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[bookmark: _Toc89420939]Letter of Endorsement from the Head of Department
[image: ]	 ‘Triple-crown’ accredited

Dear ………., 	Comment by Liza Jabbour (Department of Management): Should the letter be addressed to someone specifically? What’s the best way to start the letter?

	Comment by Susan Squire (HR Strategy and Projects): Dear Athena Swan 

Advance HE, First floor, Napier House 24 High Holburn, London WC1V 6AZ

As Dean and Chair of the Birmingham Business School Self-Assessment Team, I am delighted to submit our application for consideration for an Athena SWAN Bronze award. This is the second submission while I have been Dean, the previous one of April 2019 being unsuccessful. In this new application we have considered at length the feedback received on the first submission, noting the need to set out our proposed actions more clearly. You will also see that we have taken on board the comment that we need to use the consultation data gathered to clearly identify the key challenges and support the analysis in the application and create specific, measurable actions. We utilize data from a 2018 staff survey for reasons outlined in this application, but we are committed to undertaking an annual survey from 2022.
Preparation of this new application has entailed a step change in how we deliberate and intervene around gender equality, as a community of scholars, professional services staff, and students. This change, which I have championed through my leadership of the School, has entailed ensuring that equality, diversity and inclusion (ED&I) form a central consideration in all School activities. Gender equality is a subject close to my heart and under my leadership the School will ensure that gender related issues remain a central pillar of the School’s mission moving forward. Examples of our commitment include: 

· The adoption of the wide range of gender related action points outlined in this Athena Swan application.
· The adoption of an inclusivity pledge.
· The appointment of an ED&I lead as a full member of the School’s Strategy and Management Team, the leadership team of the School.
· The allocation of £3,000 dedicated to gender equality from a £10,000 annual budget for overall ED&I activities.
· The launching of webpages dedicated to gender equality as part of the launch for the ED&I website for the School and a dedicated series of ED&I training courses including courses on gender related issues.
12




· The inclusion of commitment to gender equality and ED&I in all School leadership job descriptions.
The details contained in the application reflect our progress to date and the figures below are particularly notable: 
· 56% of all our students are female. 
· 41% of all academic staff are female; this represents a one percentage point increase compared to our previous application, and the highest level of female representation in the School.
· The number of female academics has increased from 86 to 95 between the two applications and the representation of females among recruited academics has steadily increased from 40% in 2016 to 57% in 2020.
· 31% of our Professors are female.
· We have achieved gender parity in our post-graduate research (PGR) programmes.
· We have achieved gender parity in the promotion of professors. 
Although these figures are clearly progressing our gender equality agenda, we know that there is still a long way to go. There remain challenges around recruitment and the promotion of female academics that are highlighted in this application and form the basis of our action points for 2022 and beyond. My own view is that gender equality, diversity, and inclusion are fragile, and that constant maintenance, monitoring, support, and intervention is required to enable us to progress in the right direction. Our commitment to having an annual School ED&I survey with a clear focus on gender equality is one example of how we are seeking to ensure that we are accessing the experiences of women and all diverse groups in our School community on a regular basis, so that we can use that data to promote equality in the School over the long-term. Equality is essential to our School values and our responsible business agenda and is now firmly embedded in our systems of School governance. It is something that I feel personal ownership of and am committed to. We see this application as a way of both enabling us progress on our equality agenda, but also a way of holding us accountable to all our staff and students.  
Finally, I confirm that the information presented in the application (including qualitative and quantitative data) is an honest, accurate and a true representation of the School.

[image: ]
Professor Catherine Cassell
Dean
Birmingham Business School
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The University of Birmingham (UoB) was founded in 1900 and is England’s first civic university, at which students from all religions and backgrounds were accepted on an equal basis. The Birmingham Business School (BBS) is the oldest Business School in England and is based within the College of Social Sciences (CoSS). Equality and Diversity are strongly embedded in BBS’s vision, shown by its active ED&I Committee, the School’s inclusivity pledge and a strong commitment to Principles for Responsible Management Education (PRME). 
BBS comprises six departments situated in University House: Accounting, Economics, Finance, Management, Marketing and Strategy and International Business (SIB). The School also hosts seven research centres: The City Region Economic and Development Institute (City-REDI), the Centre on Household Assets and Savings Management (CHASM), the Lloyds Banking Group Centre for Responsible Business, the Work Inclusivity Research Centre (WIRC), the Centre for Crime Justice and Policing, the Sustainable Financial Innovation Centre (SFiC) and the Birmingham Centre for Environmental and Energy Economics and Management (BCEEEM). 
BBS is home to more than 5,700 students (56%F), of 85 different nationalities, and 327 staff (52%F), from 45 different countries. As illustrated in Table 1, BBS is close to gender balance at the under-graduate (UG) level and is gender balanced at the PGR level. Post-graduate teaching (PGT) programmes have an over-representation of female students. 
BBS has currently 232 academic staff and 95 professional services staff (PSS). Among academic staff, 41% of positions are held by women. This percentage represents an increase over previous academic years and a longer-term trend (for example, in 2014 35% of academics were women). A large majority of PSS are women (78%F) in line with sector level data (75%F). 









Table 1- Description of BBS: Students and Staff Numbers, 2019-20
	
	Female
	% Female
	Male
	%Male
	Total

	UG
	1,763
	53%
	1,532
	47%
	3,295

	PGT
	1,384
	59.9%
	925
	41.1%
	2,309

	PGR
	54
	50%
	54
	50%
	108

	Total Students
	3,201
	56%
	2,511
	47%
	5,712

	PS Staff
	74
	78%
	21
	22%
	95

	Academic Staff
	95
	41%
	137
	59%
	232



BBS is overseen by a Strategic Management Team (SMT) chaired by the Dean (Figure 1). The SMT currently includes:
· The Dean (F) and Deputy Dean (M)
· The six Heads of Departments [HoDs] (4 F; 2 M).
· The Director of Research, who chairs the School Research and Knowledge Transfer (R&KT) Committee (F).
· The Director of Education, who chairs the School Teaching and Learning Committee (M).
· The Director of Operations (F) and the Head of Operations (M), who oversee operational matters.
· The Director of Global Engagement who chairs the Global Engagement Committee (M)
· The Director of External Engagement and Responsible Business who chairs the Responsible Business Committee, the External Engagement Committee and Accreditations Committee (F).
· The School ED&I lead who chairs the ED&I committee (F).

The School is committed to having a governance structure (SMT and School governing committees) that is representative of the diversity of its students and staff. Currently, SMT is comprised of nine women and six men and all School key committees include female members.
15

Figure 1- BBS Governance Structure
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[bookmark: _Toc89420941]The Self-Assessment Process
[bookmark: _Toc89420942]A Description of the Self-Assessment Team
The self-assessment team (SAT) comprises 30 members of staff reflecting the size of the School. SAT members include academic colleagues from all departments within BBS, PSS colleagues and PGR representatives. The team is convened by the Dean (F) and chaired by the Athena Swan (AS) lead (F). It was formed following a School-wide call for staff to become members. Special attention was paid to ensure the SAT represented the full range of grades, type of role, variety of contract types and modes in the School. The team also includes a wide range of experiences related to work-life balance, including parental leave, caring responsibilities and shared parental leave.
 Five members of the SAT are also SMT members. This, along with the size and diversity of the SAT, reflects the commitment of BBS to the self-assessment process and to gender equality. 

Table 2- BBS Self-Assessment Team 
	SAT Member
	Job Title, Career Path and Type of Contract
	Relevant Experience

	SAT Convenor
	
	

	Cathy Cassell (F)
[image: Professor Catherine Cassell]
	Dean, Professor, 
Member of SMT
Teaching & Research (T&R), Open-Ended Contract
	Research on diversity in work and work-life conflict. Mentoring of others. Recruitment and promotions panels. Child caring responsibilities.

	Core SAT
	
	

	Hind Alsudays (F)
[image: ]
	Postgraduate Researcher
	Research on gender pay gap and female labour market integration in Saudi Arabia.

	Vasco Alves (M)
[image: Dr Vasco Alves]
	Lecturer in Economics
T&R, Open-Ended Contract
	

	Mariam Arif (F)
[image: ]
	MBA Learning and Teaching Officer
PS, Open-Ended Contract
	

	Nishat Azmat (F)
[image: Mrs Nishat Azmat]
	Lecturer in Accounting
Teaching Focused (TF), Open-Ended Contract
	

	Gunes Bebek (M)
[image: Dr Ufuk Gunes Bebek]
	Lecturer in Economics
Programme Director for Economics PGT Programmes
TF, Open-Ended Contract
	

	Rose Bennett (F)
[image: ]
	Student Experience and Wellbeing Manager
PS, Open-Ended Contract
	

	Jane Binner (F)
[image: Professor Jane Binner]
	Professor of Finance
T&R, Open-Ended Contract
	

	Wanyu Chung (F)
[image: Dr Wanyu Chung]
	Lecturer in Economics
T&R, Open-Ended Contract
	Ethnic minority background
Expert Volunteer for the Royal Economic Society’s Women’s Committee  

	Jing Du (F)
[image: Dr Jing Du]
	Lecturer in Finance
T&R, Open-Ended Contract
	

	Inya Egbe (M)
[image: Dr Inya Egbe]
	Lecturer in Accounting
T&R, Open-Ended Contract
	

	Rob Elliot (M)
[image: Professor Robert Elliott]
	Professor of Economics
T&R, Open-Ended Contract
Previous HoD
	Child care responsibilities.
Mentoring of others. 
Recruitment and Promotion panels.


	Sarah Forbes
[image: Dr Sarah Forbes]
	Lecturer in Marketing
T&R, Open-Ended Contract

	Research on shared parental leave and flexible working.

	Emma Gardner (F)
	Assistant Professor of Strategy and International Business
T&R, Open-Ended Contract
	

	Elizabeth Goodyear (F)
[image: Elizabeth Goodyear]
	Project Manager, WM REDI
PS, Open-Ended Contract
	Child care responsibilities.
Caring responsibilities.
Flexible working hours. 
Co-chair of the UoB Women’s Network.

	Liza Jabbour (F)
[image: Dr Liza Jabbour]
	Senior Lecturer in Economics
BBS AS Lead and ED&I Lead (from 2021)
Member of SMT
T&R, Open-Ended Contract
	Child care responsibilities.
Maternity leave. 


	Juliet Kele (F)
[image: Dr Juliet E. Kele]
	Research Fellow in HRM, 
BBS ED&I Lead (between 2019-2021)
Member of SMT (between 2020-2021)
Research, Fixed-Term Contract
	

	Paul Lewis (M)
[image: Dr Paul Lewis]
	Senior Lecturer in Political Economy
HOD and member of SMT
T&R, Open-Ended Contract

	Child care responsibilities.
Shared parental leave.

	Jennifer Mackey (F)
[image: Jennifer (McCormick) Mackey]
	Alumni Relations Manager 
PS, Open-Ended Contract
	

	Anandadeep Mandal (M)
[image: Dr Anandadeep Mandal]
	Assistant Professor in Finance
Programme Director, MSc Financial Technology
T&R, Open-Ended Contract

	

	Angela Marqui (F)
[image: Dr Angela C. Marqui]
	Senior Lecturer in Business Education
TF, Open-Ended Contract
	Child care responsibilities.
Maternity leave.
Flexible working hours.



	Emily Muscat (F)
[image: Emily Muscat]
	Executive Projects and Support Manager
Member of Professional Services Senior Management Team
Member of SMT
PS, Open-Ended Contract
	

	Maria Psyllou (F)
[image: Dr Maria Psyllou]
	Lecturer in Economics
TF, Open-Ended Contract
	

	Mark Saunders (M)
[image: Professor Mark NK Saunders]
	Professor of Business Research Methods
BBS Director of Global Engagement
Member of SMT
T&R, Open-Ended Contract
	Child care responsibilities.
Caring responsibilities. 
Mentoring of others.
Recruitment and promotion panels.

	Emma Surman (F)
[image: Dr Emma Surman]
	Senior Lecturer in Marketing
PRME Champion
T&R, Open-Ended Contract
	Child care responsibilities.
Maternity leave. 
Co-lead of the “Decolonising the Curriculum” project.

	Penelope Tuck (F)
[image: Professor Penelope Tuck]
	Professor of Accounting, Public Finance and Policy
BBS Director of Research
Member of SMT
T&R, Open-Ended Contract
	Mentoring of others. 
Recruitment and promotion panels. 

	Tong Yin (M)
[image: Dr Tong Yin]
	Teaching Fellow in Business Economics
TF, Fixed-Term Contract
	

	Samiratu Wahab (F)
[image: Samiratu Wahab]
	Postgraduate Researcher
	

	Julie Whiteman (F)
[image: Dr Julie Whiteman]
	Lecturer in Marketing
T&R, Open-Ended Contract
	



[bookmark: _Toc89420943]An Account of the Self-Assessment Process
BBS had submitted an AS Bronze application in 2019 that was unsuccessful. The feedback on that application commended BBS for a thorough and honest self-assessment exercise and for many of the School’s initiatives. However, the application was criticised for the presentation of the analysis and the formulation of the Smart Action Plan (SAP). BBS took the feedback constructively and used it as a guide while preparing this application. 
Despite an unsuccessful outcome, BBS implemented various actions from the 2019 SAP, notably the introduction of an “ED&I Lead” role and the inclusion of ED&I Matters as a standing item on SMT meetings [AP 3.2]. Moreover, BBS made significant progress in terms of achieving actions related to the recruitment of female academics [AP 5.1-5.3], to supporting the career progression of women [AP 5.8-5.16] and to ensuring the School’s REF submissions reflect the diversity of academic colleagues (Section 5.1.4).
A new SAT was convened in January 2021. An open call process was organised by the Dean for the role of AS Lead and membership of the SAT. The AS Lead receives 20% of workload allowance for the role. Moreover, a £3,000 annual budget dedicated to promoting gender equality has been approved. 
The SAT currently meets twice a term. A special page on TEAMS was created to facilitate the sharing of information and a collaborative approach to writing the application. As part of the self-assessment exercise, BBS joined the AS Business Schools Network to share best practices and discuss challenges.
Progress on the application was communicated to SMT via the ED&I lead who has been a member of SMT since March 2020. Throughout the process the application was amended in response to comments from members of the SAT and senior management at both the School, College and University level. A draft of the application was presented to, and received extensive feedback, from SMT, the CoSS College Board, the UoB ED&I team, and an external reviewer (F). Importantly, staff in the School have been kept abreast of progress through updates at School assemblies and in the regular all staff email communications from the Dean. 
The self-assessment is based primarily on the detailed data collected in 2018 as part of the 2019 application (Table 3). In recognition of the pressures that colleagues and students are facing during the Covid-19 pandemic, it was decided not to add additional burdens by collecting primary data for this application, except for a focus group to discuss the induction process. The pandemic meant that many colleagues, particularly women, needed to juggle caring and work responsibilities. Ensuring a resilient delivery of teaching meant that colleagues had to dedicate extensive time for redesigning modules for online delivery and for the provision of educational support for our students. The SAT felt that it is important to take the wellbeing of staff into consideration in the data collection process. In addition to the extensive data from the 2018 ED&I survey, the self-assessment relied on a wide range of secondary data related to career progression and on UoB level data from focus groups on the impact of the Covid-19 pandemic on research. The SAT acknowledged the importance of up-to-date information and this will be an integral part of our SAP going forward. 	Comment by Liza Jabbour (Department of Management): Is this sufficient? Would it be useful to add that data collected in 2021 is likely to be highly influenced by covid and would not be useful for a comparison with 2018 data (to track change of staff responses…)?
	Comment by Susan Squire (HR Strategy and Projects): I think what is here is a very good explanation and agree that adding in the covid impact as above would also support the explanation. 












Table 3- Athena Swan Application (2019): Data Collection Process
	Quantitative Data
	

	 Staff ED&I Survey
	· 147 (61% F) respondents
· 50.4% response rate that demonstrates a good level of engagement with the AS self-assessment process and with ED&I matters
· 90 Females (53% of female staff), 56 males (36% of male staff)  and one respondent that preferred not to state their gender
· Respondents are representative of academic and PSS roles and tenure ranges in BBS
· 34 early career researchers (ECR) and 49 respondents who have worked in Higher Education for more than 15 years

	PGR ED&I Survey
	· 48 respondents (60% F)
· 29 females, 10 males, 2 identified as “other” and 7 preferred not to say

	Qualitative Data
	

	Focus groups and interviews focused on recruitment, career development and future plans/expectations

	1. Heads of Departments
2. Female staff
3. Male staff 
4. Mixed gender group

	Anonymous online form 
	· Free text
· Personal stories

	ED&I Surveys
	· Open question for free comments
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[bookmark: _Toc89420944]Plans for the Future of the Self-Assessment Team
The SAP provides a clear roadmap in terms of strategic objectives and a progress timetable. Following submission, the SAT will form a sub-group of the ED&I committee and will be responsible for the implementation of the SAP with support from SMT (details in Section 7). The action points (AP) and targets detailed in the SAP are aligned with BBS’s wider ED&I commitments and objectives. The promotion of gender equality is an important objective of the ED&I committee. In particular:     

· AP 3.1: The ED&I lead will lead the SAT team and the implementation of the Action Plan. This will be reviewed every six-months. 
· AP 3.2: The ED&I lead will continue to receive workload allocation and to be member of SMT. ED&I will continue to be a standing matter on SMT’s agenda.
· AP 3.3: The School will allocate a £10,000 budget for ED&I activities and initiatives, of which £3,000 will be reserved for the Athena Swan Action Plan and for activities related to gender equality.
· AP 3.4: The SAT will formalise a plan for identifying and compiling the data needed for the implementation of the Action Plan and for the wider ED&I agenda at BBS. Data collection is a high priority and this action point will be enacted in early 2022. The data collection would include, but will not be limited to:
· An annual ED&I School survey with a specific focus on gender equality.
· Thematic focus groups to collect in-depth insights and feedback on staff and student experiences. These would include female-only focus groups and listening events.
· AP 3.5: The SAT will meet once a month and will produce an Athena Swan Action log to report on the progress towards the Action Plan. 
· AP 3.6: The ED&I lead will be responsible for regularly reporting on progress towards the Action Plan to SMT and work with the Dean and other members of SMT to ensure that any impediments to progress are dealt with quickly. The Athena Swan Action Log will be shared with students and staff at BBS via the ED&I website.
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[bookmark: _Toc89420945]A picture of the department
[bookmark: _Toc34138097][bookmark: _Toc89420946]Student data 
[bookmark: _Toc89420947]Undergraduate Student Data
All UG programmes at BBS are full time. Although BBS does not offer part-time UG degrees, students with mitigating circumstances are offered support through a dedicated wellbeing team and are given a range of adjustments that best reflect their needs. Students can request short- or long-term extensions to assessments, additional time for their examinations, or changes to assessment components. Students can also take a leave of absence or become external students in which case they submit assessments but do not attend lectures. 
BBS has a close to gender-balanced UG body of students (Figure 2). However, there are differences across programmes, residence modes and admission routes. 
Figure 2- Number and Percentage of UG Students, by Gender




· Access to Birmingham (A2B) Scheme

The A2B scheme is an outreach programme that supports applicants to UoB who have little or no experience of higher education and helps with their transition to University. A small percentage of BBS UG students (3.5%) access the School through this scheme, which replaces traditional foundation courses. Unlike the overall body of UG students, men are over-represented in the A2B group (Figure 3). This over-representation reflects the demand for accounting type courses from male applicants. Encouraging more female applicants to both accounting and other subjects within the School is a priority of the SAP [APs 4.1-4.4].
Within UoB, A2B female students tend to be concentrated in a small number of Schools (Table 4). These Schools offer subjects that are more directly associated with specific professions and are characterised by a significant over-representation of females in the UK Higher Education (HE) system. BBS is ranked sixth in terms of its share of the total number of female A2B students at UoB. It is worth noting that BBS hosts the second largest cohort of male A2B students (15% of the total in 2019-20). Whilst we are proud of this achievement BBS acknowledges the need to improve the gender balance within the A2B cohort and is implementing a series of actions to encourage greater female participation:
· AP 4.1: Nomination of an A2B admissions tutor in every department.
· AP 4.2: To share best practices through regular admission tutor meetings.
· AP 4.3: Enhancement of outreach activities through school visits and the delivery of masterclass lectures to potential applicants.
· AP 4.4: Involving female alumni in outreach activities to highlight role models and potential career pathways.
Improving the number of female A2B students will also support BBS’s commitment to socio-economic and ethnic diversity.
Figure 3- Number and Percentage of A2B UG students, by Gender








Table 4- Distribution of A2B Female Students across Schools (2019-20)
	
	Share of A2B female students for the top Six Schools (UoB)
	UK average female share per subject (HESA)

	Clinical Sciences
	34%
	77%

	Law
	13%
	64%

	Psychology
	10%
	81%

	Social Policy
	8%
	82%

	English, Drama and Creative Studies
	6%
	70%

	BBS
	5%
	45%

	Other Schools
	24%
	






· Differences across residence modes

BBS has a very diverse body of students and international students account for almost half of the UG cohort. The overall body of UG students is close to being gender balanced. However, there is a small under-representation of females for Home/EU (43%F) and an over-representation (62%F) for overseas students (Figure 4). We are proud to have achieved a gender balanced UG programme at the School level given the size and heterogeneity in subjects offered. We analyse these trends in more detail below. 














Figure 4-Number and Percentage of UG Students, by Residence Mode and Gender







· Differences across programmes

BBS offers a wide range of UG programmes that can be grouped into four main suites; Accounting, Economics, Management and Money, Banking and Finance (MBF). Figure 5 shows a significant heterogeneity across the four programmes. 

The Accounting, Management and MBF suites are part of the “Business and Administrative Studies” (B&AS) subject area and have a higher share of women in comparison to the UK national average (49%F). The share of female students on the Economics programme is consistently higher than the sector benchmark (32%F) for the last three years and is growing. 








