other sector benchmarks (except 2016/17 PT). This may be evidence of the
beginning of the leaky pipeline in the areas of Psychology in which our School
has research strengths (e.g. Cognitive Neuroscience). This is particularly
interesting given the high numbers of female students on our professional
courses, which suggests that we have low numbers of female students on PhDs
(relative to the sector).
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Figure 10: FT PGR students compared to baseline (Russell Group = RG and Rest of Sector)
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Figure 11: PT PGR students compared to baseline (Russell Group = RG and Rest of Sector)
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Figure 12: Applications, Offers, and Accepts on PGR programmes by gender.

We receive 74-79% of applications to PGR programmes from women
(Figure 12). This is in line with the numbers of female students on our
programmes, 76-79%. Offers to male and female students are similar at PGR
level. In 2014/15 and 2015/16 men seemed less likely to accept our offers, but
this changed in 2016/17.We will discuss this in our admissions forum.
1.vi: Hold admissions forum to review student applications, offers, and
accepts. Implement policy to ensure there is always one male student
ambassador at each open day.
Very few students fail their PGR degrees. Overall, we believe that PGR
attainment is not significantly affected by gender (Figure 13).
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Figure 13 PGR degree attainment. (data are reported for cohorts who have completed minimum
registration)

(v)

Progression pipeline between undergraduate and postgraduate student levels

In line with sector benchmarks, we have a very high number of female
students across all levels of study. A major theme in our Silver action plan is to
explore the ambitions and experiences of our students, taking issues of equality
and diversity seriously. We wish to explore career ambitions of our students,
including concerns about female students being turned off by careers in science.
We will add these topics to a new annual student survey, developed in
collaboration with students (See Section 5.3.iv)
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4.2.
(i)

Academic and research staff data
Academic staff by grade, contract function and gender: research-only, teaching
and research or teaching-only

Our AS comprises TS (13%), RS (32%), and faculty (lecturers and above) of
whom the majority hold teaching and research contracts (44%), while others are
teaching-focussed (11%).
We present gender data for all AS in Figure 14. Our proportion of female
staff has increased from 56% in 2011-13 in the past 3 years and is comparable to
benchmark data (between Russell Group and Rest of Sector). However, these
overall figures mask important differences at levels of staff employment. We
examine these below.

Figure 14: AS compared to baseline (RG = Russell Group and Other = Rest of Sector)

Figure 15 shows the breakdown of staff by gender at each grade. Proportions
remain reasonably stable over the past three years (with the exception of Readers,
discussed below). It is clear that gender imbalances continue to exist in our
School. Actions to address issues raised here are discussed in Sections 5.1.i
(Recruitment), 5.3.ii (PDR), and 5.3.iii (Career Progression)

27

Figure15: Gender balance of AS by Grade
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Our TS are predominantly female. Around half are in permanent teaching
posts on our professional programmes (e.g. clinical tutor). Others are fixed term
to cover recruitment gaps or leave. Perhaps women are more likely to take fixed
term teaching posts in our School. While these may provide a bridging period for
ECRs to develop their CVs, it is also possible that these posts do not lead to the
research-focussed careers that the holders aspire to.
Our RS (PDRAs and RAs) are also predominantly female. The proportion of
female research staff has increased over the past three years, apparently
continuing a trend from the period of our Bronze award (68.3% in 2011, 70.4% in
2012, and 76.3% in 2013). It is worth noting that the absolute number of research
staff is decreasing (57 in 2012/13, 47 in 2013/14, 36 in 2014/15), so individuals
have greater effect on the overall total. The smaller number of RS likely reflects
changes in staffing and the current funding climate. The gender imbalance in our
RS was also noted in our Bronze application. This point in the career pipeline
seems critical for women’s careers.
At Faculty level, our staff are predominantly male, and with seniority this
becomes increasingly extreme. There is an exception at reader level, where in
2012/13 and 2013/14 the majority of readers were women as a result of recent
promotions. The majority of professors are male. It is worth noting that the data
in Figure 15 are for individuals, but we have 4 male professors working part-time
(2 who have posts elsewhere, 1 who is retiring, 1 who has young children i.e.
6.55FTE male and 3FTE female professors). In the past three years, we have
made one external appointment to professor (male) and one (female) member of
staff has been promoted internally. All current professors who were promoted
internally were readers before promotion (i.e. there is no suggestion that men are
more likely to skip this stage).
Another concern at Faculty level is the proportion of female Senior
Lecturers. Looking back at our Bronze application the proportion has declined
over the past 6 years (58% in 2011, 55% in 2012, 47% in 2013). This rang alarm
bells, so we examined the data more closely. In the past 3 years, 3 female Senior
Lecturers left the school (1 male), 1 male Senior Lecturer was recruited (no
females), 3 women were promoted to Reader (2 men promoted to Reader and 2
into Senior Lecturer). Overall, there was a decrease of 6 Female Senior lecturers,
at the same time as no change in the absolute number of male senior lecturers.
We have asked PDR reviewers to be particularly aware of female lecturers in
discussing promotion and will continue to review our staff data annually.
Faculty are predominantly employed on teaching and research contracts
including research, teaching, and administration. However, a minority of staff are
employed on teaching-focussed contracts including teaching and administration
with allocated time for professional development and scholarship. Breaking down
the information in Figure 15, at lecturer level we have 5 women and 5 men
appointed on teaching-focussed contracts (c.f. 9 women and 12 men on teaching
and research) and at senior lecturer level we have 1 woman and 1 man on
teaching-focussed contracts (c.f. 3 women and 8 men). We have no teachingfocussed Readers or Professors, although this career path exists. The HoS has
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personally taken on mentoring of 2-legged staff wishing to apply for senior
promotion.
Our faculty include Birmingham Fellows, highly successful junior
academics, employed on research-only contracts. At the time of our Bronze
application, we had 5 male Birmingham Fellows and 1 female. We now have 3
male and 2 female Fellows in the School. (Birmingham Fellows are included in
our AS data as lecturers 1 woman, 2 men, and senior lecturers/research fellows 1
woman, 1 man).

Transition of technical staff to academic roles:

This is uncommon in Psychology, and there are no known examples of
technical staff transitioning to academic roles in our School in the past three
years.

(ii)

Academic and research staff by grade on fixed-term, open-ended/permanent
and zero-hour contracts by gender

We have no academic staff on zero-hour contracts.
We have very few staff on fixed term contracts at Lecturer level and above
(Figure 16). Appointments of RS and Senior Research Fellows on fixed term
contracts are due to short term external funding.
Amongst our TS there are a number on fixed term contracts. These are posts
covering specific needs, including delays in recruitment and maternity leave
(Section 3.2.i).
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Figure 16: Staff on Fixed term/Permanent contracts by gender.
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(iii)

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

More women than men resigned from the School in the past three years
(Figure 17), largely due to the majority of staff leavers being RS, where we have
a higher proportion of female staff. At faculty level, it is worth reflecting on our
loss of five female Senior Lecturers/Senior Research Fellows/Readers compared
to one male member of staff at this level. The two Readers went on to highly
attractive research-focussed Chair positions elsewhere, which is to be celebrated,
but also highlights the need to ensure that staff are supported through promotions
in the School.
Professional Services Staff
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Figure 18: School-based PSS by gender.

We include the numbers of PSS within the School (Figure 18). Our PSS are
predominantly female. At more senior levels (Grades 6-8) numbers are more
equal. The two PT staff at Grade 8 support our professional psychology courses
and are involved in placements in the field. See Sections 5.2 and 5.4.
2086 Words
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Figure17: AS staff leavers by gender. Top panel shows voluntary leavers in red, and redundancies in grey. All redundancies resulted from the end of fixed term funding.
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5. SUPPORTING AND ADVANCING WOMEN’S CAREERS
5.1.
(i)

Key career transition points: academic staff
Recruitment

In recent years we have recruited for lecturers and senior lecturers (SL) as a
single process. Thus, apart from one post advertised solely as SL all applications
for lecturers, senior lecturers, and readers (appointed on SL scale) are grouped as
‘lecturers’ for recruitment data (Figure 19).
Our data show that applications, shortlisting, and appointments to posts by
gender varies across levels. At junior levels, teaching fellows and research staff,
higher numbers of women apply, are shortlisted, and appointed. At lecturer level,
there is an even split in the number of men and women applying for posts and this
translates into equal numbers of men and women being shortlisted and appointed.
It is clear that at professorial level, however, there is a serious imbalance. In
the past 3 years only 3 women (29 men) have applied for Chairs (i.e. Professorial
posts). Data for our Bronze application showed a similar issue 14 male and 6
female applicants. Whether this is a worsening or variation in small numbers, it
needs our attention.
In our Bronze action, we asked staff to directly approach female potential
applicants. This does not appear to have changed the number of women applying.
Indeed, in a very recent round of recruitment our selection panel’s target list
included three women, yet none made applications. One concern is that
Birmingham is viewed as an unattractive place to live and raise a family, which
may have particular impact on women’s career choices: we reviewed our
professorial recruitment brochure and realised it makes no reference to schools,
neighbourhoods, or the many options for living in or around Birmingham,
focussing instead on city-centre living and entertainment
4.iii) Seek comparison data for Professorial recruitment from similar
institutions through public Athena Swan reports and the Psychology Athena
Swan Network.
4.iv) We will conduct a survey of our own senior female staff to investigate
factors that may influence their own career choices and extend this to
colleagues at other institutions if possible.
4.v) We will review and revise the marketing materials produced for
professorial posts
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Figure 19: Applications to AS posts by gender.
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As a direct result of Bronze action we made improvements to our recruitment
process:
•

we include family-friendly wording as standard in all our
advertisements (but not in the additional Professorial brochure, see
above) along with reference to our Athena Swan Bronze Award and
the University’s Stonewall Top 100 Employer award;

•

we made particular efforts to facilitate the interview process for
families with young children. In 2014, we had several parents with
young infants apply to faculty posts. We made arrangements for
private spaces to feed /express and to take time out with infants, we
ensured that appropriate accommodation was booked for families,
and we assured parents that evening hospitality was optional.