Figure 5- Number and Percentage of UG Students, by Programme and Gender






























A comparison between home/EU and overseas students on each programme (Figure 6), confirms the pattern of a higher share of female overseas students compared to home/EU students particularly on Economics and MBF. 
There is a well-known gender gap in Economics and associated degrees that is not limited to the UK[footnoteRef:1]. The latest report by the Royal Economic Society (RES) on gender imbalance in Economics[footnoteRef:2] highlights the under-representation of women at the UG level particularly among home/EU students. One of the suggested explanations is the under-representation of women in Economics and Maths A levels (30%F and 38%F in 2021 respectively according to Ofqual data). Another argument is the lack of female role models (for example, only two out of 84 Nobel laureates for Economics are women).  	Comment by Liza Jabbour (Department of Management): Should this type of reference (sector level benchmark) be included in the word count? 	Comment by Susan Squire (HR Strategy and Projects): Yes it should be [1:  https://theconversation.com/the-gender-gap-in-economics-is-huge-its-even-worse-than-tech-156275]  [2:  https://www.res.org.uk/uploads/assets/575c241a-fbff-4ef4-97e7066fcb7597e0/women-in-academic-economics-report-FINAL.pdf] 

Conscious of these gaps at the national level, BBS has been proactive in attracting female applicants onto its Economics programmes. Unlike most Russell Group (RG) universities, BBS does not require A level Maths on Economics programmes. Female academics in the Economics department are very involved in outreach activities and regularly visit schools. Recent academic recruitments and the appointment of female HoDs in Economics are positive steps in the right direction. For example, the HoD is a prominent member of the RES women’s committee.[footnoteRef:3] As a result, Economics programmes at BBS outperform the UK HE sector for both home/EU and overseas students’ cohorts. However, we acknowledge that there is more to be done and this will be a focus of the continuing AS process.  [3:  https://www.res.org.uk/committees/women-s-committee.html.
] 



Figure 6- Number and Percentage of UG Students on Different Programmes, by Mode of Residence and Gender






















Data on admissions, offers and acceptances provide insights into a number of the underlying reasons for the observed gender imbalance on our programmes. For Accounting (Figure 7) and Management (Figure 9), the gender imbalance results from higher offers/applications and acceptances/offers rates for women. For MBF (Figure 10), while the offers/applications rate is fairly similar across genders, the acceptances/offers rate is significantly larger for women. The higher number of offers and acceptances seems to counter-balance the larger number of applications by men on Accounting and MBF. The gender imbalance in Economics (Figure 8) stems from a much larger number of applications by men. The differences in applications in Economics is in part a reflection of the mathematical content discussed earlier and the perception that an Economics degree leads to careers in accountancy, investment banking and high finance which are careers that historically been male dominated. It is useful to note that the acceptance rates are higher for women suggesting that Economics is moving in the right direction although there is still more work required.
It is reassuring that UG programmes at BBS outperform the national average in terms of women representation. The next step is to pay more careful attention to the recruitment of female home/EU students. Our current strategy to meet this objective is:
· AP 4.5: Regularly review our UG online presence to highlight the diversity of our body of students by showcasing the stories of some of our graduates (Image 1). We will continue to monitor and update these stories annually.
· AP 4.6: Given the importance of role models for attracting students into certain disciplines, we embed video interviews with leading academics, with a particular emphasis on females, in our UG course pages (Image 2). We will continue to monitor and update these pages annually.
· AP 4.7: Develop recruitment materials that highlight the diversity in Economics and Business Studies.
· AP 4.8: Enhance outreach activities targeted at female students. For example, the Economics department has been recently awarded a grant by the Royal Economic Society to organise visits to girls’ schools in Birmingham particularly in deprived areas. We will continue to implement similar initiatives.







Figure 7a- Applications and Offers on the Accounting Programme, by Gender (Ratio of Offers to Applications)



Figure 7b- Offers and Acceptances on the Accounting Programme, by Gender (Ratio of Acceptances to Offers)











Figure 8a- Applications and Offers on the Economics Programme, by Gender (Ratio of Offers to Applications)



Figure 8b- Offers and Acceptances on the Economics Programme, by Gender (Ratio of Acceptances to Offers)











Figure 9a- Applications and Offers on the Management Programme, by Gender (Ratio of Offers to Applications)




Figure 9b- Offers and Acceptances on the Management Programme, by Gender (Ratio of Acceptances to Offers)











Figure 10a- Applications and Offers on the MBF Programme, by Gender (Ratio of Offers to Applications)




Figure 10b- Offers and Acceptances on the MBF Programme, by Gender (Ratio of Acceptances to Offers)









Image 1- BBS UG Website: Students’ Stories

[image: ]

Image 2- BBS UG Website: Female Role Models
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· UG Degree Attainment

For ease of analysis and comparability with sector level data, the remainder of this section distinguishes between B&AS programmes (Accounting, Management and MBF) and Economics programmes. 

A large majority of BBS UG students graduate with a first or a 2:1 degree. On B&AS programmes (Figure 11), the share of women at first degree, 2.1 and 2.2 levels broadly reflect their representation on these programmes. Figure 11b suggests that men are over-represented at the 3rd and Pass levels, however, the numbers are too small to infer any systematic trends. A similar pattern is observed on the Economics programmes (Figure 12).

As part of the ongoing AS process the SAT will monitor forms of assessment to ensure that female students are not disadvantaged. The outcomes of assessment changes necessitated by the COVID pandemic will be carefully monitored.


Figure 11a- UG Degree Attainment (First and Upper Second-Degree Classification) on B&AS programmes, by Gender















Figure 11b- UG Degree Attainment (Lower Second and Pass Degree Classification) on B&AS Programmes, by Gender







Figure 12 a-UG Degree Attainment (First and Upper Second-Degree Classification) on Economics Programmes, by Gender























Figure 12b- UG Degree Attainment (Lower Second and Pass Degree Classification) on Economics Programmes, by Gender




















[bookmark: _Toc89420948]Postgraduate Taught Students Data

Women represent the majority of PGT students on B&AS programmes (Figure 13), a larger share than the UK national average (60.2%F vs. 52.7%F). Most PGTs at BBS are enrolled on full-time programmes. However, there is a small part-time cohort that are mainly studying on the post-work experience MBA. These programmes (Figure 14) are relatively gender balanced and more closely aligned with the national benchmark. Economics programmes (Figure 15) are close to gender parity and are in line with the national average for Economics (51.1%F).

Student offers and acceptances are very similar between men and women (Figures 16 and 17). However, there are considerably more applications by women for B&AS. BBS have a high proportion of overseas students on PGT programmes and the over-representation of female PGTs stems from a high recruitment of international female students (Figure 18). BBS is undergoing a significant restructuring of its PGT programmes and of its recruitment strategies. Part of the motivation for these changes is to improve the overall diversity and gender balance on PGT cohorts (Section 4.1.3).

Finally, the large majority of PGTs graduate with a Distinction or a Merit (Figures 19 and 20). The over-representation of women in each degree classification reflects their share in the PGT student body. 







Figure 13- Number and Percentage of PGT Students on B&AS Programmes, by Gender




Figure 14- Number and Percentage of PGT Students on Part Time MBA programmes, by Gender












Figure 15- Number and Percentage of PGT Students on Economics Programmes, by Gender





Figure 16a- PGT Applications and Offers on B&AS Programmes, by Gender (Ratio of Offers to Applications)












Figure 16b- PGT Offers and Acceptances on B&AS Programmes, by Gender (Ratio of Acceptances to Offers)






Figure 17a- PGT Applications and Offers on Economics Programmes, by Gender (Ratio of Offers to Applications)












Figure 17b- PGT Offers and Acceptances on Economics Programmes, by Gender (Ratio of Acceptances to Offers)






Figure 18- Number and Percentage of PGT Students in BBS, by Mode of Residency and Gender











Figure 19- PGT Degree Attainment on B&AS programmes, by Gender




















Figure 20- PGT Degree Attainment on Economics Programmes, by Gender








[bookmark: _Toc89420949]Postgraduate Research Students Data

Figure 21 shows that BBS has achieved gender parity at PGR level and outperforms the sector averages for B&AS (45.7%F) and Economics (37.5%F).
 

Figure 21- Number and Percentage of PGR Students, by Gender




Figures 22 and 23 analyse the data from applications, offers and acceptances for PGRs and suggest that gender parity is achieved via a higher ratio of offers to applications for women (16.9% vs. 8.8% in 2019-20) which compensates for the larger number of applications by men. Although the rate of completion for women is larger than their share in the total number of students (Figure 24), it reflects the fact that we had more women in the PGR cohorts in earlier years (55.1%F in 2015-16). 

Overall, this evidence is in line with results from the 2018 PGR ED&I survey (Table 5) which indicates limited differences across genders. Respondents (60%F) believe that BBS adopts positive actions to encourage male and female PGR applicants and that PGRs are treated equally and are equally successful irrespective of their gender. Importantly, PGRs felt confident that BBS would deal effectively with gender-related complaints. Table 5 indicates some differences between women and men however none of these is statistically significant. BBS recognises the need to continuously collect feedback on the ED&I experience of PGRs and will:

· AP 4.9: Recruit a PGR representative on the ED&I committee.

· AP 4.10: Implement an annual PGR ED&I survey.



Although BBS has achieved gender equality for PGRs, we are conscious of the importance of understanding the gender differences across the progression pipeline (Figure 25). The decline in the share of women between PGT and PGR stems from the over-representation of overseas women at PGT level. Given a PGR degree is associated primarily with taking an academic position this may be captured in the data. For the vast majority of students, a PGT degree is the final qualification they need to enter the profession of their choice. The progression pipeline may reflect differences across modes of residence and cultural backgrounds in relation to pursuing a PhD.  To better understand these differences, we will:


· AP 4.11: Survey PGT students regarding pursuing PGR studies to explore gender differences and identify and resolve any barriers to academic progression by female students within three years.



Figure 22- PGR Application and Offers, by Gender









Figure 23- PGR Offers and Acceptances, by Gender (Ratio of Acceptances to Offers)




Figure 24- PGR Completions, by Gender











Figure 25- Student Pipeline at BBS, by Gender

















































Table 5- 2018 PGR ED&I Survey

		
	Mean values

	
	on a 1 to 5

	
	Likert scale

	Description
	Female
	Male

	I think gender equality is important
	4.62
	4.3

	My perception is that BBS adopts positive action to encourage male and female Post Graduate Research (PGR) applicants
	3.92
	4.38

	Before joining BBS I worried that my PGR application would be unsuccessful because of my gender
	1.5
	1.29

	BBS staff treat all PGRs with equal respect irrespective of their gender
	4.1
	5

	BBS staff are equally helpful to PGRs of all genders
	4.25
	5

	My supervisor would deal effectively with gender-related complaints
	3.94
	4.17

	The BBS doctoral research committee would deal effectively with gender-related complaints
	4
	4.5

	Male and female PGRs are equally successful at BBS
	4.15
	5

	Male and female PGRs have equal opportunities to represent their department/School (e.g. at conferences, on committees)
	4.36
	4.67

	There is a recognisable culture of gender equality at BBS
	3.67
	3.67

	BBS promotes gender equality
	3.59
	4.13

	At BBS I have been made to feel uncomfortable because of my gender
	2.1
	1.5

	BBS is a great place to study irrespective of gender
	4.05
	4.63

	BBS staff are visible role models for gender equality
	3.5
	4.14

	BBS keeps me informed about gender equality matters
	3.05
	3.13

	BBS gives equal opportunities to male and female PGRs to contribute to research activities
	4.18
	4.57

	BBS gives equal opportunities to male and female PGRs to contribute to teaching activities
	4.19
	4.71

	BBS social activities are equally inclusive to all genders
	4.25
	4.5

	At BBS I am treated with respect by the opposite sex
	4.1
	4.5

	At BBS individual differences are respected
	4
	4.5

	At BBS men are more likely to be invited to special / favourable activities (e.g. trips, dinners, special events)
	2.31
	1.67

	PGRs at BBS pay equal attention when women speak
	3.95
	4.88

	All genders are treated equally at BBS
	3.9
	4.71

	At BBS I have experienced negative remarks because of my gender
	2
	1.57

	At BBS I have been made to feel inferior because of my gender
	2.1
	1

	I am happy with the gender balance in my department
	3.55
	4

	I have opportunities to become involved in the wider research community
	3.95
	3.17

	I intend to pursue an academic career after studying at BBS
	4.25
	4.13

	I am able to access support within the Business School to help and advise me on career options
	3.91
	4.17

	At BBS there is support available to help and advise me on progressing to an academic career
	3.76
	4

	At BBS there is support available to help and advise me on progressing to a non-academic career
	3.9
	4




	



[bookmark: _Toc89420950]Student Intersectionality 
Table 6 presents intersectionality data for students by gender and ethnicity. It shows that a majority of BBS students are ethnic minorities and that the share of ethnic minority students at all levels has increased over the last three academic years. BBS outperforms the sector in terms of ethnic diversity where the share of ethnic minority students for B&AS is 33%. The share of female students by ethnic group reflects the overall representation of female students on BBS programmes, except for white students where women are under-represented. A noticeable pattern is that PGT programmes are dominated by ethnic minority students, particularly Asians. This is not unusual for RG Universities where UK domiciled students represent only 18% of PGTs in Social Studies and 34% of PGTs in B&AS. 
Improving diversity is an important objective of BBS strategic planning. The aim is to have no more than 50% of students on any specific programme from a single overseas country by 2024. Since 2019 the School has been trialling and implementing a ‘gathered field’ approach to PGT admissions. This involves collating applications at six regular intervals during the 12-month student recruitment process, to make offers based on applicant quality and wider applicant profile. This process enables BBS to monitor gender, ethnic and domicile diversity throughout the cycle. In addition, BBS implements a scholarship programme targeted at improving diversity, with scholarships dedicated to specific domicile category. We have been especially focused this year on programme areas that are historically male dominated, such as finance to increase the number of applications from women. In 2021, BSS offered 92 scholarships, 46% of which to women. As a School we commit to:
· AP 4.12: Continue to implement the gathered field approach to PGT admission.
· AP 4.13: Expand our scholarship schemes to enhance gender balance and domicile diversity.
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Table 6- Gender and Ethnicity
	
	2017

	
	UG
	PGT
	PGR

	
	Female
	Male
	Total
	Female
	Male
	Total
	Female
	Male
	Total

	Ethnic Minority
	978(57%)
	747(43%)
	1725(53%)
	1229(65%)
	650(35%)
	1879(92%)
	25(51%)
	24(49%)
	49(57%)

	White
	501(46%)
	593(54%)
	1094(33%)
	57(52%)
	53(48%)
	110(5%)
	16(48%)
	17(52%)
	33(38%)

	Unknown
	254(57%)
	195(43%)
	449(14%)
	40(56%)
	31(44%)
	71(3%)
	1(25%)
	3(75%)
	4(5%)

	Total
	1733(53%)
	1535(47%)
	3268
	1326(64%)
	734(36%)
	2060
	42(49%)
	44(51%)
	86

	
	2018

	
	UG
	PGT
	PGR

	
	Female
	Male
	Total
	Female
	Male
	Total
	Female
	Male
	Total

	Ethnic Minority
	1022(56%)
	795(44%)
	1817(56%)
	1417(65%)
	771(35%)
	2188(92%)
	30(50%)
	30(50%)
	60(63%)

	White
	476(45%)
	584(55%)
	1060(32%)
	57(47%)
	65(53%)
	122(5%)
	14(45%)
	17(55%)
	31(32%)

	Unknown
	221(57%)
	168(43%)
	389(12%)
	38(58%)
	27(42%)
	65(3%)
	2(40%)
	3(60%)
	5(5%)

	Total
	1719(53%)
	1547(47%)
	3266
	1512(64%)
	863(36%)
	2375
	46(48%)
	50(52%)
	96

	
	2019

	
	UG
	PGT
	PGR

	
	Female
	Male
	Total
	Female
	Male
	Total
	Female
	Male
	Total

	Ethnic Minority
	1099(56%)
	847(44%)
	1946(59%)
	1306(61%)
	830(39%)
	2136(93%)
	44(52%)
	41(48%)
	85(79%)

	White
	436(45%)
	535(55%)
	971(29%)
	63(44%)
	79(56%)
	142(6%)
	9(43%)
	12(57%)
	21(19%)

	Unknown
	229(61%)
	148(39%)
	377(11%)
	15(52%)
	14(48%)
	29(1%)
	1(50%)
	1(50%)
	2(2%)

	Total
	1764(54%)
	1530(46%)
	3294
	1384(60%)
	923(40%)
	2307
	54(50%)
	54(50%)
	108






[bookmark: _Toc34138098][bookmark: _Toc89420951]Academic and Research Staff Data
[bookmark: _Toc89420952]Academic staff by grade, contract function and gender
Table 1 shows that 41% of academics and 78% of PSS in BBS are women. The share of women in PSS is in line with the UK averages for Business and Management studies (B&MS) (75.2%F) and Economics and Econometrics (E&E) (73.6%F). The share of female academics lies between the UK averages for B&MS (43.7%F) and E&E (30.6%F). Although we are above or close to the UK averages, we acknowledge the need to improve the representation of female academics and this forms an integral part of our SAP.
Table 7 presents the number and percentage of academics, by gender, for each department. Two departments, Accounting and SIB, are gender balanced. However, women are under-represented in three departments; Economics, Finance and Management although, the department of Economics outperforms the sector average for E&E (35%F compared to 30.6%F). The good performance in Economics relative to the sector average is due in part to an active policy to recruit more females, the appointment of two females HoD in the past ten years and a focus on experimental and behavioural economics, an area with a greater number of female academics. Finally, women are over-represented in the department of Marketing, however the department is expanding and the overall trend after recent rounds of recruitment is towards more gender balance (56%F in November 2021).

Table 7-Academic Staff by Department, by Gender (2020)
	
	Female
	%Female
	Male
	%Male
	Total

	Accounting
	18
	51%
	17
	49%
	35

	Economics
	19
	35%
	36
	65%
	55

	Finance
	8
	32%
	17
	68%
	25

	Management
	15
	27%
	41
	73%
	56

	Marketing
	17
	65%
	9
	35%
	26

	SIB
	15
	50%
	15
	50%
	30






[image: ]Image 3- BBS Academic and PSS Progression






Figure 26 presents data for academic staff by grade and gender. For the grades Researcher (R) (6-8), Research Fellow (RF) (8) and Senior Research Fellow (SRF) (9), the numbers are too small to draw meaningful conclusions. Figure 26 shows that women are over-represented among RF (7) (75%F), however they are under-represented in the other grade categories. Women’s share among Lecturers (43%F) is reflective of the sector averages for non-Professors (46%F for B&MS and 34.4%F for E&E). Women are particularly under-represented among Senior Lecturers (SL) (34%F). However, the share of female SLs has been growing consistently over the last three academic years. The share of women among Readers fluctuated between 50% in 2018 and 38% in 2020. However, given the small number of academics in this category, marginal changes lead to large fluctuations in percentages. Over the past five years, there has been an upward trend in the representation of women among Readers. In 2015 there were no female Readers while in 2016 and 2017 the share of female Readers was around 20%.  We are encouraged with the current trends but acknowledge that more can be done and this is reflected in the APs related to promotions and recruitment.




Figure 26-Academic Staff by Grade, by Gender 






At the professorial level, the share of women is around 32%. Table 8 presents a comparison across departments. Although the department of Finance has a smaller number of women in general, it outperforms BBS in terms of the share of female Professors (40% vs. 31%). The department of Marketing also has a higher share of female Professors (40%) than the BBS average. The share of female Professors in the department of Management is reflective of the overall share of women in the department. Although the department of Economics has the lowest share of female Professors, it outperforms the sector benchmark for E&E (14%F). 

Figure 27 presents a comparison between BBS, RG Universities and all returning higher education institutions (HEIs) for B&MS and E&E. The comparison is based on full time equivalent (FTE) data for Professors. Figure 27 shows that gender imbalance at senior grades is similar to that of BBS. However, it is notable that women are much more strongly represented among professorial academics in BBS compared to other RG universities and all returning HEIs. Our goal is to continue to improve in absolute terms and relative to the sector benchmarks.


Table 8- Number and Percentage of Professors by Department, by Gender (2020)

	
	Female
	%Female
	Male
	%Male

	Accounting
	2
	33%
	4
	67%

	Economics
	3
	19%
	13
	81%

	Finance
	2
	40%
	3
	60%

	Management
	3
	27%
	8
	73%

	Marketing
	2
	40%
	3
	60%

	SIB
	4
	36%
	7
	64%





Figure 27- Professorial Comparison across the Sector (FTE)





Figure 28 indicates that 75% of Research only staff are women. This over-representation reflects the share of women in RF positions. This is not uncommon across the sector, where the share of women in Research only roles (50.3%F for B&MS and 42.9%F for E&E) is higher than their share in TF roles (45.4%F for B&MS and 37%F for E&E). This could reflect the upward trend in women pursuing PGR studies in B&MS and E&E in the sector (43.4%F in 2014/15 and 44.4%F in 2018/19 according to Advance HE data). The gender breakdown of academic staff in T&R roles (36%F) and in TF roles (40%F) at BBS is reflective of the national averages for the two subject areas. 




Figure 28-Academic Staff by Contract Function, by Gender




Figure 29 presents the academic progression pipeline in BBS. Given the small numbers of RFs (8) and SRFs (9), these two grades are combined with Ls (8) and SLs (9) respectively. Figure 29 shows a gender imbalance across the pipeline that is most evident at the SL level. 
BBS is committed to address this gender imbalance within its academic staff and has implemented a series of related initiatives that will be detailed in section 5. These initiatives include gender-diverse selection panels [AP 5.2], no all-male shortlists [AP 5.3], open calls for leadership positions [AP 5.9], funding support for junior staff [AP 5.16] and promotion mentoring schemes targeting female BBS colleagues [AP5.10, AP5.11, AP5.14].










Figure 29- Academic Staff Pipeline, by Gender (2020)





· Intersectionality of Ethnicity and Gender

Table 9 shows that 31% of academic staff at BBS are ethnic minorities. This is above the national average of 27% for B&MS and E&E (combining the data for UK and Non-UK Nationals). Table 9 also shows that there are no differences in the share of women (41%) between ethnic minorities and whites. In the last three years, the share of ethnic minority PSS fluctuated between 23% and 18% and remained higher than the national UK average for PSS (12% ethnic minority). The BBS is proud to be a diverse community and will continue to be a highly diverse School.
Table 10 distinguishes between Professors and non-Professors and shows that 17% of BBS Professors are ethnic minorities, a higher percentage than the UK national average of 13.8% for Non-SET subjects. However, Table 10 indicates that women are particularly under-represented among ethnic minority Professors. Race Equality is an important objective of the wider ED&I work at BBS. As part of this work, we will: 
· AP 4.14: Further analyse this data and aim to identify sources of under-representation and barriers to career progression. We aim to double the number of ethnic minority professors within four years.



Table 9- BBS Staff Intersectionality (Gender/Ethnicity)
	
	2018

	Ethnicity
	Academic Staff
	Professional Services

	
	Female
	Male
	Total
	Female
	Male
	Total

	Ethnic Minority
	24 (37%)  
	41(63%)
	65(31%)
	21(91%)
	2(9%)
	23(20%)

	White
	60(41%)
	86(59%)
	146(69%)
	72(77%)
	22(23%)
	94(80%)

	Total
	84(40%)
	127(60%)
	211
	93(79%)
	24(21%)
	117

	
	2019

	Ethnicity
	Academic Staff
	Professional Services

	
	Female
	Male
	Total
	Female
	Male
	Total

	Ethnic Minority
	31(42%)
	42(58%)
	73(32%)
	22(92%)
	2(8%)
	24(23%)

	White
	63(41%)
	92(59%)
	155(68%)
	67(82%)
	15(18%)
	82(77%)

	Total
	94(41%)
	134(59%)
	228
	89(84%)
	17(16%)
	106

	
	2020

	Ethnicity
	Academic Staff
	Professional Services

	
	Female
	Male
	Total
	Female
	Male
	Total

	Ethnic Minority
	29(42%)
	40(58%)
	69(31%)
	13(81%)
	3(19%)
	16(18%)

	White
	62(41%)
	89(59%)
	151(69%)
	58(78%)
	16(22%)
	74(82%)

	Total
	91(41%)
	129(59%)
	220
	71(79%)
	19(21%)
	90



Table 10- BBS Academic Staff by Grade-Intersectionality (Gender/Ethnicity)
	
	2018

	Ethnicity
	Professors
	Non-Professors

	
	Female
	Male
	Total
	Female
	Male
	Total

	Ethnic Minority
	2(22%)
	7(88%)
	9(17%)
	22(39%)
	34(61%)
	56(34%)

	White
	16(37%)
	27(63%)
	43(83%)
	44(40%)
	64(60%)
	108(66%)

	Total
	18(35%)
	34(65%)
	52
	66(40%)
	98(60%)
	164

	
	2019

	Ethnicity
	Professors
	Non-Professors

	
	Female
	Male
	Total
	Female
	Male
	Total

	Ethnic Minority
	3(27%)
	8(73%)
	11(19%)
	28(45%)
	34(55%)
	62(36%)

	White
	16(34%)
	31(66%)
	47(81%)
	47(43%)
	61(57%)
	108(63%)

	Total
	19(33%)
	39(67%)
	58
	75(44%)
	95(56%)
	170

	
	2020

	Ethnicity
	Professors
	Non-Professors

	
	Female
	Male
	Total
	Female
	Male
	Total

	Ethnic Minority
	2(22%)
	7(88%)
	9(17%)
	27(45%)
	33(55%)
	60(36%)

	White
	15(33%)
	30(67%)
	45(83%)
	47(44%)
	59(56%)
	106(64%)

	Total
	17(31%)
	37(69%)
	54
	74(44%)
	92(56%)
	166




[bookmark: _Toc89420953]   Academic and research staff by grade on fixed-term, open ended/permanent and zero-hour contracts by gender
UoB does not employ staff on zero-hour contracts. Our analysis of staff on fixed-term and open-ended contracts indicates that:
· Relatively few academic staff are on fixed-term contracts (38 in 2020 of which 53% are female). 
· The majority of staff on fixed-term contracts are RFs (20 out of 38 in 2020 of which 70% are female).
· Table 11 indicates that BBS is close to gender balance in terms of academics on fixed-terms contracts. The share of women on these contracts (between 47% and 53%) is higher than the UK averages for B&MS (43.3%F) and E&E (35.2%F). These numbers reflect the number of females on RF contracts and also the recent push to hire more females across the School (Figure 31).
· The share of women among academics on open-ended contracts (38%) is between the national averages for B&MS (43.8%F) and E&E (28.6%F) (Table 12). Female academics at BBS are relatively under-represented in part-time mode regardless of the type of contracts (Figure 32). This a reflection of the use of 20% contracts that are often given to Professors from overseas universities or recently retired Professors (which historically have been more likely to be male). 
· Female academics are under-represented among Professors on these prestigious fixed-term contracts. There is currently only one female Professor on a fixed-term contract compared with five male Professors. All six Professors on fixed-terms contracts work part-time. We aim to address this gender-imbalance and will:
· AP 4.15: Establish search committees to identify and approach high profile female candidates when new positions become open.

Table 11- Academic Staff on Fixed-Term Contracts, by Gender
	
	Female
	%Female
	Male
	%Male
	Total

	2018
	14
	47%
	16
	43%
	30

	2019
	23
	55%
	19
	45%
	42

	2020
	20
	53%
	18
	47%
	38






Table 12- Academic Staff on Open-Ended Contracts, by Gender
	
	Female
	%Female
	Male
	%Male
	Total

	2018
	72
	39%
	115
	61%
	187

	2019
	75
	38%
	121
	62%
	196

	2020
	75
	38%
	120
	62%
	195



Figure 30-Academic Staff on Open-Ended Contracts, by Grade and Gender








Figure 31- Academic Staff on Fixed Term Contracts, by Grade and Gender

Figure 32- Academic Staff by Mode and Contract Type

 

The large number of RFs at BBS relates to the presence of a significant number of research centres and a dynamic research culture. At BBS we pride ourselves for giving opportunities for ECRs, particularly females, to develop their research output, enhance their research skills, and build their professional networks. Of the ten RFs who left BBS, between 2019 and 2021, six went on to hold permanent R&T positions in HEIs in the UK or internationally and three secured research focused positions in the UK or internationally. Many of these RFs maintain links with BBS through affiliation to research centres and research collaborations with academic staff at BBS. 


[bookmark: _Toc89420954]Academic leavers by grade and gender and full/part-time status. 
Figure 33 shows academic voluntary leavers by grade and gender along with turnover rates while Table 13 presents the data by gender and part-time/full-time mode. Overall, the number of leavers are very low and there are no apparent differences across genders. Turnover rates are relatively low for male and female full-time staff (3-9%). The figures for part-time leavers are more variable, reflecting the overall low numbers. These numbers reflect the overall satisfaction of BBS staff with their working conditions (Table 14).  Both genders believe that they have similar access to resources to do their jobs effectively.  Moreover, the percentage of females who believe BBS is a good workplace, while fairly high, is below the share of males who perceive BBS to be as a good place to work for females. Although these differences are small we acknowledge the need to better understand the reasons behind these different experiences. As a priority we will:
· AP 4.16: Undertake a series of female-only focus groups to explore the working experiences of women at BBS. These focus groups will inform any required actions to improve the working experiences of women and to work towards eliminating gender differences in terms of working satisfaction. 
The reasons academic staff leave BBS are varied. Informal accounts suggest most leave because of an offer elsewhere or to retire. We do not collect systematic data on why people leave. However, HoDs will have extensive conversations with leavers to discuss among other things their motivation for leaving. Nevertheless, we believe that it is important to formalise the data collection mechanism and to offer colleagues the opportunity to reflect on their decision to leave. We will:
· AP 4.17: Offer leavers an exit-interview with their line manager or with the Dean of the Business School.

Figure 33- BBS Voluntary Leavers Numbers and Turnover Rates, by Grade and Gender 


Table 13- BBS Academic Leavers by Mode and Gender

	
	Full Time
	Part Time

	
	2018
	2019
	2020
	2018
	2020

	Female
	2 (2.6%)
	8 (9.1%)
	3 (3.5%)
	1 (12.5%)
	1 (11.1%)

	Male
	10 (9.1%)
	5 (4.3%)
	4 (3.5%)
	0 (0%)
	1 (4.3%)



Table 14- Extract from 2018 Staff ED&I Survey: Working Conditions
	 
	Mean values

	
	on a 1 to 5

	
	Likert scale

	Description
	Female 
	
Male 

	BBS is a good place to work for men
	4.16
	3.98

	BBS is a good place to work for women
	3.62
	4.02

	I am provided with adequate resources to do my job effectively
	3.24
	3.25
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[bookmark: _Toc89420955]Supporting and Advancing Women’s Careers
[bookmark: _Toc34138101][bookmark: _Toc89420956]Key Career Transition Points: Academic Staff
[bookmark: _Toc89420957]Recruitment
BBS has implemented a set of policies to ensure the diversity and inclusion of the recruitment process:

· AP 5.1: All recruitment panel members must complete the recruitment and selection training and should be up-to-date with their ED&I mandatory training. The School encourages Unconscious Bias training but this is not mandatory.
· AP 5.2: A policy whereby recruitment panels are diverse and at least one panellist is female with the aim of increasing the percentage to 30% minimum.
·  AP 5.3: Shortlists of applicants are verified by Human Resources (HR) to ensure diversity in terms of gender and ethnicity.  
Figure 34 highlights the progress made by BBS over the last five years, in terms of recruiting women in particular and improving the gender balance of academic staff in general. Despite an overall increase from 32 to 38%, women continue to be under-represented at the application stage. This under-representation reflects the national share of women in B&MS (43.7% F) and E&E (30.6% F) and the pool of available candidates.  As a result, we are widening our search. For example: 
· AP 5.4: The Economics department is piloting a project where we hire on the European job market. The S&IB department advertise their job announcement through the Academy of International Business Mailing list. Results from these initiatives will be analysed carefully and the learning applied throughout the School. Those aspects that are successful will be extended to other departments within BBS.
Research provides additional explanation of why women are under-represented at the application stage. Institutional factors like the gendered wording used in Job Descriptions (JDs) have an impact on the likelihood of women applying for jobs in male dominated sectors.[footnoteRef:4]  [4:  Gaucher D., Friesen J., and Kay A. (2011). Evidence that Gendered Wording in Job Advertisements Exists and Sustains Gender Inequality. Journal of Personality and Social Psychology 101. ] 



We acknowledge that there is progress to be made in terms of encouraging more applications by female academics and we are currently working on the following initiatives: 
· AP 5.5: Adopting gender neutral language in JDs.
· AP 5.6: Including statements in JDs confirming the School’s commitment to ED&I, to gender equality and to advancing women’s careers. In the statements we will encourage applications by female and ethnic minority candidates. 
· AP 5.7: Use our social media presence to highlight our commitment to gender equality and our culture of inclusivity. This would include, but is not limited to:
· Spotlighting the research work of female academics.
· Promoting events that emphasise the School’s commitment to gender equality. 
· Advertising the diversity of our research events; e.g. conferences, workshops, seminars. 
Figure 34 shows a marked improvement in terms of shortlisting and recruitment of women. In the last two years, the share of appointed women is larger than that of men, an imbalance that is needed to improve the overall gender balance of academic staff at BBS. Table 15 shows that these patterns apply across the various grades. Although women tend to be under-represented at the application stage, their progression rate through the recruitment process is higher in comparison to men. It is noteworthy that for T&R roles, women are particularly over-represented among appointed Professors. 
The 2018 Staff ED&I Survey (Table 16) highlights that academics have a positive opinion of the fairness and inclusivity of the recruitment process at BBS. None of the differences across genders were significant. A female participant in the focus group related her experience of the recruitment process. She was encouraged to apply for a vacancy by a Professor from her previous institution who had recently joined BBS and this raised her confidence. She was pregnant at the time of the recruitment process and felt that the School was very supporting in terms of access: “It was all straightforward and actually I did get offered the job. I was quite gobsmacked I did really think that, not particularly here, but I just thought anywhere they are probably going to be a bit put off by someone who is that pregnant and about to go off on maternity leave”.







Figure 34- BBS Recruitment Process, by Gender




Table 15-BBS Recruitment Process by Grade, by Gender
	
	
	Applications
	Shortlisted
	Appointed

	Year
	Grade
	Female (%)
	Male (%)
	Female (%)
	Male (%)
	Female (%)
	Male (%)

	2018
	RA(6-8)
	25(54%)
	21(46%)
	6(67%)
	3(33%)
	3(100%)
	0(0%)

	2019
	RA(6-8)
	1(50%)
	1(50%)
	1(50%)
	1(50%)
	1(50%)
	1(50%)

	2020
	RA(6-8)
	0 (0%)
	1(100%)
	0(0%)
	1(100%)
	0(0%)
	1(100%)

	2018
	RF(7)
	115(44%)
	149(56%)
	25(60%)
	17(40%)
	9(60%)
	6(40%)

	2019
	RF(7)
	38(51%)
	36(49%)
	13(54%)
	11(46%)
	7(64%)
	4(36%)

	2020
	RF(7)
	16(43%)
	21(57%)
	9(60%)
	6(40%)
	4(80%)
	1(20%)

	2018
	RF(8)
	17 (53%)
	15(47%)
	4(44%)
	5(56%)
	1(50%)
	1(50%)

	2019
	RF(8)
	1(100%)
	0(0%)
	1(100%)
	1(100%)
	1(100%)
	0(0%)

	2020
	RF(8)
	1(100%)
	0(0%)
	1(100%)
	1(100%)
	1(100%)
	0(0%)

	2018
	L(8)
	206(32%)
	447(68%)
	22(38%)
	36(36%)
	7(32%)
	15(68%)

	2019
	L(8)
	270(43%)
	362(57%)
	21(44%)
	27(56%)
	8(44%)
	10(56%)

	2020
	L(8)
	73(41%)
	107(59%)
	7(44%)
	9(56%)
	1(50%)
	1(50%)

	2020
	SRF(9)
	0(0%)
	1(100%)
	0(0%)
	1(100%)
	0(0%)
	1(100%)

	2018
	SL(9)
	39(32%)
	84(68%)
	4(31%)
	9(69%)
	3(50%)
	3(50%)

	2019
	SL(9)
	59(24%)
	187(76%)
	8(26%)
	23(74%)
	3(43%)
	4(57%)

	2020
	SL(9)
	75(36%)
	134(64%)
	6(38%)
	10(63%)
	2(50%)
	2(50%)

	2018
	R(9)
	4(17%)
	19(83%)
	1(100%)
	0(0%)
	0(0%)
	0(0%)

	2018
	Prof(10)
	29(17%)
	146(83%)
	7(29%)
	17(71%)
	4(57%)
	3(43%)

	2019
	Prof(10)
	18(26%)
	50(74%)
	2(67%)
	1(33%)
	0(0%)
	0(0%)



Table 16- Extract from 2018 ED&I Staff Survey, Recruitment
	
	Mean values

	
	on a 1 to 5

	
	Likert scale

	Description
	Female 
	Male 

	Before joining BBS my perception was that BBS took positive action 
to encourage both male and female job applicants.
	3.81
	3.98

	My job interview at BBS was fair.
	4.31
	4.47

	The outcome of my job interview at BBS was transparent.
	3.9
	4.29

	Before joining BBS I was worried that my job application would be unsuccessful because of my gender.
	1.59
	1.14



[bookmark: _Toc89420958]Induction
All new staff at BBS receive an induction pack that includes all relevant key information related to starting their roles. The induction process also includes a tour of BBS and a meeting with their HoD and the Dean. A special induction process was designed to welcome new staff that have joined BBS during 2021 while the campus was closed. This provided special guidelines on how to work remotely and included a virtual induction event. 
New junior members of staff are allocated two mentors to support their induction into the School and University. Induction for staff with managerial responsibilities includes specific information on relevant HR policies and good practice guidelines.
All members of staff need to complete the following mandatory training courses within their first few weeks at UoB:
· Equality and diversity.
· GDPR.
· Information security training.
· Fire awareness training.
· Health and safety induction.

Following feedback from the 2018 ED&I survey, where part-time staff reported not always being able to attend training events when these are scheduled on their non-work days, mandatory training courses have been moved online.
A 2021 focus group with colleagues who have joined BBS between 2019 and 2021 indicated that new starters are generally satisfied with the induction process. There were no discernible differences across genders. Participants highlighted that they were made to feel welcomed by colleagues and appreciated the opportunity to meet with senior management on arrival. Participants stated that they appreciate the mentoring scheme but some female participants indicated a wish for further mentoring and more focus on career progression. As part of our commitment to advancing women’s careers and to improving gender balance across the career pipeline we will:

· AP 5.8: Introduce a mentoring scheme focused on the career progression of women. Early and mid-career female academics will be offered dedicated mentoring to support career progression from Lecture (Assistant Professor in the new academic career framework (Figure 7)) to Senior Lecturer (Associate Professor in the new academic career framework) and from Senior Lecturer to Professor. 

[image: ]Image 4- Induction checklist for Academic Staff on Probation, 2018-19 onwards















[image: ]Image 5- Induction Checklist for Academic Staff not on Probation, 2018-19 onwards


[bookmark: _Toc89420959]Promotion
The promotion process at UoB is such that Schools decide annually on which promotion applications to support and put these candidates forward to the relevant College for recommendation to the University. 
The 2018 Staff ED&I survey (Table 17) indicated gender differences in relation to career advancement. Women were less likely to agree with positive statements relating to career advancement and promotion whether or not they were specifically related to gender differences. They were also more likely to agree with the negative statement “There is gender bias in encouraging staff to seek promotion at BBS”. 
In focus groups and interviews, a key finding is that women perceive uneven practices across departments. They reported that progression could be very dependent on individual HoDs. They also spoke of the complexity of performance development reporting and assessment, the preparation needed to apply for promotion, a lack of clarity in promotion processes ("it was so opaque") and shifting definitions of excellence ("it’s really unclear what excellence means"). They also pointed out a perceived lack of transparency regarding the allocation of leadership roles whereby men are able to get roles that are more advantageous for their career progression (“male colleagues end up with the roles and positions that will help to get promotions whereas female colleagues are stuck in the other positions”). 
These comments are consistent with possible unconscious bias in the School and were of great concern to SMT at the time of the survey.  As a result, BBS introduced a series of initiatives to improve the transparency and the inclusivity of the promotion process:
· AP 5.9: All leadership roles are openly advertised, within the School or departments, with detailed JDs. Appointment decisions are the result of a shortlisting and interview process.
· AP 5.10: Colleagues interested in applying for promotion are invited for a one-to-one meeting with the Dean or Deputy Dean to discuss their application, usually a year before they intend to apply. The meeting does not impact the ability of a candidate to apply but is advisory only. 
· AP 5.11: Since 2018-19, CoSS has introduced an enhanced mentoring scheme with the aim of providing additional support for promotion to academic colleagues in groups currently under-represented at senior levels. Mentees are provided with a mentor who is a member of College Board, but not from the same School and who meets with them over the space of nine months to support them in developing their application. In 2019-20, five BBS colleagues, two of whom female (40%F) enrolled on the scheme. In 2020-21 the number of female mentees from BBS increased to five, out of a total of seven (71%F).
· AP 5.12: HoDs are asked to look across their departments and see if there are any individuals who are not applying but who may have a case for promotion and particularly those who are under-represented (e.g. women, minority ethnic, disabled). These individuals are encouraged to apply for promotion and supported in the development of their applications.
· AP 5.13: A promotion meeting is held annually, where all promotion applications are discussed by SMT with HR and an outside observer (usually another Head of School from the College) and a member of staff who is not on SMT. Subsequently, feedback is provided to applicants individually. Candidates can appeal unfavourable School level decisions to the head of College.
· AP 5.14: Colleagues who do not achieve promotion are mentored by the HoD and others in their departments to support the development of future promotion applications.
· AP 5.15: Organisation of events to support career progression. For example, In March 2021 a workshop was organised (Image 6) to explore various leadership roles with contributions from key SMT members. We will continue to implement similar events in the future.
· AP 5.16: “Hidden Assets” is a BBS initiative, targeted at “mid-career” colleagues at Lecturer and Senior Lecturer levels on both teaching and research contracts. The idea is to support all colleagues in developing their full career potential, by means of creating new or additional resources, organising dedicated workshops and providing (social) networking opportunities that might help researchers and/or education scholars achieve their career ambitions.


Table 17- Extract from 2018 Staff ED&I Survey: Career Advancement and Promotion
	 
	Mean values

	
	on a 1 to 5

	
	Likert scale

	Description
	Female 
	Male 

	BBS keeps me informed about career opportunities
	2.99
	3.18

	BBS ensures that opportunities for career advancement are equally 
available to men and women
	3.18
	3.9

	BBS keeps me informed about career development and promotions processes at UoB
	2.83
	3.56

	There is gender bias in encouraging staff to seek promotion at BBS
	2.64
	2.21

	The internal promotion process is fair
	2.62
	3.18

	The internal promotion process is transparent
	2.36
	2.9

	Promotion committee members in BBS are generally good judges 
of professional skills and abilities
	2.84
	3.31

	Promotion committee members in BBS are good judges 
of professional skills and abilities in my discipline
	2.79
	3.03

	My line manager encourages me to take up development opportunities
	3.38
	3.52

	All genders are treated equally in the promotion process
	3.09
	4.11

	At BBS men are more likely to be invited to participate 
in favourable activities (e.g. trips, dinners, special events)
	3.01
	1.83

	BBS provides me with useful networking opportunities
	3.29
	3.44



[image: ]Image 6- Exploring Leadership Roles






















Table 18 shows that these initiatives appear to be making a difference in terms of the share of women in promotion applications and the success rate of promotion applications for both genders. It is encouraging that in the last two years, six women were promoted to SL, the grade at which women are most under-represented. It is also noteworthy that BBS has achieved gender parity in the promotion of Professors in the previous two years. 
Table 18- BBS Promotion Applications and Success Rates, by Grade and Gender
	Year
	Promotion To
	Applications
	Success Rate

	
	
	Female (%)
	Male (%)
	Female (%)
	Male (%)

	2018
	Senior Lecturer
	1(20%)
	4(80%)
	1(100%)
	4(100%)

	2019
	Senior Lecturer
	3(100%)
	0(0%)
	3(100%)
	

	2020
	Senior Lecturer
	3(100%)
	0(0%)
	3(100%)
	

	2018
	Reader
	1(50%)
	1(50%)
	0(0%)
	0(0%)

	2019
	Reader
	0(0%)
	5(100%)
	
	3(60%)

	2020
	Reader
	1(25%)
	3(75%)
	1(100%)
	2(67%)

	2018
	Professor
	0(0%)
	4(100%)
	
	4(100%)

	2019
	Professor
	1(50%)
	1(50%)
	1(100%)
	1(100%)

	2020
	Professor
	1(50%)
	1(50%)
	1(100%)
	1(100%)



In acknowledgement of the impact of the Covid-19 pandemic on research productivity, for the 2020-21 round of promotions, applicants were invited to write a summary of how the pandemic impacted them.  Members of staff were identified at College/School level to assist applicants with writing their summary and helping them to quantify the impact. Moreover, Promotions Panels were asked to consider the equality impacts of the pandemic at the start of Promotions meetings. This process will remain in place for a five-year period. 
UoB has introduced a new Birmingham Academic Career Framework with new criteria and pathways that will be implemented from the academic year 2021-22 onwards. The grade of Lecturer will become Assistant Professor, the grades of SL and Reader will become Associate Professor, and there will be two stages of career progression as presented in Image 7. The new framework emphasises contributions to equality and diversity in the areas of education, research and engagement. Despite significant progress in the gender balance of promotion applications and success rates, BBS acknowledges that more is needed to support the advancement of women and to reduce the under-representation of women at senior levels and will:

· AP 5.17: Hold dedicated training sessions on the new academic career framework to advice and support female staff throughout the promotion process. 
· AP 5.18: Conduct an ED&I assessment of each round of promotions. SMT will review the results and recommend changes to the promotion process if required. 
· AP 5.19: Undertake a series of female-only focus groups to better understand the barriers experienced by women at BBS in terms of career progression at different career stages and to identify the type of support women need to advance in their careers.
· AP 5.20: Implement female-only career support events aimed at supporting career progression. The nature and scope of these events will be based on results of primary data collected from female-only focus groups [AP 5.19].
