The School spontaneously offered to pay for our young child’s
transatlantic flight when my husband and I both interviewed for
lectureships.
Recent female appointee.

Two of the women we appointed in this round had young children. Our
efforts worked well on this occasion, yet it is a concern that we may not
systematically reach out to parents (especially new mothers) attending for
interviews. We will make our family friendly policies explicit to all staff
attending for interviews.
4.i Develop explicit family friendly wording for invitations to interview.
Overall, we believe that our shortlisting and appointments processes reflect
the applications we receive and are not an obvious source of gender bias.
However, it has been pointed out to us that the University application forms do
not explicitly ask people to detail career breaks, which may dissuade people from
mentioning them.
4.ii Work with university to include explicit career break section in
application form
(ii)

Induction

In our Bronze action, our HoS personally developed a new induction strategy
for the School to improve the welcome of new Faculty. A checklist is provided
which ensures that all key information is covered, and, most importantly,
meetings are scheduled by the HoS PA with lead members of the School (e.g.
Director of Research, Head of Education etc.). Feedback indicates this process is
now working well.
36

"I was genuinely impressed with the induction... I felt very welcome and
managed to find out everything I needed to know quite quickly."
Recent female appointee.

7.i Distribute new induction pack (as a one off) to all current staff.
2.ii) Address PDR process for Research Staff.
a) PDRs are conducted by independent reviewer
b) develop specific supporting information for Research Staff PDRs
c) ensure compliance with PDR process
d) seek feedback on new process
e) work with University to clarify process.
All new staff attend the UoB induction process which addresses institutional
policy and facilities. CoLES has developed an induction page which brings
together information about College resources and University induction into one
place (Figure 20).

Figure 20: New CoLES induction webpage

In the School, new probationary staff are assigned a mentor with whom they
meet regularly. In our staff survey, those who reported having a mentor were
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happy with the support they had received both around teaching and research
(71% happy). The numbers are small, but the 2 people who reported being
unhappy with their mentor’s support were both men.
7.iii Promote mentoring opportunities more widely.
7.iv Develop strategy for people unhappy with their mentoring

(iii)

Promotion

UoB is explicitly committed to equality in the promotions process and this
information is stated clearly in the documentation available to all on the website.
All staff sitting on College promotion panels complete E&D training (recorded
by HR).
Formal announcements are made by email to AS to invite them to consider
promotion in August/September each year, including links to the University
process. A deadline for applications to be sent to the HoS and panel is set in
October. This panel reviews applications and makes recommendations to staff of
whether their application will be put forward to the next College level. Although
promotions are formally conferred by a University panel, practically the College
panel is the decision-making body.
Staff applying for promotion to the CoLES panel are recorded in central
figures and are presented in Figure 21. Numbers are small, but we are pleased to
see success in female colleagues being promoted to senior positions, including an
internal promotion to Professor.

Figure21: Applications for promotion and appointments by gender.

It is clear from the central statistics that once people get to the CoLES
application stage, they are likely to be successful. However, we also need to
examine the earlier School stage of this process.
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6.i Collect data on applications made (and success) to School promotions
panel.
In our Bronze application, we identified concern that women felt less
knowledgeable about the promotions criteria. One of our actions was to ensure
that this information was circulated. This has been done by HR in their staff-wide
annual announcement. Our most recent survey indicates that this gender
difference no longer exists.
In our Bronze activity, we held annual promotions workshops. We decided to
open these to all staff (rather than targeting women) to increase their potential
impact. In 2016/17, we badged the promotions workshop as one of our E&D
workshops [discussed further in Section 5.3.iii]. Several panel members shared
their applications and this was much appreciated.
6.iii Develop shared resource of promotions applications supplied by
volunteers.
6.ii Establish annual E&D promotions workshop and promote to those
considering promotion in the longer term
As a further Bronze action, the E&D lead and HoS improved the Faculty
PRD process (See Section 5.3.ii) – including discussing promotion with female
staff. In our subsequent survey, more women (41%) than men (20%) reported
being encouraged to put themselves forward for promotion.
Our E&D workshop also highlighted a lack of promotion opportunities for
TS, especially those teaching on the professional courses.
6.v Review staff contracts on professional programmes to ensure
consistency.
(iv)

Department submissions to the Research Excellence Framework (REF)

Our return for REF2014 and RAE 2008 were very similar to the field
benchmark: 63/4% of our staff returned were men. In large part, this reflects the
higher number of male faculty.
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Figure 22: Gender balance of staff returned to REF2014 and RAE2008.

5.2.

Key career transition points: professional and support staff

(i)

Induction

Induction for PSS occurs at School, College, and University level. College
induction web pages provide links to all information and central HR provide a
checklist used by individual line managers. This includes meet and greet,
introductions to colleagues, providing office space, computer and relevant work
related resources. The manager sets expectations about working in the
College/School, clarifies the probation system, the Performance and
Development Review (PDR) and discusses any training needs. Probation targets
are normally set within a first few weeks of the member of staff starting. Our
Silver self-assessment process highlighted that some of the information provided
needs to be updated.
3.ii Improved college induction process and updated handbooks. Include
introductions to AS.
All new staff are required to complete University Online Equality &
Diversity training as part of their probationary period. 73% of PSS have now
completed this training and we will ensure that all staff complete it (not just new
joiners and AS, currently 59%, complete).
The University is developing a new system for HR, Finance and Payroll
(New Core) to be in place by May 2018. This system will keep up-to-date staff
training and development records in one central bank. Two members of the
School E&D committee, Sarah Beck (E&D Lead) and Sarah Kennedy (HoS PA)
are on the University User Consultation Panel for New Core. They will be
encouraged to raise E&D issues.
3.iii Ensure all staff complete essential training and this is recorded.
5.iv Use New Core system to provide reports on staff training routinely.
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ii) Promotion

The University does not have formal routes for promotion for PSS. Staff can
be regraded if their role has changed. This is addressed through PDR and
conversations with line managers/CoLES senior staff. PSS can apply for more
senior posts at UoB, in open competition. There have been recent successes in the
college in such appointments (e.g. PA to Operations Manager) and the Director of
Operations for the College is developing career pathway guidance to develop and
retain staff. We discuss career development support in Section 5.4.iii.
3.iv Work with CoLES Director of Operations and team to develop road map
of career paths for PSS
5.3.
(i)

Career development: academic staff
Training

The UoB People and Organisational Development Unit (POD) delivers and
coordinates a wide range of training opportunities for staff. Courses cover topics
including project management, teaching and supervision, delegation, and time
management. In our Bronze application, we identified the need to promote these
courses more widely. This now forms part of the PDR process where training
opportunities are discussed. The numbers of POD training courses attended by
AS are reported in Table 5.
Table 5: POD training courses attended by AS
Year

Staff group

2014

2015

2016

TOTAL

Female

Male

Faculty

12

12

RS

9

9

Faculty

4

9

RS

8

2

Faculty

5

7

RS

5

1
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All probationary faculty who teach complete the Postgraduate Certificate in
Academic Practice (PGCAP). An associate programme is offered for staff
involved in teaching, but who may not have the responsibilities of lecturers (e.g.
senior PhD students, teaching fellows). Following feedback, attendance on PCAP
is included in our workload model since 2016/17, although our recent survey
raised some concerns about the amount of time allocated.
7.v Review time allocation of PCAP in Workload Allocation Model (WAM)
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The University has developed flagship leadership programmes: Senior
Leaders Programme (Grade 10 and above), Emerging Leaders Programme (Grade
8/9), and a Leadership Portfolio Programme (for Grade 7, introduced in 2016/17).
Approximately 12 staff from across the University are selected to participate in
each programme cohort each year. In the last three years, 3 AS from Psychology
participated in the Emerging Leaders Programme (2 women and 1 man).
The University also participates in the AURORA leadership programme. As
a result of Bronze actions we promoted this opportunity more widely, including
direct encouragement from the dHoS, resulting in two female staff currently
attending this programme.