Image 7- New Birmingham Academic Career Framework progression
	Associate Professor/Senior Research Fellow: To be achieved through reaching the minimum thresholds detailed below plus additional points to be made up across the rest of the areas to a min score of 18

	Contribution areas
Pathways

	
Education
	Research and Education
(including Senior Research Fellow)
	Enterprise, Engagement and Impact

	Education
	6
	
	

	
Research
	
	6
	

	
Enterprise, Engagement and Impact

	
	
	6

	
Citizenship

	2
	2
	2

	
Leadership, Management and Administration
	
	
	

	Total minimum points required for promotion
	18
	18
	18

	Professor: To be achieved through reaching the minimum thresholds detailed below plus additional points to be made up across the rest of the contribution areas to a minimum score of 24

	Pathways

Contribution areas

	
Education
	Research and Education
	Enterprise, Engagement and Impact

	
Education

	8
	
	

	
Research

	
	8
	

	
Enterprise, Engagement and Impact

	
	
	8

	
Citizenship

	3
	3
	3

	
Leadership, Management and Administration

	
	
	

	Total minimum points required for promotion
	24
	24
	24






[bookmark: _Toc89420960]Department submissions to the Research Excellence Framework (REF)
In REF 2014 staff were submitted in two streams, B&MS and E&E. A gendered analysis of the 2014 submission showed that in E&E, 80% of eligible women were submitted compared to 91% of men. In B&MS, a similar gap, albeit narrower, was identified, with 78% of eligible women submitted compared to 80.2% of men. Although the gap is small it was still seen as important that the BBS implemented plans, based on UoB guidelines, to improve the ED&I of the REF 2021 submission:

· All independent researchers (T&R staff and R only staff who undertakes self-directed research) are considered eligible and will be submitted. 
· A clear and transparent process for determining eligibility and output selection was published by UoB. The process includes a clear and confidential appeal process.
· All staff involved in the REF process needed to complete a mandatory REF-tailored ED&I training.
· An ED&I assessment was conducted throughout the REF process to monitor any inclusivity related issues and to implement remedial actions if needed. 
· Output portfolios were selected on the basis of quality and representativeness to ensure that the portfolio reflects the diversity profile of the submitted staff.
· A safe and supportive structure was implemented to allow staff to declare any equality-related circumstances that may have affected their research during the assessment period. Such circumstances include, family related leave, caring responsibilities, disability, health conditions and gender reassignment. 

In 2021, BBS submitted all eligible staff to the B&MS stream. The portfolio included 353 outputs, authored by 101 men and 61 women. The proportion of women in the REF submission (38%F) is reflective of their share in T&R staff at BBS (Figure 28). Moreover, 42% of BBS submitted output had at least one female staff author, a small over-representation of female T&R staff. 
[bookmark: _Toc34138103][bookmark: _Toc89420961]Career Development: Academic Staff
[bookmark: _Toc89420962] Training
Staff at BBS are required to complete a set of mandatory trainings, as specified in section 5.1.2 and to renew the training every two or three years. Additional training needs are identified at probationary review, development reviews and meetings with mentors or directly from HoDs. UoB offers a wide range of free training opportunities related to leadership skills, writing and publishing and grant applications as an example. 
In addition, BBS offers training opportunities dedicated to BBS members of staff and based on the results of a Staff training needs survey. For example, in February 2021, BBS organised an online event: “Reflecting on career success, challenges and lessons learned: A professorial perspective”. The aim was to stimulate an in-depth discussion about the opportunities, challenges and ways forward for mid-career academics. Four senior Professors, two males and two females were invited to critically reflect on their successes, challenges and lessons learnt during their academic careers.
Table 19 shows that women’s uptake of training opportunities is equivalent, and in some instances larger, to the uptake by men. Table 20 indicates a significant increase in the enrolment on the Aurora programme. 
Overall, female colleagues are increasingly engaging in leadership training. It is noteworthy that interest in leadership training is high among women at all stages of their careers; five out of the nine participants in the Aurora programme in 2020 were ECRs. We will continue to:
· AP 5.21: Advertise training opportunities to female colleagues through various channels, including the ED&I website.
· AP 5.22: Support female colleagues to identify training needs and advise on available opportunities.






Table 19- Uptake of Training Opportunities, by Gender
	
	Senior Leadership Programme

	
	Participants
	Female (%)
	Male (%)

	2018
	4
	2(50%)
	2(50%)

	2019
	2
	1(50%)
	1(50%)

	2020
	3
	2(66%)
	1(34%)

	
	Emerging Leaders Programme

	
	Participants
	Female (%)
	Male (%)

	2018
	2
	1(50%)
	1(50%)

	2019
	1
	1(100%)
	0(50%)

	2020
	4
	2(50%)
	2(50%)

	
	Recruitment and Selection

	
	Participants
	Female (%)
	Male (%)

	2018
	11
	10 (91%)
	1(9%)

	2019
	17
	11(65%)
	6(36%)

	2020
	3
	0 (0%)
	3(100%)

	Coaching

	
	Participants
	Female (%)
	Male (%)

	2018
	2
	1 (50%)
	1(50%)

	2019
	0
	
	

	2020
	3
	1(34%)
	2(66%)



Table 20- Uptake of Training Opportunities, Female-Only Programmes
	
	Aditi
	Aurora

	
	
	

	2018
	1
	0

	2019
	1
	1

	2020
	0
	9




[bookmark: _Toc89420963]  Appraisal/Development Review
All staff are required to participate in an annual Performance and Development Review (PDR). These are conducted with the HoD or other senior academic from the staff member’s department. All those undertaking PDRs receive training.  PDRs are based on self-reflection and feedback from the reviewer, but led by the colleague being reviewed. They provide an opportunity for discussions around achievements during the previous year and medium-term objectives for the future. A standardised form provides a structured approach to support reflection, planning and discussion. Colleagues on probation have an annual review with their mentors to oversee the probationer’s pre-set objectives and career development needs. 
In 2020-21, an additional section was added to PDR forms to provide colleagues with an opportunity to discuss how they have been affected by the Covid-19 pandemic and the type of support they need, from BBS and UoB, to alleviate any impact the pandemic may have had on their career. 
· AP 5.23: Feedback on the PDR process will be collected as part of the School annual ED&I survey. 

[bookmark: _Toc89420964]Support Given to Academic Staff for Career Progression
All academic staff are allocated a personal development budget to enable attendance at research and learning and teaching conferences.  In addition to these budgets, BBS regularly runs calls for internal seed-corn funding aimed at supporting staff wishing to explore novel research ideas and develop their networks.
BBS is committed to supporting the career progression of female ECRs. Some of the School’s internal funding, through the “Hidden Assets” scheme, is dedicated to female early and mid-career colleagues. Moreover, ECRs have a dedicated representative on the R&KT committee and therefore play an important role in shaping the School’s research strategy.
Colleagues at BBS have also access to funding through the College’s Quality Output Support scheme (QoSS). The scheme aims to support the development of excellent research output. Colleagues can bid for up to £5,000 of funding (e.g. buyout, expenses, assistance) that would help achieve internationally excellent publications.
Table 21 shows that the share of female applicants for internal funding reflects their share in academic staff and that the success rate of women is slightly higher of that of men. However, Table 21 indicates an under-representation of women in 2020, although the success rate remains high and similar to previous years. Table 22 indicates, that despite an improvement in the number of women that received funding through QoSS in 2019, this number as well as the share of women in the total number of awards declined in 2020.







Table 21-Internal Research Funding: Applications and Success Rate, by Gender
	
	2018

	
	Female (%)
	Male (%)

	Applicants 
	18(45%)
	22(55%)

	Successful applicants 
	12(46%)
	14(54%)

	Success rate
	67%
	64%

	
	2019

	
	Female (%)
	Male (%)

	Applicants 
	26(44%)
	33(56%)

	Successful applicants 
	20(47%)
	23(53%)

	Success rate
	74%
	70%

	
	2020

	
	Female (%)
	Male (%)

	Applicants 
	18(35%)
	33(65%)

	Successful applicants 
	13(34%)
	25(66%)

	Success rate
	72%
	75%




Table 22: Allocation of QoSS Funding, by Gender
	
	Female
	Male
	Total

	2018
	2 (17%)
	10 (83%)
	12

	2019
	9(53%)
	8(47%)
	17

	2020
	1(17%)
	5(83%)
	6




The decline in the share of female applicants may be due in part to the Covid-19 pandemic. Findings from a series of UoB focus groups on the impact of the pandemic show that females and carers were more negatively impacted as they took on a disproportionate share of caring responsibilities. As a result, BBS will:
· AP 5.24: Continue to assess the allocation of internal funding, School and College level, for any gender inequality issues and take action to address any gender imbalances if required.
· AP 5.25: Organise writing retreats on campus with funded childcare with priority access to parents of school aged children particularly women and ECRs. 
· AP 5.26: Extend existing mentoring scheme by experienced staff to offer career support to female colleagues wishing to get their research back on track after the pandemic. 
· AP 5.27: As part of a wider UoB scheme, offer funding to female colleagues whose research has been negatively affected by the pandemic. Applicants will have to explain how they have been impacted, and applications will be assessed by Colleges’ ED&I leads (Image 8). Uptake of this initiative will be closely monitored to identify any barriers to participation by females and to remedy these.


Image 8- UoB Internal Research Funding: Covid Support Programme
[image: ]

Career development is also supported through the allocation of time in formal workloads for research and professional development. Academic staff can also apply for a semester’s sabbatical leave during each three-year period of employment (subject to completion of probation). Table 23 shows that women are very successful at securing a sabbatical leave. However, Table 23 indicates a worrying decline of the number of applications by women. This decline may be simply due to the cyclical nature of sabbaticals, however we will:

· AP 5.28: Closely assess the trend of applications to sabbatical leaves by women. 
· AP 5.29: Actively encourage women to apply for sabbatical leave through the PDR process.

Table 23: Sabbatical Leave: Applications and Success Rate, by Gender
	
	2018

	
	Female (%)
	Male (%)

	Applicants 
	11(58%)
	8(42%)

	Successful applicants 
	11(58%)
	8(42%)

	Success rate
	100%
	100%

	
	2019

	
	Female (%)
	Male (%)

	Applicants 
	6(40%)
	9(60%)

	Successful applicants 
	6(43%)
	8(57%)

	Success rate
	100%
	89%

	
	2020

	
	Female (%)
	Male (%)

	Applicants 
	4(23%)
	13(76%)

	Successful applicants 
	4(23%)
	13(76%)

	Success rate
	100%
	100%




To support early career development, probationary staff with research duties are given a lighter teaching load while on probation and are not required to undertake any administrative duties in their first year. They are also encouraged to develop their careers through access to training and workshops in areas such as leadership (section 5.2.1).
A distinctive element of the development of ECRs is the creation of the BBS ECR network. This network, alongside a sister network in CoSS, promote the community of early career staff, run events to support specific developmental goals (e.g. funding proposal writing, publishing), encourage peer-to-peer mentoring and sharing of experience, channel funding specific to ECR development and offer a conduit for the voices of ECRs to be heard at School and College research committees. 
Alongside these networks there are formal and informal mentoring schemes. For example, part-time, fixed-term, Professors run regular research mentoring and advice sessions to talk about work in progress and early-stage ideas on a one-to-one basis. 

[bookmark: _Toc89420965]Support Given to Students for Academic Career Progression
The UoB Careers Network provides help and resources for female and male students in their career development.  The School’s dedicated Careers team (Careers in Business) provides specialist advice and support to PGTs and UGs undertaking a “Year in Industry”.  The team manages a portfolio of evolving delivery methods, e.g. key careers events video captured for access by non-campus based students. They also work closely on a range of activities with our Alumni Relations team.
BBS PGTs have access to our “Future Leaders Certificate (FLC)”, an extra-curricular programme supporting careers. UG students have access to similar activities through the Personal Skills Award. Women represents the majority of PGTs completing the FLC (56%F in 2019-20 and 59%F in 2020-21). Feedback from female PGTs highlights the benefits of the FLC programme. For example, one student said: ”I know how valuable the FLC is, I have gained so many skills which employers now look for which I believe will open doors for me.”, while another added “Now I feel much more confident in the [job] application process as I have more experience to talk about. I will be able to use what I have learned in my future career as well as transfer the skills that I have gained during this process.”

BBS PGRs take part in annual research events such as the UoB Annual Research Poster Competition, the Three-minute Thesis competition and a dedicated BBS PGR conference. There is strong female participation at these events. These activities support PGRs to develop their careers by presenting their work to a range of specialist and non-specialist audiences. All PGRs have access to funding to attend external conferences or training courses. PGRs can act as Westmere scholars (receiving additional funding in exchange for developing activities to support the PGR community). Advanced research training is available to all PGRs (and staff) through the ESRC Midlands Doctoral Training Centre. BBS supports the pipeline into and out of PGR research through these initiatives and additional measures including PGR and PGT bursaries and scholarships and the provision of opportunities for teaching and research experience. 

[bookmark: _Toc89420966]Support for Research Grant Applications
BBS provides internal funding to support academics to develop their research, including the development of pilot studies in support of larger, external funding bids (section 5.2.3 and Tables 21 and 22). All bids for external funding are peer-reviewed internally. Moreover, the College Research Support Office (CRSO) provides bespoke support to academics applying for research grant funding. This includes meeting with the applicants to discuss the call specifics, training workshops and drop-in sessions, sharing detailed call-specific guidance, disseminating funding opportunities relevant to career stage, providing guidance on the formulation of proposals including costings and reviewing and providing feedback on draft proposals. 
ECRs or those who are new to funding are provided with dedicated training and mentoring sessions and guidance is provided to proposal leads on giving due consideration to ED&I agendas in the composition of project teams. CRSO also assist researchers following non-traditional career pathways to find funding schemes and work closely with staff who have had unsuccessful outcomes, to identify other avenues to progress research ideas. 
Table 24 presents data on external grant applications at BBS. It shows, the total number of applications, the number (percentage) of grants led by female or male PI and the total number (percentage) of female and male applicants (PI and Co-PI) on these projects. It also compares the success rates of applications led by a male or female PI and the success rates of applications involving female applicants and those involving male applicants (these two categories overlap, as many applications will have both male and female applicants). Table 24 does not indicate patterns of systematic gender differences. It is noteworthy that in 2020, the number of applicants and success rates are very similar across genders. BBS will implement:

· AP 5.30: ED&I assessment of external funding: applications and success rate by gender and career stages. 

Table 24-Grant applications and success rate, by Gender 

	2018
	Applications 
	Female PI
	Male PI
	Female applicants
	Male applicants

	Total
	95
	45
	37
	53
	51

	Percentage
	
	47%
	39%
	51%
	49%

	Success Rate
	52%
	44%
	59%
	48%
	57%

	2019
	Applications 
	Female PI
	Male PI
	Female applicants
	Male applicants

	Total
	97
	38
	50
	56
	72

	Percentage
	
	39%
	52%
	44%
	56%

	Success Rate
	16%
	11%
	18%
	23%
	14%

	2020
	Applications 
	Female PI
	Male PI
	Female applicants
	Male applicants

	Total
	120
	47
	51
	83
	90

	Percentage
	
	39%
	43%
	48%
	52%

	Success Rate
	33%
	30%
	29%
	37%
	36%










[bookmark: _Toc34138105][bookmark: _Toc89420967]Flexible Working and Managing Career Breaks
[bookmark: _Toc89420968]Cover and Support for Maternity and Adoption Leave: Before Leave
BBS supports staff to take up family leave, including maternity and adoption leave (as well as paternity/partner, parental/shared parental leave) in line with UoB Family Leave Guidelines (accessible to all via the University intranet). These policies have been developed within the context of UOB’s membership of the AS Charter and are in place to support those who wish to take extended leave or work more flexibly in order to care for family members. The policies apply equally to same-sex couples and single parents. 
At an operational level, when line managers are informed by a member of staff that they are expecting a child, they: (i) ensure a risk assessment is undertaken (if necessary); (ii) refer staff to HR which then offers advice on entitlement to parental leave/pay; (iii) discuss with staff cover arrangements to ensure appropriate and timely handovers. 
Moreover, there is entitlement to paid time off for antenatal care appointments and parenting classes and where considered helpful by the member of staff concerned or for health and safety reasons, additional support can be provided by existing staff or by ‘buying in’ staff.

[bookmark: _Toc89420969]Cover and Support for Maternity and Adoption Leave: During Leave
Staff who have worked at UoB for at least one year of continuous service and who agree to return to work at the University for at least three months after their leave are entitled to University Maternity Pay which consists of 18 weeks at full pay followed by 21 weeks of either statutory maternity or adoption pay (SMP) rates. This is available to fixed term as well as permanent staff and can be shared with a partner as shared parental leave. Staff who do not have a full year of continuous service are entitled to 39 weeks SMP.
Staff on maternity/adoption/shared parental leave would commonly arrange paid ‘Keeping in Touch’ days (up to ten days) with line managers where they can work or take part in training or other work-related activities. BBS ensures that cover is provided for a member of staff whilst on leave.

[bookmark: _Toc89420970]Cover and Support for Maternity and Adoption Leave: Returning to Work
On returning to work, parents are asked to discuss their workload with line managers to ensure they are able to reintegrate effectively. They can also request to work flexibly.
Academic staff on T&R contracts who have taken six months or more leave can ask for one term’s remission from Teaching or Research on their return to work. Arrangements for workload remission are discussed and agreed by staff and the HoD prior to the staff member’s return to work. If salary costs are incurred as a result of workload remission, an application is made to the University’s Central Maternity Fund to meet these costs (up to a maximum of one third of 13 weeks’ salary). To further improve the support to returning staff, we will:

· AP 5.31: Offer parents returning from parental leave a PDR review with the HoD upon return to discuss professional development needs and required support.
· AP 5.32: Survey staff regarding the support provided, before, during and after parental leave as part of School’s ED&I survey. 

[bookmark: _Toc89420971]Maternity Return Rate
Table 25 provides data on the uptake of and return from family leave. Between 2018 and 2020, there were 26 instances, in total, of maternity, adoption, shared parental and paternity/partner leave. The majority of the uptake (73%) is by women with similar numbers between academics and PSS. Table 25 shows a very high rate of return from leave; only one member of staff (female academic on an open-ended contract) did not return from leave. All of the staff on fixed term contracts (four cases in total) had their contracts renewed when returning from leave.

Table 25- Parental Leave Return Rate, by Gender

	
	Academics

	
	2018
	2019
	2020

	
	Uptake
	Return
	Uptake
	Return
	Uptake
	Return

	Female
	4
	3
	5
	5
	1
	1

	Male
	0
	0
	2
	2
	3
	3

	
	Professional Services Staff

	
	2018
	2019
	2020

	
	Uptake
	Return
	Uptake
	Return
	Uptake
	Return

	Female
	3
	3
	3
	3
	3
	3

	Male
	1
	1
	0
	0
	1
	1




[bookmark: _Toc89420972]Paternity, Shared Parental, Adoption and Parental Leave Uptake
Between 2018 and 2020 there were two cases of shared parental leave (SPL) by male PSS. All the remaining instances of uptake by colleagues correspond to paternity/partner leave. Paternity/partner leave consists of two weeks at full pay rate, which is better than the statutory minimum. Overall, Table 25 suggests a very low uptake by male colleagues of Paternity/partner or SPL. The University does not enhance statutory SPL pay but rather offers the statutory minimum. Academics on T&R contracts who take more than six months SPL are entitled to one term remission from one element of their contract. 
There is a dedicated research stream on equal parenting at BBS (Image 25). One of the main outcomes of this on-going research work is the launch of a “Fathers in the Workplace” toolkit (Image 9) that aims to help organisations implement best practice measures to support fathers (and mothers) in the workplace.
BBS is implementing a set of measures based on the research findings and recommendations of the Equal Parenting project (Image 10):
· AP 5.33: Enhance the promotion of SPL and ensure information is available early.
· AP 5.34: Enhance the visibility of role models (Image 11).

Image 9- Fathers in the Workplace Toolkit
[image: ]








Image 10- Research on Shared Parental Leave at BBS
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Image 11- Shared Parental Leave: Enhancing the Visibility of Role Models
[image: ]


[bookmark: _Toc89420973]Flexible Working
The University guidelines for flexible working arrangements are promoted to BBS staff during recruitment and induction and through the University intranet. To make a formal request to work flexibly staff need to have worked at UoB continuously for 26 weeks and not already have made a flexible working request in the previous 12 months. Requests may be for any reason. Flexible working arrangements are available to academics and PSS. In focus groups and interviews, PSS in particular spoke positively about flexible work arrangements which helped them balance work and family life. For example, one female participant said: 
"the hours are flexible, which means that I can take him [her son] to school, I can leave a bit earlier if I have to pick him up earlier, so in terms of flexibility that’s great." 
This participant gave up a career in school education to join BBS professional services for reasons related to flexibility. Another female participant stated: 
“in terms of work/life the university is very good as you do have so much more flexibility and I think that absolutely has to be recognised.”
Access to flexible working may make professional services posts particularly attractive to women and be part of the reason why the majority of PSS are women. Access to flexible working is more of a standard in academics’ contracts as there are no set hours specified.

[bookmark: _Toc89420974]Transition from Part-Time Back to Full-Time Work after Career Breaks
UoB and BBS recognise that some employees may want to work part-time or take a career break for a variety of reasons, and are committed to implementing policies and practices to support work-life balance. The University's Career Break Scheme facilitates staff (with five years continuous service) to take a career break for any reason. 
After a career break, the individual can expect to return to their original post or a post on no less favourable terms of employment.  One female BBS lecturer who took a year-long career break for reasons unrelated to family care has since returned to her original post. She talks very positively about her experience: 
"First and this may sound trivial but it was actually really important, it allowed me to rest and not work at all and as such not have to juggle the day-to-day responsibilities and the treadmill of academic work so I could really recharge my batteries. Second, because of this, it gave me enough space to step back to look at my academic career in a new light and envisage things in a different or new way. Ultimately, allowing me to come back to academia when I thought it was not for me anymore.”
[bookmark: _Toc34138106][bookmark: _Toc89420975]Organisation and Culture
[bookmark: _Toc89420976]Culture
At BBS we believe that a strong ED&I ethos is important for the School if it wants to have a thriving body of students, a dynamic research community and a collegiate workplace. Our commitment to gender equality is an essential element of BBS’s Responsible Business agenda. This commitment is reflected in our research, teaching and overall culture.
The 2018 ED&I survey (Table 26) and focus group results indicate an overall positive view of the School’s culture and its commitment to diversity and inclusion. Respondents tended to agree that gender equality is important for BBS and acknowledged the School’s support for flexible working and a good work-life balance. However, there were some notable differences between men and women. For example, women were less likely to agree that “Staff at BBS give as much attention to women when they speak as they do to men” (average response for females was 3.2 compared to 4.2 for males) or that “All genders are treated equally at BBS” (3.3 for females compared to 4.12 for males). 
A key finding from focus groups and interviews is that female participants perceive uneven practices across departments. They reported that quality of working life could be very dependent on individual HoDs. While female participants identified a worrying "boys club" atmosphere in the School, they thought this was lessening in influence and "there are amazing senior management that work here and our Dean is fantastic".  Male participants also recognised that work related socialising could be attended mostly by males and noted that events were often organized outside conventional working hours. 
These results were of concern to SMT as they reflect an element of unconscious bias in the actions of some members of BBS.  These concerns fed into the APs listed below:
· AP 5.35: In March 2020, BBS implemented an ED&I committee with academics and PSS representatives. The lead of this group is a member of SMT and ED&I is a standing matter on SMT’s agenda. The ED&I lead receives a 20% workload allowance and represents BBS at CoSS ED&I Committee.
· AP 5.36: A dedicated ED&I website (Image 12) to celebrate the diversity in the School, keep the staff and students informed on ED&I matters and to offer staff the opportunity to provide comments and suggestions related to ED&I. BBS is in the process of redesigning the website and a new section, dedicated to gender equality and to the Athena Swan Action Plan will be added. 
· AP 5.37: The adoption of an Inclusivity Pledge (Image 13) that confirms the School’s strong commitment to the principles of ED&I and to gender equality. The Pledge will be communicated to students and staff via the ED&I website and through induction material and will be highlighted in our recruitment material. 
· AP 5.38: A series of online inclusivity sessions for staff and a dedicated online training courses on ED&I (Image 14). We will continue to offer a wide range of training sessions on gender equality and other ED&I issues. More specifically, we will use insights from female-only focus groups [APs 4.16 and 5.19] to design development workshops aimed at raising awareness of diversity issues among male colleagues. 
· AP 5.39: Monthly coffee mornings hosted by SMT. These well attended events offer an opportunity for socialising to all members of staff and for informal networking with members of SMT. During the pandemic these events continued online.
· AP 5.40: A series of events that reflect a wide range of cultural, research, engagement and teaching activities related to diversity, gender equality and inclusion. Images 15-23 provide few examples of such events. We will continue to organise similar events in the future.
· AP 5.41: The ED&I committee is in the process of implementing a Staff Voice Group and is also organising a listening event dedicated to our ethnic minority colleagues. Similar events will be organised in the future for female staff.