“Senior academics recommended the programme to me, which I
really appreciate. It felt like they took a personal interest in
supporting my career development.”
“It has been wonderful to know that the School supports us in our
career development.”
Participants on the AURORA programme

(ii)

Appraisal/development review

The Birmingham annual appraisal scheme is called the Performance and
Development Review (PDR). In Psychology, these are conducted by a team of
professors, with the HoS reviewing all probationary staff and professors. POD
delivers training for PDR reviewers. Data from the last three years show that the
number of faculty completing their PDR is between 93 and 94%. While this is
high, our aim is for 100% in future years.
Improvements to the School PDR process were introduced by the E&D Lead
(Apperly) in response to many issues raised in our Bronze application. In
particular, PDR reviewers are expected to explicitly discuss promotion (see
section 5.1.iii above) and training (including leadership development, e.g.
AURORA). To ensure that this was done consistently and outcomes were shared,
new pre- and post- PDR meetings were arranged for all PDR reviewers. For
example, this meant that staff comments on their current teaching or
administration roles could be fed back to the HoS and dHoS to inform future
allocation of tasks. This worked reasonably well in its first implementation in
2015/16, although not all PDR reviewers attended both meetings. Going forward,
we will ensure that these meetings are routinely scheduled into the School
Calendar and that leadership from the HoS makes them effective. We realised
that probationary staff are reviewed on the anniversary of their appointment, but
this means they do not benefit from the new process fully. We will schedule
probationary staff PDRs at the same time as other staff (Spring).
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7.vi Ensure PDR process including reviewers’ pre- and post- meeting are
institutionalised in School Calendar.
7.vii Ensure there is 100% compliance with PDR.
7.viii) Integrate Probationary PDR scheme with other PDR timing.All PDR
reviewers have completed POD training.
We are developing a similar improved PDR process for RS. Currently, RS
PDR is less well-implemented. In 2016-7 only 54% of research staff completed a
PDR. We will ensure that reminders are sent to reviewers and reviewees and
compliance is tracked and reported to HoS when necessary. Current UoB policy
is that RS PDR are conducted by the Principal Investigator (PI). However, the
E&D committee (including RS members) agreed that reviews would be better
conducted by another member of staff to support discussion of broader career
development and remove any conflict of interest. We confirmed that other
Schools use this strategy and have implemented this in 2017 producing new
supporting documentation to facilitate discussion.
2.ii) Address PDR process for Research Staff.
a) PDRs are conducted by independent reviewer
b) develop specific supporting information for Research Staff PDRs
c) ensure compliance with PDR process
d) seek feedback on new process
e) work with University to clarify process.
(iii)

Support given to academic staff for career progression

The College of Life and Environmental Sciences was introducing the
Postdoctoral / Early Researcher Career Development and Training (PERCAT)
Scheme from 2014 when we applied for Bronze.
PERCAT runs:
•

Annual Research Gala,

•

Master classes,

•

Writing workshops

•

Annual Athena Swan themed event (since 2016): “From PERCAT to
Professor” (2016), “Handling non-academic problems in the
academic environment” (2017).

Our Bronze action to promote this has resulted in new training opportunities
for ECRs.
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I went to a women in science one-day conference
There were
various women speakers who talked about their career trajectory. There
was also a really interesting talk from a man who is also the primary
caregiver for his children. It was quite an inspiring event and very useful
for reflecting on some of the barriers that women & men face and
constructive advice about overcoming these.
Female Psychology RS attendee at PERCAT event

Based on the success of our E&D promotions workshop (Bronze action), the
E&D committee developed further workshops focussing on work/life balance and
collaboration. Each comprised a brief panel presentation (3-5 members of staff,
always a majority women, describing their own experiences) followed by
questions and general discussion. Feedback from these workshops has been
overwhelmingly positive, particularly with ECRs (see below). These are now
annual events and will be planned in the School Calendar.
Another highly successful initiative came from our PGR E&D
representatives. They organised an exceptionally popular event on “Women in
Science” as part of the School’s annual Research Event which attracted around 60
attendees (male and female) and prompted enthusiastic discussion. The Women
in Science session is now a regular part of the Research Event. PGR
representatives, along with E&D reps at other levels of the School will be
supported and encourage to develop future events.

“Good balance of experiences and liked the focus on those with and
without children”
“Maybe need longer than an hour for discussion to carry on! Also nice
to see lots of women on the panel.”
“This is exactly the kind of topic I need to know about, but I feel silly
asking faculty. Great workshop!”

Examples of feedback from Women in Science event and E&D
workshops.
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2.i Develop E&D workshops with ECR focus.
5.iii Ensure E&D workshops are included in School Calendar.
1.v Support student reps to develop future E&D events, beginning with
week-long Women in Science event in November 2017.
Resulting from our Bronze actions, we now have a mentoring scheme which
is open to all AS (not just probationary and including RS). The HoS also
appointed a Mentoring Lead. Reports from the Mentoring Lead suggest that while
uptake of mentors by RS is good, we could do more to promote mentoring to
higher levels of staff.
7.ii Promote mentoring opportunities more widely.
The School has encouraged staff to take study leave for many years (before
our Bronze award). The organisation of teaching in the School means that it is
relatively straightforward for most AS to take a semester of study leave, during
which they have no administrative responsibilities and no teaching. Some staff
choose to travel during study leave, although this is not expected (making study
leave open to those with family commitments in Birmingham). Study leave is
taken equally by men and women (2016/17 3 women, 3 men; 2015/16 3 women,
4 men).
(iv)

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

The University provides extensive and central support to students through the
Careers Network. The Network organises events, provides resources, and offers
individual appointments and mock interviews to students. There are strong links
with the College and School: a team of CoLES Careers Consultants collaborate
with the School Student Enhancement Officer (an academic) to organise bespoke
events. An example Careers programme for Spring 2017 is shown in Figure 23.
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Figure 23: Careers programme for Spring 2017

The University offers a Personal Skills Award (PSA) for all undergraduate
students. This aims to enable students “to develop, recognise and articulate your
skills in preparation for real-world recruitment processes.” [University website].
The uptake of this opportunity by male and female Psychology students has been
good (Figure 24).
We want to better understand our own students’ career aspirations.
Supported by POD, we attempted to run focus groups with undergraduate
students to discuss their expectations of careers in science. However, few
students volunteered to join these groups and they were cancelled. On reflection,
we realise we need guidance from the students themselves as how to engage the
broader cohort. The University has recently introduced a role of E&D rep for
students and provided training. Two Psychology undergraduates (one woman,
one man) have engaged with this. They will join the E&D committee
(undergraduate representation is something we have been seeking) and will help
us to explore these issues. The Psychology E&D Lead has also initiated a
network of E&D reps across the college.
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Figure 24: Number of students in current cohort (2016/17) participating in PSA.

A UoB student-led project on BAME students’ experience conducted our
first UG student survey (2017) on inclusion, role models, and E&D. In
partnership with the BAME project team and E&D UG representatives, we will
develop an annual E&D survey for UG students.
1.i Conduct annual UG & PGT E&D survey about career aspirations and
experience in School.
1.ii UG representation on E&D committee.
1.v Support student reps to develop future E&D events, beginning with
week-long Women in Science event in November 2017.
Postgraduate students are able to use the Careers Network, but also have
access to career development support through the University Graduate School. A
new postgraduate hub has been developed with training and social space for
postgraduate students, to support career development and encourage networking.
In the School, postgraduate students developed their own seminar series, by
postgrads for postgrads, where students give talks about their research or other
academic issues. In March 2017, two postgraduates presented a talk on ‘Women
in Science’. This provides informal opportunities for students to develop their
skills and network. Refreshments at the seminars are provided by the School.

(v)

Support offered to those applying for research grant applications

All Faculty with a research element to their post are expected to apply for
research funding. To support staff, a new grant review process has been
introduced. A member of professorial staff (female) is now our Grants Lead and
meets with staff to discuss new proposals and identify an internal reviewer. The
staff member discusses drafts of their proposal with the reviewer. Grants cannot
be submitted until the internal review process is satisfied. The aim is to support
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only the best applications going forwards in a time of great competition for
research grants and the possibility of demand management.
In addressing this question, we acknowledged that we have no formal
process for supporting staff whose applications to external bodies are
unsuccessful.
7.x Seek examples of best practice and implement a support scheme for
unsuccessful applicants.
The new grant review process offers a further advantage in that we can
explore whether there are gender imbalances in applications for grants. The
Grants Lead put together a brief report on applications since the scheme began in
2016. Results are summarised in Table 6

Table 6: Applications for research grants.
Number of applicants
Females
Males

Average
Value

Duration (years)

11 (7 faculty, 3 RS)

£304k

2.50

8 (8 faculty)

£339k

3.00

The data by gender are remarkably similar. Although there is a suggestion
that men put in slightly longer and larger grants, this is not significant. These data
will continue to be reported in our School Calendar and any patterns will be
discussed by the Research & Knowledge Transfer committee.
5.ii Develop School Calendar with dates of meetings and prior calls for
reports included. Data to be included should be that which is reported in Athena
Swan application (student applications, committee membership, promotions,
seminar speakers, grant applications etc.)
5.4.

Career development: professional and support staff

(i)

Training

POD provides training to all staff including PSS, see section 5.3.i.
Attendance by PSS is shown in Table 7. Courses available include career
planning for support staff, leading change, and managing projects.
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Table 7: POD courses attended by PSS
Year

Female

Male

2014

2

2

2015

3

1

2016

1

0

TOTAL

6

3

The University has created the Aditi Leadership Programme, in 2016, which
is a development programme for Black, Asian, and Minority Ethnic (BAME)
PSS. It aims to help talented staff identify their unique leadership qualities and
also to identify and address any barriers they may encounter.
The University SLP and ELP leadership programmes (see section 5.3.i) are
open to both academic and PSS and presents a unique opportunity for mid- to
senior individuals in these groups to interact and learn from each other. Informal
feedback suggests this is one of the most useful aspects of the courses. One
member of PSS based in the School attended the ELP and we will promote these
opportunities further
(ii)

Appraisal/development review

All PSS undertake PDR annually with their line manager. There are further
opportunities throughout the year to discuss the progress during 1-2-1 and interim
review periods. PDR includes discussion of training needs (see Section 5.4.iii).
(iii)

Support given to professional and support staff for career progression

Support for PSS career development is provided through PDR, career
guidance, mentoring, shadowing, and training. Opportunities for secondment
placements give staff the ability to ‘act up’ in roles which offer them personal and
career development. Shadowing and mentoring opportunities are also available
for staff to learn about varied roles in UoB and gain valuable experience working
within a different environment.
In our survey of PSS, we included questions about workload allocation and
career development. Responses to the question “Do you believe you are assigned
tasks that would help you further your development?” were varied. We will work
with the College to explore ways to support PSS development.

3.iv Work with CoLES Director of Operations and team to develop road map of

career paths for PSS

5.5 Flexible working and managing career breaks
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(i)

Cover and support for maternity and adoption leave: before leave

Maternity and adoption leave (M&A Leave) for AS was a major focus for
our activity over the past 3 years, as it was an area identified as needing
development in our Bonze application.
A clear process has been drawn up by the E&D Lead, clarifying the roles of
the HoS, dHoS, and E&D Lead in managing workload, seeking funds for cover,
and return to work support. In our Bronze application 7 of 10 AS respondents
who had taken M&A leave in the past had had to help to make arrangements to
cover their teaching and administration. In our Silver survey the two AS
respondents who had taken leave in the past 3 years both answered that they had
not made any arrangements to cover their leave. This is an School change we are
proud of. We will now develop an M&A leave pack, available to all staff, setting
out the process.
8.i Develop School maternity & adoption leave information pack and ensure
it is easily accessible on School website.
Our survey of PSS revealed that all who had taken a period of leave reported
that it had been handled respectfully and that they had not had to make
arrangements for cover. However, their experience of returning to work was more
variable with both very positive and very negative answers to the question “When
you returned from leave, were any provisions made to help you ease back into
your post (e.g., phased return etc.)?” Some staff suggested that opportunities for
phased return could be improved.
8.v Maternity & adoption leave forum with E&D Lead and PSS managers in
the School to discuss cover and best practice for planning return to work for PSS.
As part of our Bronze actions, information on maternity leave, informed by
good practice in our professional doctorate programmes, has been provided in
Programme handbooks for all students since 2014/15.

(ii)

Cover and support for maternity and adoption leave: during leave

Since 2014, UoB provided funding to cover faculty M&A leave as a result of
its Institution Bronze award. Our Bronze activity included a pledge to take up this
resource. We have made 3 one-year appointments to cover 3 periods of faculty
leave since 2014, which has reduced the impact of leave on other staff: we asked
AS in our survey if their research was impacted by covering for other people’s
leave and this has declined from 43% in 2013 to 20% in 2017. Our aim is for 0%.
Staff can use Keeping in Touch days to maintain contact, which is especially
useful for AS to keep up with research collaborators and research students. One
suggestion to improve the ability for staff to use their Keeping in Touch days
more effectively would be for there to be occasional childcare available at the
University or a list of approved childcare providers kept by the University and
paid for as Keeping in Touch day expenses. Ideally, this would allow parents to
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leave their child with professional carers for a short period while they attended a
meeting or presentation. We recognise this is something we could not provide as
a School, but will raise it at University Athena lead meetings. Clearly, such a
facility would have wide appeal for many visitors to the university, including job
applicants.
8.iv Promote possibility of University occasional childcare to support people
using Keeping in Touch days.
We recognise that we do not have a formal strategy for support while staff
are taking M&A leave, including how we make contact with them. Contact is
minimal for most of leave, but feedback indicates it increases in the final
month(s) as other staff attempt to smooth return to work. While well-intentioned,
this can be unwanted.
8.ii Develop a policy for contact when a member of staff is on maternity
leave.
One significant way in which the university supports staff during M&A leave
is through pay. Since our Bronze award our attention was drawn to some very
difficult cases of ECR taking maternity leave and not meeting the requirements
for University maternity pay. Although the individuals had worked for the
University for several years, at the time of taking leave they did not have contacts
to return to (i.e. their grant funding finished during the proposed period of leave).
The E&D Lead and dHoS investigated these cases, including meeting with senior
members of PSS and raising the issue with the Pro-VC for E&D. The UoB
Family Leave Arrangements policy was changed in October 2016, so that the
requirement to return to work for 3 months has been waived. We believe that
Psychology’s work in championing these cases contributed to this University
wide policy.

“Initially the request for leave was not dealt with well (by
university level HR) but after prompting, then several people
within Psychology really helped me a lot and my maternity
leave was then dealt with beyond adequately.”
Female RS survey respondent

(iii)

Cover and support for maternity and adoption leave: returning to work

When AS return to work from M&A leave, they are given a reduction in
teaching and admin duties to help them to focus on their research. The university
provides financial support to relieve the member of staff of one third of their
duties for one term. Within the School we provided remission from duties for
several years before this was introduced. However, the financial support provided
by the university means that we can now formalise this and deliver this without
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burdening other staff. As Bronze action we have accessed this resource since
2014.
AS returning to work are given priority for pump priming funds. Since its
introduction in 2014, this has been taken up by one member of staff.
8.i Develop School maternity & adoption leave information pack and ensure
it is easily accessible on School website. [Including pump priming information.]
A theme in our PSS survey was the need to plan cover for M&A leave well
in advance of people and this process could be improved in places.
8.v Maternity & Adoption leave forum with E&D Lead and PSS managers in
the School to discuss cover and best practice for planning return to work for PSS.

(iv)

Maternity return rate

16 members of staff took maternity leave in the past 3 years (3 Faculty, 13
RS). Three members of RS did not return to work after maternity leave. Overall,
the number of women returning to work after maternity leave is high (Table 8).
Table 8: Maternity return rates

Returned
to Work

Return
Rate of
Staff
Taking
Maternity
Leave

Still in
post
after 6
months

Still in
post
after
12
months

Still in
post
after
18
months

Year

Academic

Admin
&
Other
Related

2016

6

0

0

6

100%

N/A

N/A

N/A

2015

4

0

0

2

50%

2

1

N/A

2014

6

0

0

5

83%

5

5

4

TOTAL

16

0

0

13

81%

7

6

4

Support

We are pleased to note that all but two of the staff who returned to work
following maternity leave are still in post 18 months later. The two leavers were
both research staff and have since moved on to permanent lectureships.
During the past 3 years maternity leave was taken by 3 Clinical Psychology
Doctorate Trainees and by 4 PhD students. All returned to their studies.

(v)

Paternity, shared parental, adoption, and parental leave uptake

One female member of PSS took adoption leave in 2014. She returned to
work and is still in post 18 months later.
There are no formal records of male members of staff taking partner leave,
although experience on the ground suggests otherwise (n.b. UoB now refers to
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partner leave in recognition that partners of either gender may take up this
opportunity). Academic staff contracts do not set out any formal holiday leave
arrangements and so it may be that they do not think it necessary to register leave.
No staff have taken shared parental leave. The University has extensive
information about shared parental leave on the University website.
8.iii Ensure that shared parental leave and partner leave are described in
induction pack and recorded in School.