Table 26- Extract from 2018 ED&I survey: Culture
	 
	Mean values

	
	on a 1 to 5

	
	Likert scale

	Description
	Female 
	Male 

	BBS senior management treat all staff with equal respect irrespective of their gender
	3.42
	4.1

	BBS staff treat all students with equal respect irrespective of their gender
	4.1
	4.29

	My line manager would deal effectively with gender-related complaints
	3.72
	4.15

	At BBS I am treated with respect by the opposite sex
	3.79
	4.44

	There is a recognisable culture of gender equality at BBS
	3.25
	3.85

	BBS keeps staff informed about gender equality matters
	2.89
	3.3

	I am provided with adequate resources to do my job effectively
	3.24
	3.25

	BBS undertakes positive action to promote gender equality
	3.05
	3.58

	In BBS equal opportunities to maintain work-life balance are offered 
to both male and female employees
	3.07
	3.19

	BBS supports requests for flexible working
	3.54
	3.53

	BBS senior management are committed to gender balance
	3.44
	3.95

	At BBS individual differences are respected
	3.49
	3.87

	Staff at BBS give as much attention to women when 
they speak as they do to men
	3.2
	4.22

	All genders are treated equally at BBS
	3.3
	4.12












[image: ]Image 12- ED&I Website












Image 13- BBS Inclusivity Pledge
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Image 14- ED&I Online Training
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[image: ]Image 15- “Leaders unlike you” Event
 
[image: ]Image 16- Lonely Pioneers’: 100 Years of Women in Politics

[image: ]Image 17- Labour Party Conference Fringe Event: Making Diversity Everyone’s Business





[image: ]Image 18- Conservative Party Conference Fringe Event: Making Diversity Everyone’s Business












[image: ]Image 19- Workplace Equality Workshop




[image: ]Image 20- Celebrating LGBTQ+ History Month




[image: ]Image 21: Changing the Face of Business: Diversity in Finance








[image: ]Image 22- Women who Challenge










Image 23-[image: ] Diversity in Leadership

BBS’s commitment to gender equality is strongly embedded in our research and teaching. Image 24 highlights some recent research projects that relate to gender, equality and inclusion. Moreover, in January 2020 BBS launched WIRC, a research centre dedicated to researching ED&I in the workplace, to exploring trust within organisations and the wellbeing at work (Image 25). 
PRME, including gender equality, are prominent in our teaching across all programmes. For example, all first year students on the UG Management programme are offered ED&I workshops as part of core teaching. BBS has recently reviewed and redesigned all PGT programmes with an emphasis on ED&I on several programmes, like MSc HRM and MSc Management. Moreover, BBS has embarked on an ambitious, three year, project aimed at decolonising the curriculum across the various programmes that we offer. To further enhance our inclusivity culture we will:
· AP 5.42: Embed inclusion and gender equality related questions in our programmes evaluation surveys.
· AP 5.43: Encourage our staff to take part in the UoB “Inclusive Educator” training programme.
· AP 5.44: Implement a toolkit to support module leads to review and decolonise the content of their teaching.
[image: ] Image 24- Examples of Research Work Related to Gender, Equality and Diversity





[image: ]Image 25- Work Inclusivity Research Centre: Research Themes
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The wellbeing of staff is very important to BBS. In 2018 CoSS established a wellbeing taskforce aimed at improving the wellbeing of staff in the College. The taskforce, led by two colleagues from BBS, offers a wide range of events (online and in person) and resources targeted at enhancing wellbeing at work (Image 26).




Image 26- CoSS Wellbeing Taskforce: Summary of Activities
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[bookmark: _Toc89420977]HR policies
BBS has a designated HR advisor who has responsibility for ensuring compliance with University HR policies and for informing, updating and advising BBS staff on all HR issues including: ED&I, bullying, harassment, family leave, career breaks, grievance and disciplinary processes. Staff are encouraged to become familiar with these policies via the University intranet and to exercise their right to appeal when there are differences between policy and practice. 
Staff with management responsibilities receive training to support good management and the development needs of staff. For example, HoDs attend compulsory sessions on how to conduct a good PDR and line managers also have access to training on how to manage grievance and disciplinary matters and a tool kit for responding to issues such as bullying and harassment.  Participation in ED&I training via the Diversity in the Workplace training module is mandatory for all UoB staff. 
We aim to maintain a good level of awareness of HR policy and of gender equality matters among staff:
· AP 5.45: ED&I representatives to offer support and guidance to colleagues on HR and gender equality matters.
· AP 5.46: Ensure that the School’s induction process includes all relevant HR policies. 
· AP 5.47: Expand the School’s ED&I website to provide information on key HR policies.

[bookmark: _Toc89420978]Representation of men and women on committees

Table 27 reports the number of women and men on key School committees and shows that women are represented on all key committees. The gender balance on all these committees varies as people move in and out of management roles over time (normally people hold significant management roles for a maximum of three years). When leadership roles become vacant the recruitment process is transparent [AP 5.9]. Effort is made to ensure a balanced gender and ethnicity representation. It is notable that women representation has been growing on all committees except Global Engagement, and that women are over-represented, in comparison to their share in academic staff, on all committees. 



Table 27- BBS Committees’ Membership, by Gender
	Committee
	2018
	2019
	2020

	SMT
	5F-8M (38%F)
	7F-6M (53%F)
	9F-6M (60%F)

	Research and Knowledge transfer
	10F-8M (55%F)
	11F-7M (61%F)
	12F-7M (63%F)

	Learning and Teaching
	3F-8M (27%F)
	6F-6M (50%F)
	7F-4M (58%F)

	Accreditation
	8F-5M (62%F)
	10F-5M (66%F)
	10F-5M (66%F)

	Global Engagement
	5F-6M (45%F)
	4F-5M (44%F)
	5F-7M (41%F)

	Responsible Business
	4F-4M (50%F)
	8F-4M (67%F)
	10F-5M (67%F)

	ED&I Committee
	N/A
	N/A
	12F-12M (50%F)



[bookmark: _Toc89420979]Participation on influential external committees
The Dean or Deputy Dean represent BBS on College Board and on the Vice Chancellors’ Monday Morning Meeting for senior staff (M3) which includes all Heads of College and some Schools. In addition, UoB PVCs for ED&I (F) and for Regional Engagement (M) and the Deputy Head of CoSS (M) are BBS Professors. 
The Director of Research represents BBS on the College Research Board. BBS is also represented on the College Doctoral Research Board and the University Graduate School Board by the Director of Doctoral Research. The Director of Education represents BBS on the College Education Committee, College Quality Approvals Committee and the Academic Services/Campus Services ED&I Taskforce. The Director of International Engagement and the Director of Education represent BBS on the Dubai Education Coordination Group.
BBS colleagues hold editorial roles across the full array of Business and Management journals, including those that are highly ranked, are senior office holders in scholarly associations and are fellows of various bodies. Table 28 shows that female colleagues are well represented in these influential roles and to a greater extent than their share in BBS academic staff.


Table 28- Participation on Influential Professional Bodies
	Editorial Boards (41%F)
	Academy of Management Learning and Education (1F, 1M)
Accounting, Auditing and Accountability Journal (1F)
· Annals of Tourism Research (1F)
· British Journal of Management (1F, 1M)
· Environmental and Resource Economics (2M)
· European Accounting Review (1F)
· Journal of Advertising Research (1F)
· Journal of Consumer Research (1F)
· Journal of Economic Behaviour and Organization (1M)
· Journal of Environmental Economics and Management (1M)
· Journal of International Business Studies (1M)
· Journal of Management Studies (1M)
· Leadership Quarterly (1M)
· Oxford Bulletin of Economics and Statistics (1M)
· Oxford Economic Papers (1M)
· Regional Studies (2F)
· Work, Employment and Society (2M)

	Scholarly Associations (67%F)
(Founding members)
	British Academy of Management Methodology Special Interest Group (1 F)
Academy of International Business Research Methods (1F, 1M)

	Scholarly Associations (46%F)
(Senior office holders)
	Academy of Marketing (1 F)
British Accounting and Finance Association (1F, 1M)
British Academy of Management (3M)
Centre for Social and Environmental Accounting Research (1F, 1M)
Chartered Association of Business Schools (2F, 1M)
Money Macro Finance Society (1F, 1M)

Tax Research Network (1F, 1M)

	Academic and Professional Bodies (65%F)
(Fellows)
	Academy of Social Science (4F, 4M)
Academy of Marketing (1F)
British Academy (2M)
British Academy of Management (1F, 2M)
Chartered Institute of Personnel and Development (4F)
Chartered Institute of Taxation (1F)
Institute of Chartered Accountants in England and Wales (1F)
Royal Scottish Geographical Society (1F)
Royal Society for the Encouragement of Arts, Manufactures and Commerce (4F, 1M)





[bookmark: _Toc89420980]Workload model
The 2018 Staff ED&I survey indicated that colleagues, regardless of gender, agree that the workload allocation is fair and transparent (Table 29) (females and males both scored 3.49). However, BBS acknowledges that we would like the score to be higher. Since then, BBS has adopted the Workload Recognition Framework (WRF) administered by CoSS. The new framework is more detailed, transparent and involves changes to specific tariff weightings. Probationary staff are provided with a 25% remission on full workload for the duration of their time on probation. Adjustments are made for colleagues who work part-time, are on study leave, or who have specific individual circumstances.
In 2019, while CoSS was developing the WRF, two BBS colleagues conducted a gendered analysis of the new framework and a series of semi-structured interviews with key senior leadership staff involved in the design and implementation of the WRF.[footnoteRef:5] Framework designers emphasized the wellbeing of staff and highlighted the importance of transparency to ensure the fairness of workload allocations. The gendered analysis suggests that the WRF seems to better reflect the time requirements and hidden work associated with the roles held by women which ensures that the allocation is fairer.  [5:  Steinƥórsdóttir, F., Carmichael, F., and Taylor, S. Gendered workload allocation in universities: A feminist analysis of practices and possibilities in a European University. Gender Work Organ. 2021;1-17.] 

A gendered analysis of the updated framework (FTE) for the academic year 2020-21 (Table 30) shows no differences in terms of the workload allocation by different types of activity across gender. Except for two cases; women on T&R contracts having a lower average allocation for teaching activities, and women on TF contracts having a higher scholarship allocation, none of the differences is statistically significant. 
· AP 5.48: The WRF has been further updated in 2021 and we will continue to assess the fairness of the workload allocation across gender and other protected characteristics. We will feedback findings to CoSS to inform any required adjustments. 

Table 29- Extract from 2018 ED&I Staff Survey: Workload
	 
	Mean values

	
	on a 1 to 5

	
	Likert scale

	Description
	Female 
	Male 

	My work allocation is fair
	3.49
	3.49

	My workload is transparent
	3.31
	3.49

	I need to work longer hours to compensate for my gender
	2.23
	1.55

	I am expected to do more because of my gender
	2.05
	1.70





Table 30- Gendered Analysis of 2020-21 WRF
	
	Teaching and Research
	Teaching

	
	Female
	Male
	Female
	Male

	Total
	943.1
	983.1
	996.7
	998.9

	Teaching
	385.4
	451.1
	601.86
	674.8

	Research
	228.9
	239.7
	77.4
	55.11

	Management
	197.7
	142.1
	223.81
	177.4

	Citizenship
	127.4
	150
	93.7
	93.7




[bookmark: _Toc89420981]Timing of departmental meetings and social gatherings
In consideration of those with caring responsibilities and part-time staff, departmental meetings and social gatherings are generally held within core working hours (10 am–3 pm) during the standard working week (Monday-Friday). BBS social activities such as coffee mornings, the Christmas party, summer BBQ etc. are all held in normal working hours. However, some departmental social gatherings are organised outside normal work hours, or towards the end of the normal working day. BBS will continue to ensure that:
· AP 5.49:  Important meetings and gatherings (e.g. research seminars) are held within core working hours; and there is recognition of potentially gendered impacts in the timing and location of important meetings and gatherings, including social events.

[bookmark: _Toc89420982]Visibility of role models

In BBS female role models are prominent in senior positions (Image 27). The research work of BBS female researchers is spotlighted in UoB public campaigns, like the “Birmingham Heroes” campaign (Image 28) and BBS publications like our PRME report for example. Female role models are also prominently featured on the School’s website (Image 2). Our commitment to inclusivity and responsible business are also evident in our working environment and our publicity as visually demonstrated in our mural on the walls of the main entrance to BBS (Image 29).
The visibility of female role models is positively acknowledged by colleagues in the School. For example female focus group participants (2018 ED&I survey) stated: "I’m seeing more and more women getting to senior positions, changing things, being proactive, so you’re seeing people that you think well maybe I could then do that at some point in the future".  










Image 27- Female Leaders in BBS
	Dean:
Prof. Cathy Cassell
2017-present
	Deputy Dean:
Prof. Isabelle Szmigin
2016-2021
	Director of Research:
Prof. Penelope Tuck
2017-2021
	Head of Marketing    
Prof: Finola Kerrigan
2019-2020
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	Head of Accounting
Dr Ann-Chris. Frandsen
2018-2021
	Head of Economics:
Prof: Kim Scharf
2018-2021
	Head of Strategy & IB
Dr Agnieszka Chidlow
2018-2021
	Head of Marketing
Dr Caroline Moraes
2020-present
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	Head of Strategy and IB
Dr Linda Hsieh 
2021-present
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Image 29- Entrance of the Business School[image: ]
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Table 31 provides an overview of the gender balance on our external seminar series (excluding workshops and symposiums) and shows an under-representation of female speakers. Over time, the share of female speakers has steadily increased and is reflective of the share of female academics in B&MS (43.7%F) and E&E (30.6%F) in the UK HE system. While this increase is welcomed, we recognise the need to improve the gender balance on our research events:
· AP 5.50: Monitor the diversity and gender balance of research events across the School with a target of having gender balanced research events.
· AP 5.51: Implement a policy of diverse panels of speakers at conferences and workshops. Colleagues in BBS have recently developed a guide to inclusive, accessible and sustainable events in collaboration with the British Academy of Management and the Chartered Association of Business Schools.[footnoteRef:6] We have adopted this guide and we will ensure that our events reflect the diversity of the academic community at BBS. [6:  https://www.bam.ac.uk/knowledge-hub/inclusive-accessible-and-sustainable-events.html] 




Table 31- Number of External Seminar Speakers, by Gender
	
	Female
	Male
	% of Female Speakers

	2018
	12
	30
	28.5%

	2019
	7
	16
	30%

	2020
	11
	21
	34%




[bookmark: _Toc89420983]Outreach activities
BBS engages in a wide range of outreach activities including UoB summer schools for pupils from disadvantaged backgrounds, visits to local sixth-form colleges, open days and holder visit days. In addition, public engagement is integral to BBS’s outreach strategy and culture (Section 5.4.1). BBS colleagues, male and female and at all career levels, are very actively engaged with the media, and contribute to national and international debates through articles in the press, media interviews, or blog posts. Having female role models at events, speaking to students and visiting schools has been shown to improve female applications at the UG level. Moreover, many colleagues have key advisory roles in local and national policy bodies. For example, BBS produces an annual “State of the Region” report on the economic performance of the West Midlands (Image 30). BBS also produces an annual “Birmingham Economic Review” in collaboration with the Birmingham Chamber of Commerce (Image 31). In 2018, colleagues from BBS engaged in a UK wide roadshow to disseminate results of a research project on the economic impact of Brexit (Image 32). In addition, BBS have capitalized on its strategic relationship with the Confederation of British Industry (CBI) through an extensive exhibition of our research and business engagement activities in the CBI London Headquarters in 2020 (Image 33). BBS also sponsored the award for ‘Excellence in Responsible Business’ at the annual Greater Birmingham Chambers of Commerce Awards in July 2020.
BBS has always been very engaged with the ESRC festival of Social Sciences. Colleagues organise and host a wide range of events each year (Images 34-37 for examples). Following the death of one of our colleagues, Professor Peter Sinclair, in March 2020 a lecture series in his name has been established “Peter Sinclair Town Hall” and a series of eminent speakers have contributed to the series so far.


Image 30- State of the Region Annual Report
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Image 31- Birmingham Economic Review
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Image 32- Brexit Roadshow
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Image 33- CBI Exhibition
[image: ]

Image 34- ESRC Festival of Social Sciences: Economic Impact of Brexit
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Image 35- ESRC Festival of Social Sciences: Living with and through Food Poverty
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Image 36- ESRC Festival of Social Sciences: Experiments for the Social Good
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Image 37- ESRC Festival of Social Sciences: Gender, Feminism and Identity
[image: ]
All staff are expected to take part in open days and offer holder visit days. HoDs establish rotas to ensure a fair and transparent contribution of colleagues to these events. Table 32 shows that academic staff participation in these events is close to gender parity. Female student ambassadors are over-represented but the participation of male students have substantially increased in the past years.
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Table 32- Participation into Outreach Activities, by Gender
 
	
	Open House event/other e.g. campus tours
	Open Days
	Offer Holder Visit Days
	Academic Staff
	Student Ambassadors
	Professional Staff

	
	 
	 
	 
	Male
	Female
	Male
	Female
	Male
	Female

	2018
	 
	4
	15
	7(54%)
	6 (46%)
	5(19%)
	22 (81%)
	2(33%)
	4(67%)

	2019
	1
	4
	15
	13(50%)
	13(50%)
	11(35%)
	21 (65%)
	0(0%)
	7(100%)

	2020
	 
	4
	6
	5(39%)
	8(61%)
	13(32%)
	28 (68%)
	4(33%)
	8(67%)

	2021
	2
	5
	9
	5(46%)
	6(54%)
	5(34%)
	10(66%)
	5(46%)
	6(54%)



Outreach activities are considered a form of academic citizenship and are therefore recognised in the workload model and promotion applications. In addition, engagement is one of the promotion pathways in the new Academic Career Framework and contributions in the form of academic citizenship are a requirement for career progression (Image 7).
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[image: ]Given its large size, BBS was allocated an extension of 1,000 words:
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	Action
	Rationale
	Timescale
	Implementation Oversight
	Outcome Measure(s)

	3. The Self-Assessment Process

	 3.1 
	ED&I lead will lead the SAT team and the implementation of the Action Plan. This will be reviewed every six- months.
	Action points and targets of the Athena Swan application are an integral part of the broader ED&I agenda of BBS.
The review process ensures that gender equality is receiving dedicated focus from the SAT, the ED&I committee, and the ED&I lead.
	On-going
The SAT lead will update SMT on progress every three months.

	Dean
	Athena Swan Actions are implemented in accordance with timescale.

Progress report submitted to SMT every three months.

Review of SAT structure and terms of reference every six months.

	3.2 
	ED&I Lead is member of SMT and represents BBS on CoSS ED&I Committee.
ED&I Lead receive workload allocation points for this role.

	Need to prioritise ED&I agenda in general and gender equality in particular. 

Need to liaise and coordinate with ED&I committees at College and University levels.
	Achieved since March 2020.
	Dean
	ED&I and Athena Swan are standing items on the SMT Agenda.
Workload allocation model formally recognises and allocates points to the ED&I Lead role to enable the completion of actions.

	3.3

	Establish an annual School ED&I budget of which a 30% share is dedicated to gender equality actions.
	Provide the ED&I committee and the SAT with the means to implement the Athena Swan Action Plan.
	Achieved since December 2021

	ED&I Lead
	A programme of funded activities to promote gender-equality is agreed, publicised and implemented by the SAT. 
Impact of funded activities on gender equality is monitored and reported to ED&I committee, SMT and the School. 

	3.4

	SAT to formalise a data collection plan that would include:
-Annual ED&I School Staff Survey with a gender equality focus.
-Thematic focus groups looking at inductions, PDRs, research support needs, career advancement support.
-Female-only focus groups looking at work experience, promotion process, career advancement support.
	Data needed for a deeper understanding of gender equality issues.
The self-assessment identified differences across genders in relations to work experience, the promotion process and the overall culture of the school. Thematic focus groups, female-only focus groups in particular, are needed to identify barriers to gender equality and to inform the actions required to advance the careers of women at BBS. 
Regular data collection is also needed to establish benchmarks for improvement, to assess the effectiveness of initiatives and actions and to measure outcomes. 
	On-going
To be undertaken and results reviewed annually by the SAT.
	ED&I Lead
	Surveys and focus groups take place annually and are well-attended.
Benchmarks and targets for further improving gender equality are established and built into the Athena action plan.

	3.5
	SAT to meet once a month. The SAT will produce an Athena Swan Actions Log using the RAG system. 

	Need to track progress and ensure targets are achieved.
Need to update SMT and to keep the students and staff of BBS informed and engaged with the Athena Swan Action Plan.
	On-going.
	ED&I Lead
	The Athena Swan Action Log is available on the School intranet for all staff and students to access and is updated termly.
Annual ED&I survey (3.4) indicates increasing levels of awareness and engagement with Athena Swan and gender equality.

	3.6
	ED&I Lead to regularly report on progress towards the Athena Swan Action Plan to SMT
An annual School assembly is dedicated to Athena Swan progress and activities.

	
	
	
	

	4. A Picture of the Department

	4.1
	Nomination of an A2B admission tutor in every department.
	The self-assessment exercise indicates that women are under-represented in the A2B UG cohort. 
These action points aim to: 
-Increase the visibility of the A2B scheme.
-Increase the visibility of female alumni of the A2B scheme.
-Increase the visibility of role models from BBS.
-Increase the number of female A2B students recruited by BBS.
	Achieved.
	HoDs
	25% increase in the number of female A2B students by 2025.


	4.2
	Coordination between tutors to improve the recruitment of A2B students and share best practices.
	
	On-going and to be reviewed at the start of each academic year by the director of admissions and the ED&I Lead.
	Director of Admissions
	

	4.3
	Enhancement of outreach activities through school visits and delivery of masterclasses to secondary school pupils eligible for the A2B scheme.
	
	
	Director of Admissions
ED&I Lead
	

	4.4
	Involvement of female alumni in outreach activities.
	
	
	Director of Admissions
	

	4.5
	Review and update UG and PGT online material for gender balance.
	The self-assessment data indicates an under-representation of female applicants (home students) on our programmes. These action points are aimed at: 
-Encouraging applications by female home students on our programmes (and by male home students on the Management programme).
-Ensuring the visibility of gender diversity among students and staff.
-Ensuring the visibility of BBS commitment to EDI. 

	Website reviewed on annual basis.
	ED&I Lead

	BBS commitment to equality, diversity and inclusion to be prominently featured across the School’s website.
20% increase in applications by home female students on the Accounting and Economics programmes by 2025.
20% increase in applications by home male students on Management programmes by 2025.


	4.6
	Enhance the visibility of female role models online and in recruitment materials.
	
	
	BBS Communication Team
	

	4.7
	Showcase the diversity in Economics and Business studies in recruitment materials
	
	On-going and to be reviewed annually 
	ED&I Lead
CoSS Marketing Team 
	

	4.8
	Enhancement of outreach activities targeting female applicants.
	
	
	ED&I lead
BBS Director of Admissions

	

	4.9
	Recruitment of two PGR representatives on the ED&I committee (one male and one female).
	PGR students are currently under-represented on the ED&I committee.
	To be achieved in February 2022.
	ED&I lead
	Two PGR representatives on the ED&I committee.

	4.10
	Annual PGR ED&I Survey with a gender equality focus.
	Need to collect up-to-date feedback on PGR experience. This would allow the identification of any gender equality issues and to swiftly address these.
	From 2022 onwards.
	
	PGR-specific issues are identified and integrated into the Athena action plan as appropriate.

	4.11
	Survey PGT students regarding the pursuit of PGR studies.
	Explore gender and cultural differences in access to PGR studies.
Investigate the existence of barriers or culture differences that explain the decline in the representation of women between PGT and PGR.
	2022-2025.
	ED&I lead
Director of Education
	Tackling barriers, if any, to academic progression within a three year period.
Maintaining gender balance on PGR programmes.

	4.12
	Implement the gather field approach to PGT recruitment.
	Improve the diversity of student cohorts particularly at PGT level.

	On-going.
	Director of Admissions
	No more than 50% of students on any specific programme from a single overseas country by 2024.

	4.13
	Expand scholarship schemes to enhance the gender balance on PGT programmes
	
	
	
	

	4.14
	Further analysis of the intersectionality of gender and ethnicity in our staff. 
	The self-assessment exercise indicated an under-representation of female ethnic-minority professors. This action point will help better understand the underlying reasons for  this under-representation and to implement measures to tackle barriers to career progression.
	On-going.
	HoDs
	50% increase in the number of female, ethnic minority Professors by 2025.


	4.15
	Search committees to identify and approach eminent female professors to join BBS as part-time professors.
	Improve the gender balance on prestigious part-time professorial positions.
	On-going.
	HODs

	Achieve gender parity on part-time professor contracts by 2025.

	4.16
	Female-only focus groups looking at the work experience of female colleagues at BBS.
	The self-assessment exercise identified differences, albeit small, across genders in terms of satisfaction with working conditions at BBS. These female only focus groups will inform any required actions to improve the working experiences of women.
	From February 2022 onwards.
	
	80% of females satisfied with their work experience at BBS as measured in the annual School ED&I survey. 

	4.17
	Offer exit interviews with Dean or line manager.
ED&I committee to analyse data on an annual basis.
	Collect data on reason for voluntary leaves as this is currently unexplored.

	From January 2022 onwards.
	HODs
	100% of leavers offered exit interviews.
80% take-up rate of exit interviews.
Issues relating to gender equality are identified and integrated into the Athena Swan Action Plan. 

	5. Supporting and Advancing Women’s Careers

	5.1
	All selection panel members to complete ED&I and recruitment and selection training.
	BBS staff are aware of their responsibilities to ensure recruitment processes are transparent, inclusive and sensitive to gender issues.
	Achieved
	HoDs

	100% of members of selection panels have received “Equality and Diversity” and “Recruitment and Selection” Training.

	5.2
	All selection panels are gender diverse.
	
	
	
	100% of selection panels are gender inclusive (no all-male or all-female panels).
At least 30% of staff on a panel are female by 2025.

	5.3
	All candidate shortlists for job posts are gender diverse. 
	
	
	Human Resources
	100% of candidates shortlists are gender inclusive (no all-male or all-female shortlist).

	5.4
	Pilot projects by the Economics and SIB departments to recruit on the European Job Market (for Economics) and through the Association of International Business (for SIB).
	The self-assessment data indicated an under-representation of women at the application stage of the recruitment process. This under-representation reflects the sector level under-representation of women in B&MS and E&E. The aim of this action point is to widen the pool of available candidates.
	On-going.
Pilot projects to be assessed in summer 2022.
	HoDs
	Results from these pilot projects to be analysed and insights integrated into the Athena Swan Action Plan. 

	5.5
	Review wording of job adverts and job descriptions to remove gendered language by utilising the best practice guidance issued by Human Resources 
	Research indicates that wordings of job adverts has an impact on the likelihood of women applying to jobs. 
These action points relate to BBS’s overall strategy to increase applications by female candidates.
	On-going.
	HoDs

	100% of job adverts and new job descriptions to follow the Human Resources gender neutral guidance with effect from January 2022.
100% of job adverts to include a commitment to gender equality with effect from January 2022.

	5.6
	State the School’s commitment to gender equality and to the advancement of women’s careers in job adverts
	
	
	
	

	5.7
	Use of social media presence to highlight BBS commitment to gender equality. For example, to highlight events showcasing our inclusive culture, or to promote the research work of female colleagues.
	
	
	
	

	5.8
	Introduce mentoring scheme focused on career progression for early and mid-career academics. 
	The need for career focused mentoring was highlighted in focus groups related to induction.
Support the career progression of women is a priority for BBS, particularly the transition from Lecturer (Assistant Professor) to Senior Lecturer (Associate Professor) and from Senior Lecturer (Associate Professor) to Professor.
Provide advice on career pathways, developmental needs and training opportunities.
	On-going 

	HoDs

	70% of eligible staff take up the offer of a mentor annually.
90% satisfaction with induction process as measured in the annual ED&I Survey. 

	5.9
	Open and transparent advertisement of internal leadership roles, such as programme directors, directors of education, directors of research. 
	Tackle possible unconscious bias in the allocation of leadership roles.

	Achieved

	Dean
HoDs

	90% of academic staff satisfied with the process of allocating roles in the school as measured in annual School ED&I survey. 
 

	5.10
	On an annual basis, all staff will be invited to make a 1-2-1 appointment with the Dean or Deputy Dean to informally discuss promotion and career development. The meeting purpose is to advice staff on their readiness for promotion, at any level, and on the available mentoring and support offered at the School and College levels.
The gender balance of staff taking up this opportunity is monitored to identify if groups are more or less likely to make use of this opportunity.
	To encourage greater openness and transparency about the promotions process

	
	Dean and Deputy Dean
	90% of staff satisfied with the transparency and fairness of the promotion process, as measured in annual School ED&I survey.
The proportion of staff making use of this opportunity is gender-balanced and/or under-represented staff are encouraged to take it up.


	5.11
	Promote the CoSS mentoring scheme for academics from under-represented groups (women and ethnic minorities for example). This is a dedicated scheme for colleagues applying for promotion. Each mentee is allocated a mentor, who is a member of the COSS board, to support them in developing their promotion application.
	The scheme aims to reduce under-representation of women and ethnic minority academics at senior levels.  
Encouraging female colleagues to take part in the scheme supports the overall strategy of BBS to enhance the advancement of women’s careers. 
	
	HoDs

	100% of eligible academics applying for promotion aware of the scheme.

	5.12
	Identify candidates, particularly female staff and staff from ethnic minorities that are ready for promotion but have not applied. These members of staff are approached by HoDs and encouraged to apply for promotion. 
	Ensuring that colleagues from under-represented groups are provided with the required support and confidence to advance in their career.
	
	
	30% increase in the number of applications by female staff for promotion to Senior Lecturer (Associate Professor).  
50% increase in the number of applications by female staff for promotion to Professor.

	5.13
	BBS holds an annual promotion meeting to assess promotion applications. Subsequently, individual feedback is given on promotion applications.
	Support colleagues, particularly females in the promotion process.
	
	
	100% of applicants receive feedback on their promotion application.


	5.14
	Colleagues who do not achieve promotion, at any level, are offered additional mentoring to existing schemes to support the development of future promotion applications.
	
	
	
	100% of unsuccessful candidates to be offered additional mentoring support

	5.15
	Introduce career progression events and workshops for early and mid-career academic staff. Some of these events will be focused on the career progression of females (AP 5.20).
	Ensure that colleagues are informed of career progression opportunities available to them.
	
	Director of Research

	A minimum of two School level events per year. 

	5.16
	Support mid-career colleagues through the Hidden Assets initiative.
	Provide resources needed to mid-career colleagues to enhance their training and the quality of their research output.
	
	Director of Research
	70% uptake of career development opportunities by early and mid-career staff.
90% of staff aware of support available for career progression, as measured in the annual School ED&I survey.

	5.17
	Dedicated training sessions on the new Academic Career Framework.
	UoB has adopted a new Academic Career Framework for academic career progression from January 2022 onwards. This action point will insure that staff are familiar with the new promotion process and are supported with the development of promotion applications.
	On-going.
	HoDs
	80% uptake by staff applying for promotion.
90% of applicants satisfied with support provided by BBS as measured by the annual School ED&I survey and dedicated focus groups.

	5.18
	ED&I assessment of each round of promotions comparing applications to eligible population and success rates to applications.
	Need to ensure Academic career Framework is fair.
Need to identify any ED&I related barriers to academic progression.
	From 2022 onwards.
	ED&I Lead
	ED&I assessment report to be submitted to CoSS college board after each round of promotions. 
Issues relating to gender equality are identified and integrated into the Athena Swan Action Plan.

	5.19
	Implement female-only focus groups looking at career progression.
	The self-assessment data identified an under-representation of women across the career pipeline, particularly at the level of Senior Lecturer.
There is a need to better understand the barriers experienced by women at BBS in terms of career progression and to identify the type of support women need to advance in their careers. 
	From January 2022 onwards.
	ED&I Lead
	One focus group per year. 


	5.20
	A series of female-only career support events aimed at supporting career progression.
	
	
	HoDs
Director of Research
	A minimum of one event per year.

	5.21
	Advertise training opportunities (e.g. leadership programmes, recruitment and selection, coaching, Aurora) to female colleagues through ED&I website. 

	UoB and BBS offer a wide range of training opportunities. Self-assessment data show that the uptake of training opportunities by female staff is growing.
We wish to maintain this trend and raise awareness of available training opportunities to further support female colleagues in their career progression. 
	Dedicated bulleting on ED&I website to be introduced in 2022.

	ED&I lead

	90% of staff aware of relevant training opportunities, as measured in the annual School ED&I survey.
 


	5.22
	Support female staff to identify training needs.
	
	All line managers to discuss training and development needs as part of the annual PDR process.
	HoDs
	

	5.23
	Collect feedback (by gender) on the effectiveness of the PDR process as a career development tool as part of the School ED&I survey and dedicated focus groups and introduce changes to address gender-based differences in experience
	The PDR process is key to the discussion of career development.
	From 2022 onwards.
	ED&I lead
	90% of staff satisfied with the PDR process, as measured in the annual School ED&I survey.
Female and male staff are equally satisfied with the PDR process.


	5.24
	ED&I assessment of internal research funding: take up and success rate to identify any gender-based differences and introduce changes to address gender-based differences in uptake and outcomes.
	Ensure that internal allocation of funding is transparent and unbiased.
The self-assessment data indicated that internal funding success rates are similar across genders. However the data showed a decline in the representation of women at the application stage in the last year of assessment (2020).
To ensure that this decline is temporary we will actively encourage applications by female colleagues. 
	September 2021 
Annually, each September, thereafter.
	Director of Research
ED&I Lead
	90% of staff aware of relevant internal funding opportunities, as measured in the annual School ED&I survey. 
Take up and success rates are gender-balanced relative to the eligible staff populations.


	5.25
	Organisation of writing retreats on Campus with funded childcare
	To support colleagues with child care responsibility, mostly women, to dedicate time for research and to get their research back on track particularly after the Covid-19 pandemic.
	Summer 2022
	ED&I Lead
	

	5.26
	Extend existing mentoring schemes to female colleagues whose careers have been affected by the pandemic.
	
	On-going.
	HoDs
	

	5.27
	Actively promote the UoB Covid Support Programme across multiple channels within the School.
	Raise awareness and encourage female colleagues to apply.
	Scheme introduced in October 2021.
	ED&I Lead
Director of Research
	

	5.28
	Assess the uptake of sabbatical leave opportunities by women and tackle any ED&I related issues.
	The self-assessment data showed a decline in the representation of women at the application stage for sabbatical leave.
	On-going
	ED&I Lead
	Maintain parity in success rate by gender.
Ensure average parity, across sabbatical cycle, in applications by gender.

	5.29
	Encourage more women to apply for sabbatical leave
	
	
	HoDs
	

	5.30
	ED&I assessment of external funding: applications and success rate to identify any gender-based differences and introduce changes to address gender-based differences.
	Identify and tackle barriers to access external funding.
Support female applicants.
Investigate differential application and success rate across career stages.
	September 2021. Annually, each September, thereafter.
	ED&I Lead
Director of Research

	Maintain parity in success rate across genders.
80% satisfaction with support provided to grant applicants, as measured in the annual School ED&I survey.


	5.31
	PDR review upon return from parental leave.
	Ensure colleagues are offered appropriate support to resume their career.
	To be introduced in 2021-2022
	HoDs
	100% of colleagues aware of HR policies and entitlement related to parental leave.
80% of colleagues satisfied with support provided by the School, as measured by data collected in focus groups.

	5.32
	Survey staff regarding the support provided by the School before, during and after parent leave.
	
	
	ED&I Lead
	

	5.33
	Promote shared parental leave by providing information on HR relevant policies and entitlements.

	The self-assessment data indicated a limited uptake of shared parental leave by male colleagues. These action points aim to encourage the uptake of shared parental leave
	Ongoing
	ED&I lead
	100% of colleagues aware of HR policies and entitlements. related to parental leave.


	5.31
	Enhance the visibility of SPL role models through the ED&I website.
	
	
	
	

	5.35
	Implementing a School ED&I committee with academic and PSS representatives.

	Shape and implement the ED&I strategy of BBS.
	Achieved.
	Dean
	ED&I lead to receive workload allocations and represent the committee on SMT and the School on the CoSS ED&I committee.

	5.36
	A School ED&I website with a specific section dedicated to the Athena Swan Action Plan and to gender equality to be added to the website. 
	To celebrate the diversity of the School and keep staff and students informed on and engaged with ED&I matters and with the Athena Swan Plan.
	Achieved.
	ED&I lead
	Maintaining ED&I website updated.
Showcasing ED&I events on website. 
Publishing relevant HR relevant policies on ED&I website.

	5.37
	The adoption of an inclusivity pledge.
	Confirming the School’s commitment to gender equality.
	Achieved.
	Dean
	Inclusivity pledge to be embedded in all induction and recruitment materials. 

	5.38
	ED&I training courses and inclusivity sessions. 
Insights from female-only focus groups will form of the basis of development workshops aimed at raising gender related awareness in the School.
	Raise awareness of gender related issues.  
	On-going.
	ED&I Lead
	A minimum of two bespoke inclusivity sessions per year, related to a specific topic. 
A minimum of one development workshop, per year, aimed at raising awareness around gender related issues.

	5.39
	Monthly coffee mornings hosted by SMT.
	Provide colleagues an opportunity for informal networking with members of SMT.
	Achieved.
	Dean
	80% of colleagues satisfied with the School’s culture, as measured in the annual School ED&I survey.

	5.40
	Organising outreach and engagement events that reflect BBS commitment to ED&I.
	Highlight the commitment of BBS to ED&I and to gender equality.
	On-going
	ED&I Lead
	A minimum of four events per year.

	5.41
	Implement a Staff Voice Group.
Organise listening event for ethnic minority colleagues and for female colleagues.
	Provide opportunity to staff to raise concerns related to ED&I and to gender equality.
	January 2022.
	ED&I Lead
	80% of colleagues satisfied with the School’s culture, as measured in the annual School ED&I survey.

	5.42
	Embed inclusion related questions in programme evaluation surveys.


	Need to ensure that our programmes are inclusive and reflect the diversity of our students and staff.
Need to identify barriers to inclusion, if any, and provide remedies.
	On-going.
	ED&I Lead
Director of Education
	80% of students satisfied with the inclusion of programmes as measured in programme evaluation surveys.

	5.43
	Encourage staff to complete UoB “Inclusive Educator” training
	
	
	
	

	5.44
	Implement a “decolonising the curriculum” toolkit

	This is part of wider and ambitious “Decolonisation” project that is underway in BBS. It is part of the School’s strategic commitment to ED&I and is in line with UoB’s commitment to Race Equality (UoB is a holder of a Race Equality Charter award).
The project is led by a team of colleagues that include the ED&I lead.
	October 2021-October 2024.
	 “Decolonising the curriculum” project leads 

	Implementing a series of workshops and training opportunities on decolonisation in Business Schools.
Establishing a School level approach for decolonisation.
Develop and publish relevant resources to support staff across the School to implement the School approach.
The implementation of student and staff surveys at the start and end of the project. A key outcome is to achieve a marked positive change in the results of these surveys.

	5.45
	ED&I representatives to offer support and guidance on HR policies.
	Raise awareness regarding HR policies and gender equality matters.

	On-going. 
	ED&I Lead

	80% of staff aware of ED&I relevant HR policies as measured in the annual School ED&I survey.

	5.46
	Induction documents to include all relevant HR policies.
	
	
	
	

	5.47
	ED&I website to include section on HR policies.
	
	
	
	

	5.48
	ED&I assessment of workload allocation framework.
	Ensure transparency and fairness of workload allocation. 
Ensure there are no systematic discrepancies across genders in terms of workload allocation.
	September 2021.
Annually, each September, thereafter.
	ED&I lead
	80% of staff satisfied that their workload allocation is fair and transparent as measured in the annual School ED&I survey.
Male and female equally satisfied with the fairness of the workload allocation model.

	5.49
	Timing of School meetings and social events within core working hours.


	Ensure School key events are inclusive, particularly for women who are more likely to have caring responsibilities.
	Achieved.
	HoDs
Director of Research
	All School key events to be scheduled within core working hours.

	5.50
	Monitor the diversity and gender balance of research events.
	The self-assessment data indicate an under-representation of female speakers at external research seminars. 
These action points aim to address this under-representation and to improve the visibility of female role models.
	On-going. 
	Director of Research

	All conferences and workshop to have a diverse panel of speakers.
Increase the number of external female speakers by 50% by 2025.