(vi)

Flexible working

UoB has guidelines for flexible working and encourages all staff (once they
have worked for the university continuously for 26 weeks) to make formal
requests for flexible arrangements should they need them.
AS requests for flexible working (other than PT arrangements) are
accommodated informally. In our Bronze award, we described the School as
having excellent opportunities for flexible working. We noted that most meetings
were advertised well in advance and that it was possible to request family
friendly timetabling. As a result of our Bronze action, research seminars and all
school committee meetings are held in family-friendly core hours (see section
5.6.iv).
Our Bronze action to develop a workload model (Section 5.6.v) ensured we
delivered on our pledge to support flexible and PT working much more
effectively. We now quantify the workload of each member of staff, which allows
for fairer comparisons and allocations.
All PSS surveyed were positive about the opportunities to use flexi days
when needed.

(vii)

Transition from part-time back to full-time work after career breaks

UoB policy is that an arrangement to work PT can be temporary if agreed at
the time of request.
In Psychology we have not encountered this as all our AS have returned to
full time roles. This may reflect concerns that PT working in the past would not
be reflected in workload. One member of AS has indicated her desire to return to
work PT following maternity leave in late 2017. We are optimistic that the new
Workload Model will allow the HoS to make fair decisions about workload, but it
will be important to communicate this to staff. We will include this in our M&A
leave pack.
8.i Develop School maternity and adoption leave information pack and
ensure it is easily accessible on School website.
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5.5.
(i)

Organisation and culture
Culture

Discussion of Equality & Diversity issues in our school is common and both
male and female members of staff raise E&D issues in meetings, for example,
recently about the gender of applicants for faculty positions. There is a general
atmosphere of positivity about these issues and recognition of their importance.
Establishing an E&D Lead has meant that specific requests and questions are
easily directed to someone who can action them and personifies a positive ‘can
do’ attitude for the School.

A member of staff taking maternity leave approached the E&D Lead to
ask if it would be possible to have a fridge to store breast milk on her
return to work. The E&D Lead was able to agree this with the Operations
Manager within 24 hours of the original email.

A Women in Science lunch group has been established (Bronze action), open
to all, and has had regular monthly meetings and lively discussion. Attendees
include academic, research staff, and students (Figure 25). The group has a
campaigning mindset and is currently planning an awareness-raising event on pay
equality.
The School E&D team has also worked to raise awareness of our presence
among UG students. In September 2016, the E&D Lead gave a presentation to all
incoming students at their induction day and the E&D Lead and another
committee member attended the informal social meeting for new first years and
presented information about Athena Swan and E&D work on a poster and with
handouts. We will continue these actions.
Based on the suggestion of one of our UG E&D reps, we will provide
voluntary networking opportunities for students from minority groups (including
BAME, male, LGBTQ students and students living at home): We will advertise
time/location for each group to all students, provide refreshments, and arrange for
current students to host them. Our UG E&D Reps are planning a week-long
Women in Science event for students with research and career talks by diverse
women in the School, in collaboration with our UG student E&D reps.
1.iii Organise optional networking opportunities in Welcome Week for
minority group students.
1.v Support student reps to develop future E&D events, beginning with
week-long Women in Science event in November 2017.
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Figure 25: Participants at Women in Science lunch meetings. Nb. No meeting held in Aug 16. No data
recorded in Feb 17.

Informal discussion reveals a ‘them and us’ culture in the School dividing
AS from PSS. We are keen to break down barriers and create a more collegiate,
inclusive culture. We recognise this is essential for creating a true culture of E&D
in our School. Our School Meeting is widely viewed as only open to Faculty and
TS, although technically other staff are welcome. There is commitment from
senior staff in the School to open this meeting to all staff and to have formal
representation from PSS at the meeting (as there is for RS). Away Days have also
suffered from the same segregation with very few PS or RS attending. The dHoS
and HoS PA specifically encouraged PSS attendance at the 2 most recent Away
Days which was successful (5 PSS in 2015, 9 in 2016, 12 in 2017). Following the
2017 Away Day, several members of AS spontaneously commented to the E&D
Lead how positive it was to have PSS attending and on the excellent
contributions made. As well as creating a positive atmosphere and improving
communication, junior staff noted that attending School Meetings would provide
exposure to role models and career paths in the School. We will also instigate a
School-wide coffee morning in our new building to bring students and all staff
together (See also additional information section on new accommodation).
3.v Make explicit in every announcement of school meeting, away day, and
E&D workshop that all staff (PS, RS, TS, Faculty) are welcome (PhD students are
also welcome to E&D workshops).
3.vi Create representation of PSS on committees, including formal
representation on School Meeting.
3.vii Ensure that we have buy in from PSS managers to give people time to
attend these meetings and events.
11.iii Arrange regular coffee times in shared social space for all staff and
students.
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In the future, we will seek to broaden the remit of the E&D team and our
activities to include issues affecting other protected characteristics and
intersectionality. We will draw on wider expertise across UoB, for example,
colleagues at UoB, Drs Gale and Ward, have recently published a guide to best
practice on LGBTQ Inclusivity in the Higher Education Curriculum, which has
received the support of Stonewall.

(ii)

HR policies

HR policies for equality, dignity at work, bullying, harassment, grievance,
and disciplinary processes are published on the University website. Significant
changes to these policies are cascaded by email to members of staff by the
Operations Manager, or by academic leads in the School (e.g. E&D Lead).
Changes are highlighted and minuted at School Meetings.
The HoS, dHoS, and E&D Lead are not aware of any discrepancies between
policy and practice. However, in the last 3 years when ECRs raised concerns
about the implementation of maternity leave cover, all three of these senior
members of staff were actively involved in resolving these matters with
University senior leads.
(iii)

Representation of men and women on committees

Figure 26: Committee membership by gender, dots above each bar indicate gender of chair.

All our committees have at least two people of each gender (Figure 26). We
have a School policy that no committee should be entirely of one gender. Because
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we have a large school and relatively large number of female staff across levels,
we believe the issue of committee overload is not one we experience. We
consider our current gender representation on committees to be a significant
success and change in School culture following our Bronze actions: between
2010/11 and 2012/13 the proportion of women serving on committees had
declined from 35% to 28%. We now have 51% female representation on
committees (n.b. removing the E&D committee reduces this to the still
respectable 46%). Strategy committee remains biased towards men (58%), but we
consider this a major advance on our position at Bronze award: in 2012/13 we
had 73% men on this committee. The dHoS role has been held by a woman since
2013 (2 individuals).
Most members of committees are there because of their administrative duties
(e.g. UG Learning & Teaching includes Year Tutors, UG Programme Director)
Thus, committee membership reflects the allocation of these duties, made by the
HoS and dHoS each summer in the light of School needs and PDR
recommendations. The HoS and dHoS explicitly consider gender when making
these decisions.
Seven of the twelve committees in the School have female chairs. Staff
Student Liaison Committees are chaired by students, so given our cohorts it is
unsurprising that they are all chaired by women.
9.1 Recruit male E&D committee members.

(iv)

Participation on influential external committees

Staff are encouraged to take up outside appointments through discussion in
their PDRs. We have not routinely collected this information, however, in the
most recent year of WAM data collection we asked people to list additional
activities not captured in the WAM. Fifteen of the sixty staff involved in this did
so. Of course these varied, but it was noticed that 5 men listed membership of
major funding panels, but only 1 woman did so. One possibility raised during
discussion of this during our Self-assessment process was that women may be
less likely to report these activities.
10.iii Include prompt to discuss external committees and outreach in PDR.
10.iv Ensure requests for external information in WAM are clear.

(v)

Workload model

One of the most important actions in our Bronze award was to develop a
Workload Model (WAM). In 2013/14, working with the College, we introduced a
Workload Allocation Model (WAM). This development was led by the dHoS,
who engaged staff through two school-wide meetings to discuss the potential
advantages and pitfalls of a WAM, and to identify tariffs for different activities,
bottom up.
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On the view of the executive committee, the WAM has already made
allocation of duties to new, temporary, or PT staff easier, fairer, and more
transparent. Of course, systems can always be improved. We included questions
about the WAM in our most recent staff survey. We observed that women were
more likely to see the WAM as promoting fairness (4 yes, 1 no) while men
showed the opposite pattern (1 yes, 4 no). These numbers are small and future
work is needed to understand staff attitudes to WAM.
One important use of the WAM was to review overall load by gender
(Bronze action point). The dHoS provided the E&D Lead with a report of staff
workload (by FTE) for review. There were no signs of gender imbalance in the
workload. This was done on an ad hoc basis, but this activity will form part of our
new School Calendar.
5.2 Develop School Calendar with dates of meetings and prior calls for
reports included. Data to be included should be that which is reported in Athena
Swan application (student applications, committee membership, promotions,
seminar speakers, grant applications etc.)

(vi)

Timing of departmental meetings and social gatherings

In our Bronze action, we made significant changes to the timing of our
meetings and seminars. We adopted a new policy that all meetings and school
funded research seminars would be held in family friendly core hours (9:30 –
16:00). This included the most prestigious School Seminar (with leading external
speakers) which had been traditionally held at 4pm. The School has embraced
this change, and indeed, a positive benefit is that visiting speakers are often able
to spend more of the afternoon in discussion. In our School survey, only one
person said that School events did not run at times that allowed for his/her
participation.
End of term drinks are now held mid-afternoon to broaden participation. The
HoS has also introduced School Away Days which run between 9:30 and 4pm.
(vii)

Visibility of role models

As a large School we have a number of research seminars, e.g.
Developmental group, Forensic group. We also have a School Seminar to which
leading scholars are invited to speak to a broader audience. The gender balance of
seminar speakers is reviewed by the DoR and E&D Lead. Figure 27 shows the
gender balance of seminar presenters in the School. Most seminars show a bias in
favour of female speakers. However, this is not true of the most prestigious
School seminars. A few seminar series have not reported these data and the
review is done on an ad hoc basis
2.iv Review seminar data systematically, including rejected invitations.
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5.ii Develop School Calendar with dates of meetings and prior calls for
reports included. Data to be included should be that which is reported in Athena
Swan application (student applications, committee membership, promotions,
seminar speakers, grant applications etc.)
25
20
15
10
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5

women

0

Figure 27: Seminar presenters by gender.

Several PhD students who expressed interest in E&D activities reviewed our
School website. Some good examples were identified particularly on Student Life
(e.g. “a brilliant video highlighting the diverse nature of Birmingham residents”)
However, many pages were identified with very few images or images were
predominantly of white and female individuals.
1.vii Improve visibility of role models and diversity on School website.

(viii) Outreach activities

We do not routinely collect data on outreach activities by members of the
School. However, we conducted a survey of staff and postgrad students to see
who was engaged in these activities (in early 2017). The response was
enthusiastic. Twenty-eight individuals (faculty, RS, and PGR) offered examples
of outreach work, often multiple instances. See Table 9.
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Table 9 Outreach by members of the School.
Outreach

Female

Male

Public Engagement (general public)

11

9

Targeted events (e.g. to schools, University of
the 3rd Age, and participant groups etc.

11

7

Media

9

5

One of our Bronze actions was to ensure that outreach activity was
recognised in WAM and our current workload model includes 4.5 hours per week
for citizenship activities which explicitly includes outreach, as well as reviewing,
external committees, etc. Discussion in the E&D committee raised two
complementary issues: does this tariff reflect the amount of time people spend on
these activities, but also, are some people giving so much to outreach activities
that it negatively affects other aspects of their job. Concerns about increasing
pressure to produce high quality teaching and research, as well as a possible bias
for women to be more likely to take on extra requests were raised.
10.i Ensure outreach activity is fully represented in WAM.
10.ii Encourage staff to record outreach activity in UoB research database
(PURE).
10.iii Include prompt to discuss external committees and outreach in PDR.
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6. CASE STUDIES: IMPACT ON INDIVIDUALS. 1000 WORDS.

Case Study 1: Dr Caroline Richards (member of Self-Assessment Team)
Following my PhD, I gained a place on the Clinical Psychology Doctoral
programme at UoB. During my clinical training, through the support and
informal mentoring of my supervisor, I continued to pursue an academic career,
publishing my PhD data alongside completing my clinical placements. I had
health complications during the later stages of my pregnancy, during this
programme, and my twins were born prematurely. Prior to their birth I was
supported by the ClinPsyD course tutors and flexible working arrangements were
provided. Whilst on maternity leave, I used Keeping in Touch days to maintain
both my academic and clinical work and returned to work part-time following
maternity leave. Part-time working helped to relieve some of the pressures of
balancing the needs of young children with completing my clinical training and
developing my academic career.
After the ClinPsyD course, I was offered a post-doctoral fellowship at UoB.
Through discussion with the Principal Investigator (PI), I was supported to take
up the post-doc on a part-time basis. Flexible part-time working was essential for
my ability to progress in academia, enabling me to develop my research whilst
also being available for my children who continued to have some health
difficulties associated with being born prematurely. I was given the opportunity
to co-supervise PhD students during my post-doc which increased my confidence
and independence. I also benefited from an initiative in the School of Psychology
to provide all researchers with academic mentors. I was well matched with a
senior female academic who also had a young family. Through mentoring I was
able to explore some of the barriers I perceived in progressing in academia and
benefited hugely from my mentor’s experience and practical tips to develop
work-life balance.
Both my mentor and PI encouraged me to develop my own research
interests, supporting me with my first successful PI grant application. As part of
the yearly Professional Development Review process, I was encouraged to pursue
training in academic leadership and gained a place on a course for early stage
researchers. I was given time in my post-doc role to attend school meetings and
seminars. All were conducted within ‘core’ working hours, enabling me to attend
even though I worked part-time. Through these events I developed independent
collaborations within the school which have led to subsequent grant applications.
The confidence I gained from attending training in academic leadership,
mentoring and independent work as a post-doc facilitated me in applying for my
first faculty position. I was supported in my lectureship application by informal
and formal mentoring, both from my PI and from collaborators at Birmingham.
This support enabled me to give my best performance at interview and I was
recently appointed as Lecturer in Psychology at the University of Birmingham.
Juggling a young family and an academic career continues to be challenging, but
I am confident that I will continue to benefit from the activities in the School of
Psychology to support and develop women in science.
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Case Study 2: Anonymous (as agreed with Equality Charters Officer)
I joined the School of Psychology in 2010 as a Senior Lecturer. During my
time at UoB, I have had two periods of maternity leave (in 2012 for nine months
(plus one month A/L and in 2014 for 11 months (plus one month A/L)) Towards
the end of both my pregnancies, my doctor advised me not to commute from my
home to Birmingham in case I went into labour. I therefore requested to work
from home for the two weeks prior to my maternity leave starting and the School
was supportive of this both times. In the months leading up to the birth of both
my children, I was also supported in taking short naps in my office at lunchtime
to manage tiredness. During my most recent period of maternity leave, I chose to
keep in touch with my work by checking my email intermittently and I utilised all
of my Keeping in Touch days for teaching responsibilities, grant management
and administrative meetings. I appreciated the minimal interruption from the
School during my maternity leave. My return to work after my most recent period
of maternity leave had its positive and negative aspects. Positively, I received
fantastic support from E&D colleagues who worked hard to secure funding to
alleviate my teaching and administrative workload on my return and organised
for my research contract income to be used for teaching buy-out. On a negative,
my last month of leave was impacted by frequent contact from colleagues trying
to plan for my return. I found it very hard to return to work emotionally and
wanted to enjoy my last month with my children. However, I’ve used this
experience to explain to colleagues the emotional challenges of returning to work
as a parent and I think this is now benefiting other colleagues in similar
situations.
Being a mother to two children and working full-time, recent changes to the
School’s organisation have been very helpful. As much of my time is dedicated to
managing large research grants, I have flexibility of when I come into work
allowing me to pick up and drop off my children two-three days per week. Being
there for them after school and nursery at least some days per week is extremely
important to me and so I greatly appreciate the flexibility I am afforded in
when/where I choose to work. I usually work two very long days and three
shorter days. I also appreciate changes that have been made to policies regarding
the scheduling of school seminars and meetings so that they only occur during
core hours, allowing me to be a parent as well as maintaining an active role in
School activities.
While on my second period of maternity leave, I decided to apply for
promotion. I had secured significant research contracts just prior to and during
my leave. While I did not have a PDR that year (due to being on leave), I was
able to contact my mentor for his advice and his opinion of my suitability, and
appreciated his support for my successful application.
1000 Words
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7. FURTHER INFORMATION

New Accommodation: We will be moving to new buildings over the coming
years, beginning with a move of around half of the School in October 2017. We
will take this opportunity to address some new E&D issues. Firstly, the E&D
committee have discussed the impression given by much of the historical art
around campus that it is by men/of men (i.e. male artists, and many portraits of
founding (male) members of the University. A recent University campaign
Making Space has also raised just this issue:
“Following traditions established by the oldest academic bodies, the
University of Birmingham has immortalised its key protagonists since its
foundation in 1900. The portraits, adorning public spaces on campus, depict
predominately male figureheads and academics. Making Space aims to
place images of inspirational women associated with the University of
Birmingham at the very centre of campus and create a lasting legacy for the
future.
The exhibition features a series of group portraits photographed by artist
and anthropologist, Liz Hingley. Liz worked with groups of inspirational
women chosen to reflect the breadth of female contribution to the
University of Birmingham and beyond which have broken new ground,
pushed forward the boundaries of knowledge and had a huge impact on
people’s lives.”
We will adopt these principles in our new building by seeking art work by
women and by members of other under-represented groups, perhaps including
our own students.
Secondly, we have already raised with the Estates Team the need for
inclusive toilet facilities in line with UoB “Guidance on Supporting Transgender
Staff and Students”. We also wish to provide infant feeding space for School
members and visitors. We will work with Estates to achieve these goals.
Thirdly, one of the great advantages of our new accommodation is that it
includes a large social space for students and staff to gather. No such space is
available in our current buildings. We hope that this will break down barriers
between different groups in the School, including AS, PSS, and students and will
develop a regular coffee time to support this.
11.i Ensure art work is diverse and celebrates women.
11.ii Work with Estates on inclusive toilet options and infant feeding space
in new buildings.
11.iii Arrange regular coffee times in shared social space for all staff and
students.
342 Words