	5.51
	Implement a policy of diverse panels at research and outreach events.
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Male	[CELLRANGE]
 [VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/29	19/20	70	68	75	60.9%	64.2%	64.1%	Female	[CELLRANGE]
[VALUE]

[CELLRANGE]
[VALUE]

[CELLRANGE]
 [VALUE]

17/18	18/29	19/20	45	38	42	39.1%	35.8%	35.9%	



Female	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/19	19/20	17/18	18/19	19/20	Home/EU	Overseas	802	739	691	931	977	1072	43.6%	43.4%	43.7%	65.3%	62.4%	62.6%	Male	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/19	19/20	17/18	18/19	19/20	Home/EU	Overseas	1039	963	892	495	588	640	56.4%	56.6%	56.3%	34.7%	37.6%	37.4%	



Accounting

Female	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/29	19/20	398	458	459	51.3%	54.2%	55.9%	Male	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/29	19/20	378	387	362	48.7%	45.8%	44.1%	



Economics

Female	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/29	19/20	252	271	303	35.0%	37.3%	40.5%	Male	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/29	19/20	469	456	446	65.0%	62.7%	59.5%	



Management

Female	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/29	19/20	981	872	878	61.4%	58.7%	58.8%	Male	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/29	19/20	617	614	615	38.6%	41.3%	41.2%	



Money, Banking and Finance

Female	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/29	19/20	102	114	123	59.3%	54.8%	53.0%	Male	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/29	19/20	70	94	109	40.7%	45.2%	47.0%	



Accounting

Female	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/19	19/20	17/18	18/19	19/20	Home/EU	Overseas	193	171	147	205	288	312	41.9%	43.2%	43.0%	65.1%	64.0%	65.1%	Male	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/19	19/20	17/18	18/19	19/20	Home/EU	Overseas	268	225	195	110	162	167	58.1%	56.8%	57.0%	34.9%	36.0%	34.9%	



Economics

Female	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/19	19/20	17/18	18/19	19/20	Home/EU	Overseas	201	206	212	50	64	91	32.0%	33.9%	35.6%	55.6%	54.7%	60.3%	Male	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/19	19/20	17/18	18/19	19/20	Home/EU	Overseas	427	402	384	40	53	60	68.0%	66.1%	64.4%	44.4%	45.3%	39.7%	



Management

Female	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/19	19/20	17/18	18/19	19/20	Home/EU	Overseas	399	354	323	582	518	555	55.2%	53.2%	53.4%	66.5%	63.2%	62.5%	Male	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/19	19/20	17/18	18/19	19/20	Home/EU	Overseas	324	312	282	293	302	333	44.8%	46.8%	46.6%	33.5%	36.8%	37.5%	



Money, Banking and Finance

Female	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/19	19/20	17/18	18/19	19/20	Home/EU	Overseas	8	7	9	94	107	114	30.8%	23.3%	23.7%	64.4%	60.1%	58.8%	Male	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/19	19/20	17/18	18/19	19/20	Home/EU	Overseas	18	23	29	52	71	80	69.2%	76.7%	76.3%	35.6%	39.9%	41.2%	



Accounting

Female	[VALUE]
750
[CELLRANGE]
[VALUE]
732
[CELLRANGE] 
[VALUE]
759
[CELLRANGE]

17/18	18/19	19/20	0.79281183932346722	0.80705622932745313	0.74266144814090018	946	907	1022	Male	[VALUE]
933
1,253 
[VALUE]
886
1,217
[VALUE]
882
1,337

17/18	18/19	19/20	0.74461292897047082	0.72801972062448639	0.66267763649962608	1253	1217	1337	



Accounting

Female	[VALUE]
208
[CELLRANGE]
[VALUE]
193
[CELLRANGE]
[VALUE]
205
[CELLRANGE]

17/18	18/19	19/20	0.27733333333333332	0.26366120218579236	0.27009222661396576	750	732	759	Male	[VALUE]
241
[CELLRANGE] 
[VALUE]
183
[CELLRANGE]
 [VALUE]
178
[CELLRANGE]

17/18	18/19	19/20	0.25830653804930331	0.19614147909967847	0.19078242229367631	933	886	882	



Economics

Female 	88.2%
599
679


85.6%
599
[CELLRANGE]



 85.0%
531
[CELLRANGE]

17/18	18/19	19/20	0.88200000000000001	0.85599999999999998	0.85	679	672	625	Male 	85.0%
1,166
1,371


 
[VALUE]
982
1,299
80.4%
884
1,100


17/18	18/19	19/20	0.85	0.79900000000000004	0.80400000000000005	1371	1229	1100	



Economics

Female 	25.4%
152
[CELLRANGE]
25.7%
148
[CELLRANGE]
 24.7%
131
[CELLRANGE]

17/18	18/19	19/20	0.254	0.25700000000000001	0.247	599	575	531	Male 	21.9%
255
1,166

22.8%
224
[CELLRANGE]
22.2%
196
[CELLRANGE]

17/18	18/19	19/20	0.219	0.22800000000000001	0.222	1166	982	884	



Management

Female	[VALUE]
1,622
2,132
[VALUE]
1,451
1,989

[VALUE]
1,671
2,352


17/18	18/19	19/20	0.7607879924953096	0.72951231774761183	0.71045918367346939	2132	1989	2352	Male	[VALUE]
1,467
2,151 

[VALUE]
1,287
2,080 

[VALUE]
1,402
2,343


17/18	18/19	19/20	0.68200836820083677	0.61875000000000002	0.59837814767392228	2151	2080	2343	



Management

Female	[VALUE]
480
1,622 

[VALUE]
395
1,451
[VALUE]
482
1,671

17/18	18/19	19/20	0.29593094944512949	0.2722260509993108	0.28845002992220226	1622	1451	1671	Male	[VALUE]
345
1,467
[VALUE]
316
1,287
[VALUE]
359
1,402

17/18	18/19	19/20	0.23517382413087934	0.26806526806526809	0.25606276747503565	1467	1287	1402	



MBF

Female	[VALUE]
97
[CELLRANGE]
[VALUE]
94
[CELLRANGE]


[VALUE]
110
[CELLRANGE]


17/18	18/19	19/20	0.82905982905982911	0.77049180327868849	0.69620253164556967	117	122	158	Male	[VALUE]
121
[CELLRANGE]
[VALUE]
152
[CELLRANGE]
[VALUE]
159
[CELLRANGE]


17/18	18/19	19/20	0.72455089820359286	0.74876847290640391	0.69090909090909092	167	203	220	



MBF

Female	[VALUE]
47
[CELLRANGE]
[VALUE]
43
[CELLRANGE]

[VALUE]
55
[CELLRANGE]

17/18	18/19	19/20	0.4845360824742268	0.45744680851063829	0.5	97	94	110	Male	[VALUE]
36
[CELLRANGE]

[VALUE]
47
[CELLRANGE]

[VALUE]
61
[CELLRANGE]


17/18	18/19	19/20	0.2975206611570248	0.30921052631578949	0.38364779874213839	121	152	159	



Female	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/19	19/20	17/18	18/19	19/20	First Degree Classification	Upper Second Degree Classification	0.69699999999999995	0.65	0.58299999999999996	0.60699999999999998	0.60099999999999998	0.58199999999999996	85	119	126	318	321	294	Male	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/19	19/20	17/18	18/19	19/20	First Degree Classification	Upper Second Degree Classification	0.30299999999999999	0.35	0.41699999999999998	0.3931	0.39900000000000002	0.41799999999999998	37	64	90	206	213	211	



Female	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/19	19/20	17/18	18/19	19/20	Lower Second Degree Classification	3rd 	&	 Pass Degree Classification	0.57599999999999996	0.6	0.54900000000000004	0.58299999999999996	0.316	0	72	87	78	7	6	0	Male	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/19	19/20	17/18	18/19	19/20	Lower Second Degree Classification	3rd 	&	 Pass Degree Classification	0.42399999999999999	0.4	0.45100000000000001	0.41699999999999998	0.68400000000000005	1	53	58	64	5	13	1	



Female	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/19	19/20	17/18	18/19	19/20	First Degree Classification	Upper Second Degree Classification	0.46700000000000003	0.49199999999999999	0.40200000000000002	0.33600000000000002	0.26700000000000002	0.36199999999999999	28	30	39	46	31	47	Male	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/19	19/20	17/18	18/19	19/20	First Degree Classification	Upper Second Degree Classification	0.53300000000000003	0.50800000000000001	0.59799999999999998	0.66400000000000003	0.73299999999999998	0.63800000000000001	32	31	58	91	85	83	



Female	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/19	19/20	17/18	18/19	19/20	Lower Second Degree Classification	3rd 	&	 Pass Degree Classification	0.25	0.36799999999999999	0.14299999999999999	0.33300000000000002	0.4	7	7	2	1	2	Male	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/19	19/20	17/18	18/19	19/20	Lower Second Degree Classification	3rd 	&	 Pass Degree Classification	0.75	0.63200000000000001	0.85699999999999998	0.66700000000000004	0.6	21	12	12	2	3	



Female	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/19	19/20	0.64900000000000002	0.64400000000000002	0.60199999999999998	1301	1484	1342	Male	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/19	19/20	0.35099999999999998	0.35599999999999998	0.39800000000000002	704	822	888	



Female	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/19	19/20	0.503	0.47599999999999998	0.47	79	90	111	Male	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/19	19/20	0.497	0.52400000000000002	0.53	78	99	125	



Female	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/19	19/20	0.47299999999999998	0.39400000000000002	0.53200000000000003	26	28	42	Male	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/19	19/20	0.52700000000000002	0.60599999999999998	0.46799999999999997	29	43	37	



Female	[VALUE]
5376
[CELLRANGE]

[VALUE]
5679
[CELLRANGE]


[VALUE]
4757
[CELLRANGE]



17/18	18/19	19/20	0.62279888785912885	0.60209923664122134	0.51062687848862176	8632	9432	9316	Male 	[VALUE]
2737
[CELLRANGE]


[VALUE]
2935
[CELLRANGE]


[VALUE]
2543
[CELLRANGE]



17/18	18/19	19/20	0.59076192531836824	0.57684748427672961	0.47083873356785783	4633	5088	5401	



Female	[VALUE]
1285
[CELLRANGE]


[VALUE]
1511
[CELLRANGE]



[VALUE]
3368
[CELLRANGE]


17/18	18/19	19/20	0.23902529761904762	0.26606796971297764	0.70800924952701283	5376	5679	4757	Male 	[VALUE]
659
[CELLRANGE]


[VALUE]
796
[CELLRANGE]


[VALUE]
1781
[CELLRANGE]



17/18	18/19	19/20	0.24077457069784436	0.27120954003407155	0.70035391270153358	2737	2935	2543	



Female	[VALUE]
230
[CELLRANGE]


[VALUE]
187
[CELLRANGE]


[VALUE]
216
[CELLRANGE]



17/18	18/19	19/20	0.61007957559681703	0.51515151515151514	0.42023346303501946	377	363	514	Male 	[VALUE]
238
[CELLRANGE]


[VALUE]
202
[CELLRANGE]


[VALUE]
173
[CELLRANGE]



17/18	18/19	19/20	0.536036036036036	0.51530612244897955	0.4138755980861244	444	392	418	



Female	[VALUE]
33
230


[VALUE]
34
187



[VALUE]
117
216


17/18	18/19	19/20	0.14347826086956522	0.18181818181818182	0.54166666666666663	5376	5679	4757	Male 	[VALUE]
44
238


[VALUE]
51
202


[VALUE]
91
173



17/18	18/19	19/20	0.18487394957983194	0.25247524752475248	0.52601156069364163	2737	2935	2543	



Female	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18 	18/19	19/20	17/18 	18/19	19/20	Home	Overseas	0.52500000000000002	0.43099999999999999	0.40799999999999997	0.65400000000000003	0.65400000000000003	0.61899999999999999	83	81	87	1,244	1,431	1,297	Male	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18 	18/19	19/20	17/18 	18/19	19/20	Home	Overseas	0.47499999999999998	0.56899999999999995	0.59200000000000008	0.34599999999999997	0.34599999999999997	0.38100000000000001	75	107	126	658	758	799	



Female	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/19	19/20	17/18	18/19	19/20	17/18	18/19	19/20	Distinction	Merit	Pass	0.69037656903765687	0.68686868686868685	0.63278688524590165	0.70717131474103589	0.70917874396135261	0.62920489296636084	0.58774834437086088	0.58823529411764708	0.58520179372197312	165	204	193	710	734	823	355	410	261	Male	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/19	19/20	17/18	18/19	19/20	17/18	18/19	19/20	Distinction	Merit	Pass	0.30962343096234307	0.31313131313131315	0.36721311475409835	0.29282868525896416	0.29082125603864734	0.37079510703363916	0.41225165562913907	0.41176470588235292	0.41479820627802688	74	93	112	294	301	485	249	287	185	



Female	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/19	19/20	17/18	18/19	19/20	17/18	18/19	19/20	Distinction	Merit	Pass	0.3	0.27272727272727271	0.5	0.5	0.51428571428571423	0.5625	0.41666666666666669	0.2857142857142857	0.5714285714285714	3	3	13	11	18	18	5	4	4	Male	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/19	19/20	17/18	18/19	19/20	17/18	18/19	19/20	Distinction	Merit	Pass	0.7	0.72727272727272729	0.5	0.5	0.48571428571428571	0.4375	0.58333333333333337	0.7142857142857143	0.42857142857142855	7	8	13	11	17	14	7	10	3	



Female	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/19	19/20	42	46	54	48.8%	47.9%	50.0%	Male	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/19	19/20	44	50	54	51.2%	52.1%	50.0%	



Female	[VALUE]
34
217

[VALUE]
36
261
[VALUE]
48
284

17/18	18/19	19/20	0.157	0.13800000000000001	0.16900000000000001	217	261	284	Male	[VALUE]
30
325
[VALUE]
33
341

[VALUE]
35
400

17/18	18/19	19/20	9.1999999999999998E-2	9.7000000000000003E-2	8.7999999999999995E-2	325	341	400	



Female	[VALUE]
16
34

[VALUE]
20
36

[VALUE]
34
48


17/18	18/19	19/20	0.47099999999999997	0.55600000000000005	0.70799999999999996	30	33	35	Male	[VALUE]
14
30


[VALUE]
20
33

[VALUE]
26
35


17/18	18/19	19/20	0.46700000000000003	0.60599999999999998	0.74299999999999999	30	33	35	



Female	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/19	19/20	16	18	16	45.7%	60.0%	61.5%	Male	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

17/18	18/19	19/20	19	12	10	54.3%	40.0%	38.5%	



BBS Progression Pipeline: 2017-18

Female	
UG	PGT	PGR	0.53	0.64400000000000002	0.48799999999999999	Male	
UG	PGT	PGR	0.47	0.35599999999999998	0.51200000000000001	



BBS Progression Pipeline: 2018-19

Female	
UG	PGT	PGR	0.52500000000000002	0.63600000000000001	0.47899999999999998	Male	
UG	PGT	PGR	0.47499999999999998	0.36399999999999999	0.52100000000000002	



BBS Progression Pipeline: 2019-20

Female	
UG	PGT	PGR	0.53500000000000003	0.59899999999999998	0.5	Male	
UG	PGT	PGR	0.46500000000000002	0.40100000000000002	0.5	



Female 	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

2018	2019	2018	2019	2020	2019	2020	2018	2019	2020	2018	2020	2018	2019	2020	2018	2019	2020	2018	2019	2020	R(6-8)	RF(7)	RF(8)	L(8)	SRF(9)	SL(9)	Reader(9)	Prof(10)	3	1	10	19	15	1	2	35	39	38	1	14	15	18	5	4	5	18	19	17	100%	100%	63%	76%	75%	50%	100%	43%	44%	43%	100%	0%	26%	30%	34%	50%	33%	38%	34%	32%	31%	Male	

[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

2018	2019	2018	2019	2020	2019	2020	2018	2019	2020	2018	2020	2018	2019	2020	2018	2019	2020	2018	2019	2020	R(6-8)	RF(7)	RF(8)	L(8)	SRF(9)	SL(9)	Reader(9)	Prof(10)	6	6	5	1	46	50	50	1	39	35	35	5	8	8	35	40	38	0%	0%	37%	24%	25%	50%	0%	57%	56%	57%	0%	100%	74%	70%	66%	50%	67%	62%	66%	68%	69%	



Female	
2018	2019	2020	2018	2019	2020	2018	2019	2020	BBS	Russell Group	All HEI	0.41099999999999998	0.39600000000000002	0.36499999999999999	0.214	0.21600000000000003	0.22600000000000001	0.23200000000000001	0.23699999999999999	0.248	Male	
2018	2019	2020	2018	2019	2020	2018	2019	2020	BBS	Russell Group	All HEI	0.58899999999999997	0.60399999999999998	0.63500000000000001	0.78600000000000003	0.78400000000000003	0.77400000000000002	0.76800000000000002	0.76300000000000001	0.752	



Female	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

2018	2019	2020	2018	2019	2020	2018	2019	2020	Research Only	Teaching and Research	Teaching Focused	14	21	17	54	54	54	18	23	24	70%	75%	74%	37%	36%	36%	36%	39%	40%	Male	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

2018	2019	2020	2018	2019	2020	2018	2019	2020	Research Only	Teaching and Research	Teaching Focused	6	7	6	93	97	95	32	36	36	30%	25%	26%	63%	64%	64%	64%	61%	60%	



Female	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

RF(7)	L(8)	SL(9)	Reader (9)	Prof (10)	0.75	0.44444444444444442	0.29411764705882354	0.38461538461538464	0.30909090909090908	15	40	15	5	17	Male	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

RF(7)	L(8)	SL(9)	Reader (9)	Prof (10)	0.25	0.55555555555555558	0.70588235294117641	0.61538461538461542	0.69090909090909092	5	50	36	8	38	



Female	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

2018	2019	2020	2019	2020	2018	2019	2020	2018	2019	2020	2018	2019	2020	2018	2019	2020	RF(7)	RF(8)	L(8)	SL(9)	Reader(9)	Prof(10)	1	1	1	1	1	34	37	36	14	14	16	5	8	8	18	18	16	100%	100%	100%	100%	100%	45%	44%	44%	26%	29%	33%	50%	67%	62%	38%	36%	33%	Male	




[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

2018	2019	2020	2019	2020	2018	2019	2020	2018	2019	2020	2018	2019	2020	2018	2019	2020	RF(7)	RF(8)	L(8)	SL(9)	Reader(9)	Prof(10)	42	47	46	39	34	33	5	4	5	29	32	33	0%	0%	0%	0%	0%	55%	56%	56%	74%	71%	67%	50%	33%	38%	62%	64%	67%	



Female	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

2018	2019	2018	2019	2020	2019	2020	2018	2019	2020	2018	2020	2019	2020	2018	2019	2020	R(6-8)	RF(7)	RF(8)	L(8)	SRF(9)	SL(9)	Prof(10)	3	1	9	18	14	1	4	3	4	1	1	2	1	1	100%	100%	60%	75%	74%	100%	0%	80%	60%	67%	100%	0%	50%	50%	0%	11%	17%	Male	

[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

2018	2019	2018	2019	2020	2019	2020	2018	2019	2020	2018	2020	2019	2020	2018	2019	2020	R(6-8)	RF(7)	RF(8)	L(8)	SRF(9)	SL(9)	Prof(10)	6	6	5	1	1	2	2	1	1	2	6	8	5	0%	0%	40%	25%	26%	0%	100%	20%	40%	33%	0%	100%	50%	50%	100%	89%	83%	



Female 	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

Full Time	Part Time	Full Time	Part Time	Full Time	Part Time	Full Time	Part Time	Full Time	Part Time	Full Time	Part Time	2018	2019	2020	2018	2019	2020	Open-ended Contracts	Fixed-term Contracts	70	2	72	3	71	4	8	6	16	7	15	5	40%	17%	39%	23%	39%	27%	62%	35%	73%	35%	75%	29%	Male	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

Full Time	Part Time	Full Time	Part Time	Full Time	Part Time	Full Time	Part Time	Full Time	Part Time	Full Time	Part Time	2018	2019	2020	2018	2019	2020	Open-ended Contracts	Fixed-term Contracts	105	10	111	10	109	11	5	11	6	13	5	12	60%	83%	61%	77%	61%	73%	38%	65%	27%	65%	25%	71%	



Female	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

2018	2020	2018	2019	2020	2018	2019	2018	2019	2020	RF(7)	L(8)	SL(9)	Prof(10)	0	7.0000000000000007E-2	0.06	0.05	0.03	0	0.27	0	0.05	0.12	0	1	2	2	2	0	4	0	1	2	Male	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

2018	2020	2018	2019	2020	2018	2019	2018	2019	2020	RF(7)	L(8)	SL(9)	Prof(10)	0.33	0.2	0.09	0.06	0.01	0.08	0.06	0.03	0	0.05	2	1	4	3	2	3	2	1	0	2	



Female	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

Applications	Shortlisted	Appointments	Applications	Shortlisted	Appointments	Applications	Shortlisted	Appointments	Applications	Shortlisted	Appointments	Applications	Shortlisted	Appointments	2016	2017	2018	2019	2020	150	15	8	253	40	18	428	68	28	388	47	21	165	23	8	32%	21%	40%	37%	42%	42%	33%	44%	49%	38%	43%	53%	38%	46%	57%	Male	[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]
[CELLRANGE]
[VALUE]

Applications	Shortlisted	Appointments	Applications	Shortlisted	Appointments	Applications	Shortlisted	Appointments	Applications	Shortlisted	Appointments	Applications	Shortlisted	Appointments	2016	2017	2018	2019	2020	323	37	12	428	55	25	874	86	29	636	63	19	264	27	6	68%	79%	60%	63%	58%	58%	67%	56%	51%	62%	57%	47%	62%	54%	43%	



Female	[CELLRANGE] 
[VALUE]

[CELLRANGE] [VALUE]

[CELLRANGE] [VALUE]


17/18	18/29	19/20	1733	1716	1763	53.0%	52.5%	53.5%	Male	[CELLRANGE], [VALUE]

[CELLRANGE], [VALUE]

[CELLRANGE], [VALUE]


17/18	18/29	19/20	1534	1551	1532	47.0%	47.5%	46.5%	
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opposed to having a professional carcer. I am now working at Barclays on the

‘Treasury graduate scheme, where I am training towards the ACA - from which
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Exploring Academic Leadership Roles

March 29 2021 15.00-16.30

This year, due to current post holders reaching the end of their term, a number
of academic leadership posts will become vacant within the School. This event
aims to explore the various roles open to staff, demystify the day-to-day of
holding a leadership position, and encourage applications.

The event is open to all academic staff, both those currently ready to apply for
a leadership position, and those considering options for later in their career.

Speakers:

Professor Cathy Cassell
Professor Penny Tuck
Professor Dan Herbert
Professor Matt Cole

Dr Caroline Moraes
Professor Hisham Farag
Dr Paul Lewis

Dr Scott Taylor

Agenda:

15.00-15.10 — Welcome and outline of roles available in 2021 (Cathy Cassell)

15.10-15.20 — Research Roles (Penny Tuck)

15.20-15.30 — Education Roles (Dan Herbert)

15.30-16.00 — Panel Discussion on Head of Department Role (with Caroline
Moraes, Paul Lewis, and Hisham Farag, Chaired by Matt Cole)

16.00-16.10 — Q&A with speakers

16.10-16.20 — Leadership Roles in the Context of your Career (Scott Taylor)

16.20-16.30 — Closing Remarks (Cathy Cassell)
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Covid Support Programme —

The Covid Support Programme aims to support future research leaders who will bear the brunt of major
Covid-19 setbacks to individual research projects and the wider research landscape. Building on our proven
track record nurturing early/mid-career researchers through targeted pump-priming awards which lead on to
significant returns on investment (both financially and with respect to career development), we will focus
funding with key application criteria relating to how funding will help to mitigate specific individual career
setbacks caused by Covid-19.

Support Schemes

These schemes include awards of up to a maximum of £5k across:

« Pilot data - The acquisition of data to support new research directly informing specific planned external
research funding applications or in response to reviewers’ comments on key articles

« Mobility - Establishing new collaborations or technical capabilities through national/global visits [note:
awards will recognise the limited likelihood and risks of international travel]

« Giving Back Time - this stream gives successful applicants a payment of up to £500 to provide a short-
term boost to their work capacity by alleviating other personal pressures. For example, an award could be
used to pay for additional child-related expenses over and above usual arrangements thereby ‘giving
back time’ to the recipient.

« Equity Bridging Fund - to support award holders with their work. This can be through salary costs via
extensions to contracts or increasing hours for part-time staff if required and applies to any staff group.
For researchers, priority will be given to those who have not received any COVID-19 mitigation support to
date.

« Supporting Teaching, Technical, Research, Academic and Professional Services - provides funds to
pay for workers engaged through WorkLink to support staff with their work. Applicants can apply for either
20 or 40 hours of support.
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A set of accessible, easy-to-use tools for organisations to support fathers in the workplace
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Shared Parental Leave

September 2018

Shared Parental Leave: Why is take-up

so low and what can be done?

Holly Birkett and Sarah Forbes

With the introduction of Shared Parental Leave (SPL) in 2015, why are so
few taking advantage of a policy designed to encourage equal parenting?
This brief outlines the results of the first phase of the Equal Parenting

project, highlighting the multiple barriers to the take-up of SPL in the UK.

Key messages

e Significant barriers to the take-up of SPL were identified through this
research, notably: organisational, cultural, communication, financial and
policy barriers. Gatekeeping behaviours were also influential.

e Unlike previous research in this field, this sample includes people who were
entitled to but did not take SPL and those who had children but were not
entitled, such as the self-employed, as well as those who took SPL.

e Other factors which affected take-up included: socio-economic background
and job role, education and information seeking skills and ethnic
background.

e Key recommendations include: review workplace culture, improved and
timely SPL communications, use relatable workplace champions, review
Equality Act (2010) to include paternity characteristics, expand eligibility
criteria and remove maternal transfer mechanism.
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Equality, Diversity and Inclusivity (EDI) Group

Thank you for your thoughts and comments sent through the online suggestion box. The EDI Group is
currently carefully considering each post received and is working on actions for the School.

As many colleagues are continuing to work from home, we wish to ask for your thoughts again on your
experiences. Please kindly add any thoughts and reflections by visiting the Staff Comments and
Suggestion Box page.