63

8. ACTION PLAN
1. Better understand and support taught student career aspirations & student experience.
Rationale
Actions
Responsibility
Timescale
i) E&D lead with E&D
i) Conduct annual UG &
i) Survey in week 5 of
We have a
reps
PGT E&D survey about
Semester 1 annually
predominantly female
(23.10.2017).
student cohort (84%), yet career aspirations and
experience in School.
our Faculty are 39%
female. There are
ii) UG Reps identified –
differences in admissions ii) UG representation on ii) E&D lead
E&D committee.
invited to E&D
data, especially in
committee from summer
conversion of offers to
2017.
acceptances: UG 72%
Female (F) and 63% Male
iii) 1st Year Tutor & UG
iii) Organise optional
iii) Implemented in
(M) applicants made
networking opportunities admin team
Welcome Week
offers, 28% F 23% M
accept offers; PGT 49% F in Welcome Week for
18.09.2017. Reviewed via
49% M made offers, 51% minority group students.
student survey week 5.
F 43% M accept; PGR
Repeated annually.
32% F 31% M made
iv) Identify PGT E&D reps iv) PGT Lead
offers, 79% F 66% M
iv) October 2017
and invite to E&D
accept.
committee.
There is currently no
representation of PGT
v) Support student reps
students on E&D
v) E&D Lead with Student v) WiS event in
to develop future E&D
committee
November annually,
reps
events, beginning with
We held a highly
starting 2017. Record
week-long Women in
successful Women in
attendance
Science event in
Science event open to
(anonymously) and
November 2017.
postgraduates and have
collect feedback.

Success criteria
i) Survey conducted,
results reported to UGTL,
PGTL, and E&D
committees.
ii) UG E&D Reps on
committee.

iii) Meetings in Welcome
week held, informal
feedback collected.

iv) PGT representation
on E&D committee.

v) Well-attended events
with good feedback.
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enthusiastic UG E&D
reps, keen to organise an
event for taught
students.
A review of our School
website, conducted by
PGRs highlighted a lack
of diverse role models in
some sections, although
good examples in others.

vi) Hold admissions
forum to review student
applications, offers, and
accepts. Implement
policy to ensure there is
always one male student
ambassador at each
open day.

vii) Improve visibility of
role models and diversity
on School website.
2. Support ECR career development
Rationale
Actions
i) Develop E&D
We have evidence of
leaky pipeline for women workshops with ECR
focus.
moving between
research staff and
ii) Address PDR process
permanent posts in our
for Research Staff.
data review.
There is poor compliance a) PDRs are conducted by
with RS PDRs and career independent reviewer
b) develop specific
development elements
supporting information
could be enhanced.
for Research Staff PDRs
Our E&D events have
c) ensure compliance
been very well received
with PDR process
by ECR, evidenced by
d) seek feedback on new
feedback forms.
process
We have fewer women

vi) E&D Lead, Admissions
tutors, and admissions
PSS

vi) Forum in October
2017. Implement actions
and review impact after
2017/18, 2018/19,
2019/202 years

vi) Gender differences in
applications process
understood/removed by
September 2020.

vii) College web team

vii) During 2017/18,
review in October 2018.

vii) Website is reviewed
positively by students.

Responsibility
i) E&D Lead

Timescale
i) February 2018 and
annually.

Success criteria
i) At least one ECRfocussed workshop
annually

iia & b) dHoS
iic) HoS and Hos PA
iid & e) E&D Lead

ii) PDR reviews May 2017
and annually. Feedback
collected in July 2017
and July 2018 to inform
process.

ii) New processes for RS
PDR reviews. Process
revised in response to
feedback. 100%
compliance by May 2020.
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(28%) than men
presenting at our School
Seminar, a missed
opportunity for role
models for ECR
researchers.

e) work with University
to clarify process.
iii) Review seminar data
systematically, including
rejected invitations.

iii) School seminar
organiser and E&D Lead

3. Explore E&D issues with PSS. Address ‘them and us’ culture.
Rationale
Actions
Responsibility
i) E&D Lead
i) Conduct focus group
Including PSS in our
with PSS to discuss PT
application identified
working.
that support for E&D
issues could be improved
in places: induction packs
and handbooks are
outdated, not all staff
ii-iv) School Operations
have completed essential ii) Improved college
Manager
induction process and
training. The University
updated handbooks.
does not provide formal
Include introductions to
career paths for PSS
AS.
promotion.
Positively: a high
proportion of PSS are on iii) Ensure all staff
complete essential
PT contracts (38%) –
identify opportunities to training and this is
recorded.
improve practice, and
share best practice with
iv) Work with CoLES
other members of
Director of Operations
School.

iii) collect data (including
invitations) 2017/18.
Review July 2018.
Implement actions
2018/19.

iii) Women speakers at
School seminar from
2019/20 is over 40%.

Timescale
i) January 2018
Report written by March
2018

Success criteria
i) Information gathered
from focus groups is used
to improve current
arrangements where
appropriate and shared
with other groups

ii – iii) Completed by July
2018.

ii) Induction process is
received well (staff
survey).

iii) 100% compliance with
essential training by July
2018.

iv) by 2019.

iv) Road map developed
and staff report in survey
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Overall, there is a ‘them
and us’ culture in the
school.

that it is useful

and team to develop
road map of career paths
for PSS
v) Make explicit in every
announcement of school
meeting, away day, and
E&D workshop that all
staff (PS, RS, TS, Faculty)
are welcome (PhD
students are also
welcome to E&D
workshops).

v) HoS PA, Ops Manager,
E&D Lead

v) from May 2017

vi) Create representation
of PSS on committees,
including formal
representation on School
Meeting.

vi) HoS and dHoS

vi, vii) by September
2017 for new academic
year.

vii) Ensure that we have
buy in from PSS
managers to give people
time to attend these
meetings and events.

vii) E&D Lead to consult
with College Director of
Operations and PSS
Team Managers.

v - vii) attendance by
staff from all groups at
School meetings, Away
Days, workshops.
Representation on
committees and PS
issues and perspectives
heard.
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4. Institutionalise & improve gender initiatives for academic recruitment process
Rationale
Actions
Responsibility
i) Develop family friendly i) E&D Lead with HoS PA.
We received feedback
wording for invitations to
that support for
interviewees with infants interview.
was helpful.
ii) E&D Lead
ii) Work with university
However, we observed
to include explicit career
that few women apply
for Chair posts (3 in last 3 break section in
application form.
years compared to 29
men) and our
iii) Seek comparison data iii) E&D Lead
professorial marketing
for Professorial
materials include no
recruitment from similar
information about
institutions through
schools or family life in
public Athena Swan
Birmingham
reports and the
Psychology Athena Swan
Network.
iv) We will conduct a
survey of our own senior
female staff to
investigate factors that
may influence their own
career choices and
extend this to colleagues
at other institutions if
possible.

iv) E&D committee

Timescale
i) Before next round of
recruitment in late 2017.

Success criteria
i) Inclusion of family
friendly wording in all
invitations.

ii) In Semester 1,
ii) Inclusion of career
2017/18 UoB Athena
break section in UoB
Leads meeting (date tbc). application.

iii) April 2018.

iii - iv) Understanding of
barriers to women
applying for senior posts
and whether this is a
Birmingham-specific
problem. Actions to
counter these barriers
identified and instigated
by April 2019.

iv) May 2018.
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v) We will review and
revise the marketing
materials produced for
professorial posts.

5. Institutionalise data collection and reporting
Rationale
Actions
i) Annual staff E&D
We have achieved our
Bronze goals of data
survey.
collection and reported
this to relevant
committees. However,
this process has been ad
hoc. A new School
Calendar is being
ii) Develop School
developed and needs to
include these actions.
Calendar with dates of
meetings and prior calls
for reports included.
Data to be included
should be that which is
reported in Athena Swan
application (student
applications, committee
membership,
promotions, seminar

v) HR

v) by June 2018.

v) Improved recruitment
materials.
GOING FORWARDS: We
will review the impact of
changes in marketing
materials and develop
new actions based on
our findings.