Please check back regularly for updates on our new Colleagues’ Cultural Calendar and the School’s
‘Decolonising the Curriculum’ plan.

Inclusivity Cultural Students Staff Comments
Pledge Calendar and EDI & Suggestion Box
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EDI training

‘This is a space where we have amassed short videos and podcasts pertaining to issues related to
equality, diversity and inclusion. If you wish to add additional sources, please contact us.
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In June 2018, the University led on the research
for the West Midlands Combined Authority’s
report, Leaders Like You. The report concluded
not only that diversity and inclusion in leadership
matter, but also that we need to transform the
way that we think about leaders and leadership.

What are the possibilities of using the arts to transform the way that we think
about leadership? The arts have an unrivalled ability to create change and
transformation, challenging convention and inspiring us to see the familiar in new
ways.

This event, hosted by Professor Kiran Trehan, will explore the options for working
with artists to create open learning spaces and visual representation of our
current situation and where we need to be. This interactive workshop, will help us
to explore how we can use creative approaches to make leadership diversity
everyone’s business.

So join us for our creative brunch event where you will have the opportunity to explore leaders, leadership and
identity through stories, pictures, and a live performance from Birmingham-based Dragpunk.
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100 years ago in 1919, Nancy Astor became the first
female MP to take a seat in Parliament. A century on, it
is appropriate to reflect on progress in terms of equal
representation and how political power is shared
between men and women.

In some respects, the role of female politicians is well known to us. The UK has seen two
female Prime Ministers, a female First Minister for Scotland and Northern Ireland, and
women hold influential positions as Ministers and Chairs of Parliamentary

Committees. Join us on International Women's Day for a discussion which will explore
whether there has been improvements in the visibility of women in power or do such
‘improvements’ simply mask the ongoing challenges that women face in the UK?

This discussion will be livestreamed on the University of Birmingham Facebook page.
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Black and ethnic minority businesses make important contributions to the UK economy,
contributing an estimated £25-32 billion per year and helping to regenerate declining sectors
and places. These businesses act as catalysts for multinational trading links and help to
integrate new migrants. A lack of supportive diversity policy and practice is hindering economic
and social inclusion.

A major report on leadership diversity in the West Midlands led by the University of Birmingham has identified a
number of recommendations to address the leadership diversity gap within businesses. As a result diversity
strategy, operations and workplace practices have improved at both a local and national scale.

To address the urgent need for change, this panel will discuss how we can drive diversity and inclusion in
business and shape diversity policy to make a real difference.

Register via Eventbrite here

Speakers

« Chair: Professor Kiran Trehan, Professor of Leadership and Enterprise Development, University of Birmingham

Naz Shah MP, Shadow Minister for Women and Equalities

Carys Roberts, Chief Economist and Head of the Centre for Economic Justice, IPPR

Nan Sloane, Author of The Women In the Room: Labour’s Forgotten History

Salma Yaqoob, Political activist, commentator and broadcaster
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Companies in the top quartile for gender and ethnic diversity are more likely to have higher
financial returns than the industry average. Yet, in the UK only one in five small and medium-
sized business are being run by women, creating a significant pool of untapped entrepreneurial
potential.

A major report on leadership diversity in the West Midlands led by the University of Birmingham has identified a
number of recommendations to address the leadership diversity gap within businesses. As a result diversity
strategy, operations and workplace practices have improved at both a local and national scale.

To meet the urgent need for change, this panel will discuss how we can address the leadership diversity gap
within business and develop enterprise capability to make diversity everyone’s business.

Register via Eventbrite here

Speakers

« Chair: Professor Kiran Trehan, Professor of Leadership and Enterprise Development, University of Birmingham
« Virginia Crosbie, Director of Women2Win

« Simone Roche, CEO and Founder of Northern Power Women

« Ella Smillie, Head of Policy and Campaigns, The Fawcett Society

« Meera Sonecha, Policy Advisor to Andy Street, Mayor of the West Midlands

« Helen Whately, MP (invited)
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International perspectives on progress towards and barriers to reaching workplace
equality: A morning workshop orgar ingham with and for The
Equality Trust

hitps://www_eventbrite.co_uk/e/th uali

ckets-135338756865

Despite decades of state policy, legislation, case law, activism and research, women
continue to be systematically paid less than men for equal and similar work. Equal pay
reforms such as the UK's Equal Pay Act (1970) are rightly recorded as landmark
moments in the struggle for equality. Gendered wage gaps and differentials have
narrowed in many countries, but remain stubbornly resilient. This has become especially
noticeable during the most recent wave of feminist activism and the Covid-19 pandemic.

We also continue to observe discriminatory professional and occupational stereotyping,
leading directly to women receiving less economic reward during and after working life.
This should be a concern for everyone, in its economic, social, and material effects.

This workshop asks why such discrimination continues to frame all of our working lives,
and looks towards a renewal of policymaking, law, activism, and research to challenge it
We bring together an international group of speakers to share their expertise in gender
equality activism and policy, speaking to research and practice, taking questions
throughout the workshop. The workshop will be equally relevant to anyone working in this
area as a policymaker, civil servant, activist, or academic.

The Equality Trust is a registered charity that works to improve the quality of life in the
UK by reducing economic and social inequality. Through the #EqualPay50 campaign.
The Equality Trust is working to increase the pressure on employers to meet their legal
obligations towards equal pay and to persuade the Government to take immediate action
to finally end unlawful gender pay inequality.

Speakers

Opening: Wanda Wyporska, Executive Director, The Equality Trust

Chidi King, Director of Equality Department, International Trade Union Confederation
Ragna Kemp Haraldsdsttir, Assistant Professor of Information Science, School of Social
sciences, University of Iceland/Haskali Islands.

Is work done by women worth less than work done by men? The Equal Pay Standard and
the Equal Pay Gap

Daniel Perez Del Prado, Professor of Workplace Rights and Social Security, Universidad
Carlos Ill de Madrid

Tracy Warren, Professor of Sociology, Nottingham University Business School

Women’s work, class and COVID-19 in the UK: turning back the clock on progress
towards workplace equality?

Meghan Campbell, Senior Lecturer in Law, University of Birmingham

Geraldine Healy, Professor of Employment Relations, Queen Mary University of London
Closing: Catherine Cassell, Dean, Birmingham Business School, University of
Birmingham
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The Changing Face of Business: Diversity in Finance
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‘Women Who Challenge: Making your Passion your Job

To celebrate Intenational Women's Day. this #BBSEDI event showcased how successful alumni
#ChooseToChallenge in the world of work Zahra Zahira Zakaria of UoB's Women in Finance Society, was joined
by inspirational alumni who shared their experiences and offered advice on how to: tum your passion into your
job create space for yourself and others; and make a tangible difference to the communities we five in

- Georgina Mugugu, Security Analyst at the World Bank
- Oyinkansola Adebayo, Development Economist and CEO of Niyo Enterprise

« Gaby Mendes, Founder of Talk Twenties and Host of the Talk Twenties Podcast

R)) Women Who Challenge: Making your Passion your Job

UNIVERSITYOF
BIRMINGHAM

Watchon @BYuiibe

Women Who Challenge: Maki jour Job
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Disability in Leadership: New Challenges — New Possibilities?

On 2" June 2021, The Work Inclusivity Research Centre (WIRC) at the University of Birmingham, in conjunction
with the (UK) National Association of Disabled Staff Networks (NADSN) and PurpleSpace held an online webinar
entitled ‘Disability in Leadership: New Challenges — New Possibilities?’

The event was hosted by Dr John Gibney (Department of Management) & Dr Harriet Clarke (Department of
Social Policy and Social Work). The aim of the event was to energise an influential conversation with colleagues
on/around some important Disability and Leadership themes that were addressed by our three expert guest
speakers.

Following the 3 guest speaker presentations, participants were invited to give their reactions, and also to share
their thinking and experiences across 3 themes:

« Theme 1: To what extent are disabled people making progress in/with leadership roles? What is getting in the
way?

« Theme 2: What could people in positions of power and influence [business leaders, educations leaders,
voluntary sector leaders, policy-makers] do to improve progress?

« Theme 3: Beyond the current pandemic - what might the term ‘successful’ leadership in business, education, the
voluntary sector and public policy-making comprise/mean for disabled people?
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m A research project was undertaken by
Dr Holly Birkett (Management department)
and Dr Sarah Forbes (Marketing
department), along with colleagues from
the University of Kent, to understand
experiences of homeworking during the
Covid-19 lockdowns and future attitudes to
flexible working. This involved two surveys,

one with employees and one with managers.

Specifically, the employee survey explored
how employees perceived the support they
received from managers and organisations,
how families shared housework and
childcare (if applicable) as well as the
impact on productivity and future attitudes
to flexible working.

Professor Siddhartha Bandyopadhyay,
Professor of Economics and Director of the
Centre for Crime, Justice and Policing has
co-written a commentary on a Public Health
Approach to managing domestic abuse
during the Govid-19 pandemic. This has
been published in The Lancet Public Health,
The Conversation and also featured in the
Chartered ABS and ITN launch film
‘Business Schools for Good' https://
charteredabs.org/chartered-abs-and-itn-
launch-business-schools-for-good-film/.
In these articles, Professor Bandyopadhyay
highlights the under-reported and hidden
nature of both domestic violence and child

maltreatment and the cost of these crimes
both to the victims and the public health
system, concluding that during periods of
lockdown in response to Covid-19, these
crimes are increasing with potentially
devastating consequences. He progresses
to discuss ways to combat them through
health surveillance.

The data collected for the survey confirmed
mothers were taking on a lot more
housework and childcare during lockdown.
In fact, during lockdown, mothers were also
likely to undertake their paid work in the
evenings to cope with the increased
childcare. However, our research also found
that fathers also took on additional load,
taking on more childcare during the
lockdown period. Interestingly, the data also
showed that fathers who took more than two
weeks' paternity leave after the birth or
adoption of their child were more likely to
have their female partner report that
childcare was being shared equally during
lockdown. Finally, the data showed that the
majority of respondents intended to work
flexibly in the future.

Gender Norms in the UK Public Sector
Three members of the Department of
Management and Work Inclusivity Research
Centre (Dr Holly Birkett, Professor Jo Duberley
and Dr Scott Taylor) completed a six-month
project, focused on discriminatory outcomes
attributed to gender norms in the UK public
sector. The project received funding of
£20,000 and involved two postdoctoral
research assistants (Dr Julie Whiteman and

Dr Henry Price). It followed on from an annual
internal organisational wellbeing and stress
survey that identified differential experiences
in these areas for women in senior positions.
Analysis of interviews and audio-diaries

showed that despite a significant number

of recent equality, diversity and inclusion
initiatives, gender norms continue to influence.
the organisation of work and working cultures,
and that there continues to be a masculinised
‘ideal worker' expectation for senior staff.

The project report, currently confidential,
concluded with a shortlist of recommendations,
1o consolidate existing initiatives and to target
future efforts on this damaging dynamic.
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Diversity and Inclusivity within Organisations

Led by Professor Jo Duberley and Dr Holly Birkett

This stream involves researchers who study the individual experience of diversity within
organisations and across the career pipeline: occupational gender segregation; social
mobility and access to the professions; the gender pay gap; the experiences of disability and
inclusion; managing an ageing workforce; time use and well-being; and the take-up and
experience of shared parental leave.

Ministry of Defence Inclusivity Project: “Defence Inclusivity: The Lived
Experience”

Dr Etlyn J. Kenny & Professor Jo Duberley are undertaking a large-scale qualitative study to
explore the ‘Lived Experience’ of females and BAME personnel working in the Ministry of
Defence (MOD). The aim of the study is to better understand the experiences of these
individuals (in comparison with the white, male majority) to inform further actions to improve
the representation of these minority groups across MOD. Practitioners in the field have
recognised the considerable scale and ambition of the study, which incorporates data from
over 600 personnel across the three Armed Services and Civil Service in the UK; from this,
they expect to garner valuable sociological insight of use to large-scale military organisations.

Wellbeing in the Workplace

Led by Dr Daniel Wheatley, Dr Caroline Chapain and Sophie
Sinclair

Well-being at work is increasingly recognised as being central to the health of individuals,
organizations and society. This stream of research aims to develop our understanding of, and
the factors influencing, well-being at work including conducting research into job quality, work-
life balance and flexible working (including remote working), relationships at work,
commuting, job security and multiple job holding, and patterns of working hours including
evidence of overwork and its impacts. Our work extends to developing frameworks and tools
to inform organizational well-being strategy.

Equal Parenting Project

To complement the work of WIRC, Dr. Holly Birkett and Dr. Sarah Forbes are leading the
Equal Parenting project with the aim of improving the use of family friendly policies in the UK
and encouraging equality in the workplace. In the case of Shared Parental Leave (SPL),
Forbes and Birkett are the first academics in the UK to systematically look into the reasons
for the low take up of SPL and to design interventions for improving take up at both the
organisation and government level. Through the use of a strong bank of rich empirical
evidence, Birkett and Forbes aim to better inform UK organisations and government
departments in future decision making in this field.
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Trust

Led by Professor Mark Saunders and Dr Margarita Nyfoudi

Trust within and between organisations has been shown to be the lubricant which enables business
to function. In organisations where there are high levels of trust, employees are more productive and
collaborative, have more energy and are more likely to stay longer. Arguably as important, if not more
s0, they are also more likely to be happier in the workplace and in their lives generally.

In the Business School's Workplace Inclusivity Research Centre, the Trust research stream explores
issues of employee trust and distrust both within and between organisations as well as between
organisations and those who interact with them. Within our work, trust is defined as the willingness to
become vulnerable to another based upon favourable expectations of their intentions and behaviour.
This trust is demonstrated through a risk-taking act.

The conceptual and empirical research in the trust stream advances our understanding of the role
and dynamics of trust and distrust, its development in organisations and its impact on both those in
the workplace and those who interact and engage with them.

Labour Market Inequalities and Disadvantages

Led by Professor Fiona Carmichael and Dr Christian Darko

This stream conducts research using regional, national and cross-country level data in order to
quantify inequalities in labour market outcomes and investigate their causes and

consequences. Differences associated with lower income, earnings and employment participation by
gender, ethnicity, disability, age and nationality are a particular focus.

Inclusive Labour Governance and Employee Voice

Led by Professor Tony Dobbins and Dr Ben Hopkins

This stream examines the concept of inclusivity from a critical, sociological perspective. It includes
researchers with an interest in shifting patterns of labour governance and the sociology of work
including: conflict and resistance; employee voice, silence and industrial democracy (including the
role of trade unions, management labour workplace partnerships, worker directors and employee-
owned enterprises); the regulation of employment; the living wage; and ethical HRM practices.
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presented to CoSS College Board with

‘ associated recommendations N ovem b er
T | S (O}

CoSS Wellbeing Taskforce webpages launched
www.intranet.birmingham.ac.uk/coss-wellbein;

Developed by Chloe Carpenter

Managing our Wellbeing, in unusual times

Dearal

Cans Not Cards 2

CoSS Wellbeing Newsletter

Launch of periodic Wellbeing Newsletter SRl Ecampalen generatediigy

and toiletry items for two lo
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2020

CoSS @Home
Taskforce responds to impact of pandemic
with the launch of CoSS @Home initiative Wellbeing Blogs
providing a dedicated resource for stories Launch of a series of research-informed blogs

and pictures from colleagues to share tips, throughout 2020 on range of wellbeing related
advice and experiences of wellbeing Ma rCh topics, including:
Working well at home by Dr Daniel Wheatley
Mental health and kindness by Maureen Smojkis
Wellbeing and green spaces by Dr Louise Reardon

Reasons to enjov running by Dr Lee Gregory

Launch of Gardeners Corner
New section of the CoSS Wellbeing webspace focusing

Virtual Yoga Sessions for Staff on gardening with regular content generated by
Launch of yoga sessions led by UoB Sport Taskforce member Jody Hopewell and University of
Virtual Book Club _] une Birmingham Groundskeeper Lewis Warwick

Led by lola Jones

Gardener's Corner

Wellbeing in a Virtual Environment

Provision of guidance for staff
regarding methods of maintaining
wellbeing while working remotely

Fabulous Forty Fundrais:
CoSS Wellbeing partnered with Birming
‘Women's Aid in celebration of their 40
and raised £2172 through completing a
i ] kast I S 2

Befriending with Entr:
Opportunity for CoSS staff to vol
of a newly developed telephon
scheme, supporting refugees

CoSS Mindfulness
Launch of CoSS Mindfulness resource developed
by Taskforce members Vickie Glynn and Georgina
Bromley on CoSS Wellbeing webspace including a

three minute pre-recorded mindfulness practice. Mental Health First Aid and World Mental Health Day

Series of virtual ‘time to connect’ meetings held by
Mental Health First Aiders led by Maureen Smojkis

December

Cans Not Cards 2
Second annual giving cal
two local foodbal




image106.jpeg




image107.jpeg




image108.jpeg




image109.jpeg




image110.jpeg




image111.jpeg




image112.jpeg




image113.jpeg




image8.png




image114.jpeg




image115.jpg
UNIVERSITYOF
= BIRMINGHAM

T MILLION PEOPLE IN THE UK
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#birminghamheroes
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State of the Region 2021

‘Welcome to State of the Region 2021 — the fifth annual review of performance across the West

Midlands.

‘This report is written on behalf of the West Midlands Combined
Authority (WMCA), and all its partners, by the WM REDI partnership. It
should be seen as a stockiake of where the region stands, it's a snapshot
of how the region is doing and where partners need to work together to
improve the region. But this year, s last, it is still produced in extraordinary
circumstances and it's a call to action for everyone invested in the West
Midiands (View last year's report here)

‘The State of the Region is a high-level report in comparison to its
predecessors due to the wealth of research and supporting reports
published throughout the pandemic. As in previous years, the report
highiights the major challenges facing the region, its citizens and
businesses and the challenge facing all bodies charged with improving the
wellbeing, economy and environment It is important to note this report was
written in June 2021 and that some of the data included changes on a
‘weekly basis. The latest data will be found in the weekly monitors as
circumstances unfold.

St Ls]
Copy lnk

the Region -
2021

Watchon @B Yodube

State of the Region 2021 launch event

‘This report endeavours to be an honest reflection of the current regional conditions, specifically highiighting the
challenges faced in the next 12 months. However, the report is not attempting to suggest what the solutions are
or whose responsibillty tis to deliver them; this lies within strategies and action plans of all the regional partners,
Who own and deliver activities in the West Midlands. It is an executive summary s part of a suite of documents
that highiights our evidence base and continuing to build our understanding of the performance of the region
‘There are challenges to understanding this performance and how partners change places for the better, not least
understanding the causation and causality between action, output and outcomes. This document provides a
balanced approach to regional monitoring and a useful tool to understand the progress the region is making

through our combined action.
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What is the Birmingham Economic Review

The annual Birmingham Economic Review is produced by the University of Birmingham’s City-REDI and the Greater Birmingham Chambers of Commerce.

an in-depth exploration of the economy of England’s second city and a high-quality resource for informing research, policy and investment decisions.

Below you can find a summary and the full 6 chapters of the Birmingham Economic Review for 2021.

investment & growth; | | (W 13%in 2020);
talent attraction &
retention; productivity
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But low skils & high
unemployment
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| and weltbeing.

Birmingham Economic But inward nvestment
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Review 2021 optimism remained

strong.
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de, competitiveness and governance

Xplore the Brexit risk expos;
ure an,
enges that cities and regiong hn‘:l

City REDI Brexit roadshow highlights

Over two weeks in May 2018 we visited 4 major UK cities to present
research findings from the project. We brought political and business
leaders together with academics and civil society organisations to
discuss the likely impacts of Brexit and actions that needed to be
taken.
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Working for a responsible future: exhibition

‘We are working for a responsible future by helping businesses to make workplaces more
inclusive, improving organis

ional trust and encouraging more diverse leadership. From 28
February - 25 April, an exhibition highlighting our work in the area of fair workplaces will be at
the Confederation of British Industry's headquarters.

il = K5
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Over 11in 5 people in the UK are now living
in poverty. In-work poverty rates are the
hi&est they have been in twenty years. As
aresult, food insecurity across the UK has
never been higher causing emergency food
aid usage to rise.

Hosted by Dr Caroline Moraes

Statistics on community-based food aid in the UK are largely based on
individuals who use the 1,200 emergency services provided by the Trussell
Trust food banks. This does not represent the whole story, as another 805
community-based food services are operating independently. The
invisibilit of independent community-based food aid and it role for
Wuinerable consumers raises important questions, requiring public
awareness and attention

This event aims to shed light on those accessing emergency food, their experiences of living in food poverty and
‘what support s currently available. There will be a short screening and analysis of a scene from the film /, Daniel
Blake. a panel discussion, and an opportunity to interact with panel members via audience polls. Food and
tolletry donation boxes will be available during the event

Paneliists are as follows:

Lynne Oakley. Elim Life Church Food Bank Volunteer Manager
- Morven McEachem, Professor of Sustainability & Ethics, University of Huddersfield

David Beck. Lecturer in Social Policy, University of Saford
- Marsha Smith, The Super Kitchen / PhD Candidate at Coventry University
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Experiments for the Social
good

SR

3tall

Free

< Selea Ended Detaile

Exporionce the aciencs that holps us maks better dacisions about health, Date and time
wealth, and the

Mon, 9 November 2020
17:30 - 19:00 GMT
About this event Add to celendar

This event will be led by the experimental economics group at the
University of Birmingham, including Dr Johannes Lohse, Dr Rebecca
McDonald, Dr Danae Arroyos-Calvera, and Prof Kimberley Scharf. Online event

Location

How do we make better decisions about health, wealth o the climate?
Experiments are a great way to find out. In this interactive event you
are invited to immerse yourself into some classic experiments on
decision-making that willtell you about your tolerance for risks,
whether you are a cooperative person, and what may keep you from
helping others more. In the second part of the event researchers from
University of Birmingham's behavioural economics group will explain
how they apply similar experiments to help policymakers make better
decisions about Covid-19, stopping climate change or helping those in
need,
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Gender, Feminism and Identity:
What makes you, you?

Whatsit about? Of particular intarsst to
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Athena Swan <Athena.Swan@advance-he.ac.uk> M Liza Jabbour (Department of Management); | Athena Swan ~ 1

RE: Extension request/word count
Archive ~ 08/02/2022

Action Items + Get m

Dear Liza,
Thank you for your email.

We are happy to grant an additional 1000 words to the Birmingham Business School for their November 2021 submission due to their faculty-like submission. The additional words are to allow the Schoo!
analyse and reflect on any departmental or discipline-specific differences, and to demonstrate how Athena Swan principles are embedded in each constituent unit.

Please include this email in your submission as confirmation of the agreed additional word count, and state in the submission where the additional words have been used.

Many thanks,
Clare

Clare Merritt
Charters Assessment Manager — Athena Swan

‘AdvanceHE

Preferred pronouns: she/her

Please note that | currently work Tuesdays, Wednesdays and Thursdays.
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