Responsibility
i) E&D Committee and
School Operations
Manager.

Timescale
i) Develop survey during
E&D Committee
meetings Semester 1
2017/18. Survey staff in
January 2018 and
annually.

Success criteria
i) Survey has 2/3 of staff
responding each year.

ii-iv) School Operations
Manager.

ii & iii) by September
2017

ii & iii) School Calendar is
set up and reporting is
requested by School
Operations Manager.
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speakers, grant
applications etc.)
iii) Ensure E&D
workshops are included
in School Calendar.
iv) Use New Core system
to provide reports on
staff training routinely.
6. Promotions & Career Paths
Rationale
Actions
Promotions processes at i) Collect data on
applications made (and
College level appear to
success) to School
work well (100% or
women and 80% of men promotions panel.
who progressed to this
ii) Establish annual E&D
panel were promoted),
promotions workshop
but we lack data for
School promotions panel and promote to those
considering promotion in
which nominates to the
the longer term
College Panel. We ran a
successful E&D
iii) Develop shared
promotions workshop,
although attendees were resource of promotions
applications supplied by
generally considering
volunteers.
promotion in current
year. Attendees at E&D
workshop commented
v) Review staff contracts
on the helpfulness of

iv) When New Core is
delivered in 2018.

iv) Training data from
New Core is included in
School Calendar.

Timescale
i) November 2017 after
School panel and
annually.

Success criteria
i) Data reviewed at
Strategy committee
January 2018.

ii) In late
September/early
October annually, in
anticipation of
application deadline.

ii) More attendees at
promotions workshop
who have longer term
plans for promotion.

iii-iv) E&D Lead

iii) in September 2017.

iii) Resource set up and
use monitored by E&D
Lead.

v) HoS and CAP Director

v) After arrival of CAP

v) Report submitted to

Responsibility
i-ii) School Operations
Manager
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seeing other
applications.
Our E&D promotion
workshop raised some
concerns over promotion
for some staff on
professional
programmes.
7. Staff support
Rationale
We made substantial
changes to our PDR
process in our Bronze
activity: we had pre- and
post- meetings of PDR
reviewers to share good
practice and information.
We produced an
information sheet to
support discussion of
promotion and training.
More women (41%) than
men (20%) reported
being encouraged to
apply for promotion. We
now need to ensure that
our examples of good
practice are
institutionalised.
Probationary staff PDRs

on professional
programmes to ensure
consistency.

Director in 2018.

School Strategy
committee by end 2018.

Actions
i) Distribute new
induction pack (as a one
off) to all current staff.

Responsibility
i) School Operations
Manager

Timescale
i) Distribution in
September 2017.

Success criteria
i) New induction pack is
distributed and well
received (confirmed via
survey in January 2018).

ii) Ensure RS induction
process meets same
standards.

ii) School Operations
Manager and DoR

ii) New RS induction
checklist developed by
September 2018.

ii) Positive feedback from
new RS during 2018/19.

iii) Promote mentoring
opportunities more
widely.

iii-iv) Mentor lead

iii-iv) October 2017.

iii-iv) Wider take up of
mentoring and positive
responses in survey
(January 2020).

v) School Operations
Manager and dHoS

v) August 2017

v) Changes in PCAP
allocation in WAM for
Jan 2018 data collection

iv) Develop strategy for
people unhappy with
their mentoring
v) Review time allocation
of PCAP in WAM.
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are held at a different
time from other PDRs (on
the anniversary of
appointment) which
means they do not
benefit from our new
PDR procedure. Research
Staff induction is
variable. We could
provide better support to
staff whose grants are
unsuccessful.

8. Maternity Leave
Rationale
Major changes in UoB
and School policy
(resulting from Bronze

(if appropriate).
vi) Ensure PDR process
including reviewers’ preand post- meetings are
institutionalised in
School Calendar.

vi) School Operations
Manager and HoS PA

vi) May 2017.

vii) Ensure there is 100%
compliance with PDR.

vii-ix) HoS

vii) reviewed in June
2017 and annually.

vi & vii) PDR meetings
take place and PDR
compliance is 100%.

viii) Integrate
Probationary PDR
scheme with other PDR
timing.

viii) from May 2017.

viii) Probationary staff
PDR is held at same time
as other staff.

ix) All PDR reviewers
have completed UoB
training.

ix) By PDR reviewers in
2018

ix) All PDR reviewers
have completed training
by May 2018.

x) Seek examples of best x) Grant Lead
practice and implement a
support scheme for
unsuccessful grant
applicants.

x) by September 2018

x) support scheme is in
place and used.

Actions
i) Develop School
maternity and adoption
leave information pack

Timescale
i-ii) Developed during
November 2017.

Success criteria
i-ii) Maternity leave pack
is provided to all AS staff
taking leave. Contact is

Responsibility
i-ii) E&D Lead
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action) have improved
maternity leave
provision. However, new
policies on maternity and
adoption leave may not
be well communicated
and feedback suggests
that contact can be
problematic.
No member of staff has
reported
paternity/partner leave
or taken shared parental
leave.
PSS survey indicates
some issues with setting
up cover and return to
work

positive (informal
feedback gathered from
leave takers).

and ensure it is easily
accessible on School
website.
ii) Develop a policy for
contact when a member
of staff is on maternity or
adoption leave.
iii) Ensure that shared
parental leave and
partner leave are
described in induction
pack and recorded in
School.

iii) School Operations
Manager

iii) September 2017

iii) Induction pack
includes information on
partner leave & shared
parental leave.
Paternity/Parental leave
is recorded in School.

iv) Promote possibility of
University occasional
childcare to support
people using Keeping in
Touch days.

iv) E&D Lead to raise at
UoB Athena Swan Leads
meeting

iv) During Semester 2
UoB meeting 2017.

iv) University provides
occasional childcare –
either in house, or via a
list of registered
childminders. Funding is
available.

v) Maternity and
adoption leave forum
with E&D Lead and PSS
managers in the School
to discuss cover and best
practice for planning
return to work for PSS.

v) E&D Lead

v) June 2018 (informed
by further information
from staff survey)

v-vi) process made clear
and positive response in
annual staff survey.
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9. E&D Committee
Rationale
Actions
E&D committee is
i) Recruit male E&D
predominantly female
committee members.
(83%), primarily due to
staff leaving the School.
10. Outreach & external committee work
Rationale
Actions
i) Ensure outreach
The School does not
activity is fully
currently record
represented in WAM.
individual outreach
activity. However, there
was an enthusiastic
response from staff and
PG students when asked
ii) Encourage staff to
to describe their
record outreach activity
outreach.
in UoB research database
WAM includes time for
(PURE).
outreach. There is
variation in the amount
iii) Include prompt to
of outreach individuals
discuss external
undertake, which may
committees and
need to be represented
outreach in PDR.
in WAM, or may
represent overcommitment by some
iv) Ensure requests for
individuals. There was
external information in
concern that women
WAM are clear.
may be more likely to
take on additional

Responsibility
i) E&D Lead and HoS

Timescale
i) For 2017/18 academic
year.

Success criteria
i) E&D Committee has no
more than 66% women
by 2020.

Responsibility
i) dHos and School
Operations Manager

Timescale
i) By November 2018, for
2018/2019 WAM data
collection.

Success criteria
i) WAM recognises
outreach activity fairly,
and expected levels of
outreach are discussed in
PDR (confirmed in
survey).

ii) DoR

ii) by Dec 2017

ii) PURE database is used
to report on outreach
activities.

iii) dHoS

iii) May 2018

iii) Accurate reporting of
participation in external
committees and more
balanced in terms of
gender.

iv) School Operations
Manager

iv) for 2018/19 WAM
data collection.

iv) better data reporting
on external activities.
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requests. We observed a
gender imbalance in
membership of (or
reporting membership
of) external committees
(5 men, 1 woman).
11. New Accommodation
Rationale
We will move to new
accommodation in
2017/18 and take this
opportunity to address
additional E&D issues.
Our current building, like
much of the University,
lacks inspiring art work.
Making Spaces activity
shows University support
for this issue.
We wish to provide
improved inclusive toilet
facilities and infant
feeding space.
We lack opportunities to
socialise as a School,
which may contribute to
a ‘them and us’
atmosphere between AS,
PSS and students.

Actions
i) Ensure art work is
diverse and celebrates
women.

Responsibility
i-iv) E&D Lead & HoS

Timescale
i-ii) Move is planned for
2018.

ii) New building has
inclusive toilet options
and infant feeding space

ii) Work with Estates on
inclusive toilet options
and infant feeding space
in new buildings.

iii) Arrange regular coffee
times in shared social
space for all staff and
students.

Success criteria
i) New building has
diverse art work.

iii) Spring 2018 after
move. Collect
approximate/informal
attendance data.

iii) Regular coffee times
institutionalised in the
School and are attended
by AS, PS, and students.
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