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ATHENA SWAN GODEPARTMENAWARDS

A Gold department award recognises sustained progression and achievéwiehe department

in promoting gender equality ral addressig challenges particular to the discipline. A well
established recordf activity and achievement in working towardgnder equality should be
complemented by data demonstrating continued impact. Gold departments should be beacons of
achievementin gender equalityand should champion and promote good practice to the wider
community.
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groupings with different names, sizes and compositions. The definitia#R S LI NI YSYy 1 Q OF
found in the Athena SWAN awards handbook.

A NOTE ON GDPR ANBORACTION OF THIS DMENT

In preparing this document for publication, the Equality and Diversity GfgaDhave

attempted to balance our responsibilities under GDPR withdesire to present our submission
document in as full a form gmssible. In order to do thistaff and students featured in this
document have generously given their consent for images, quotes and personal information to be
published Where consent hanotalreadybeen obtained or where statistical dasae sensitive or

may identify the personal data of individuals, some information has been redacteldirred out

If you believe that we have included personal information for which we do not havecpmgent
(including imageand datg, or if you choose to withdraw consent at any time, please contact the
Chair of the Chemistry Equality and Diversity Groumzab

WORD COUNT

Theoverall word limit for applications are shown in the following table. There are no specific word
limits for the individual sections and you may distribute words over each of the sections as
appropriate. At the end of every section, please state how maoydw you have used in that
section.We have provided the following recommendations as a guide.

GoldDepartment application

Word limit 12980/13,000

Word count

1.Letter of endorsement 546
2.Description of the department 675

3. Selfassessment process 603

4. Picture of the department 2,232
pd {dZAILRNIAY3 FyR | RGLEYyO 7,051
6. Case studies 1,48

7. Further information 384
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Name of institution University of York

Department Chemistry

Focus of department STEMM

Date of Gold applicatin November 2018

Date of current Gold award September 2015

Institution Athena SWAN award Date: 2015 Level: Bronze
Contact for application Dr Caroline Dessent

Email caroline.dessent@york.ac.uk
Telephone 01904 324092

Departmental website https://www. york.ac.uk/chemistry/

Table0.1: Abbreviations (also provided at the end of the documefur ease of reference)

AGL
AHSSBL
APDR
AS
BAME
BoS
BSc
CIEC
CROS
DM
DRC
DTC
DTP
E&D
ECR
EDI
EDO
EDG
ERC
ESG
fit
FTC
FTE
GSB
GTA
HCUK
HE
HEIDI

Academic Group Leader

Arts, Humanities, Social Sciences, Businessand L
Annual Performance and Development Review
Athena SWAN

Black and Minority Ethnic

Board of Studies

Bachelor of Science degree/course

Centre for Industry Education Collaboration

Careers in Research Online Survey

Departmental Manager

Departmental Research Committee

Departmental Teaching Committee

Doctoral Training Programme

Equality and Diversity

Early Career Researcher

Equality Diversity & Inclusion (University Committee)
Empbyability and Diversity Officer

Equality and Diversity Group (Departmental Committee)
European Research Council

Executive Strategy Group (Departmental Committee)
Fulktime

Fixed term Contract

Fulltime equivalent

Graduate School Board (Departmental Committee)
Graduate Teaching Assistant

Heads of Chemistry UK

Higher Education

Higher Education Information Database for Institutions



HESA Higher Educabn Statistics Agency

HoD Head of Department

HR Human Resources

H&S Health and Safety

iDTC InnovativeDoctoral Trainingn Chemistry

IPM Independent Panel Member

LGBT+ Lesbian, Gay, Bisexual and Transgender Plus other
MChem Master of Chemistry degree/course

MSc Master of Science

NSS National Student Survey

o/s Overseas

PAG Personnel Advisory Group

PhD Doctor of Philosophy

PDRA Postdoctoral Research Associate

PGCAP Postgraduate Certifate in Academic Practice
PG Postgraduate

PSS Professional and Support Staff

p/t Parttime

RAE Research Assessment Exercise

REF Research Excellence Framework

RETT Research Excellence Training Team

RCUK Research Councils UK

RG Russell Group

RSC Royal Society of Chemistry

SAT SelfAssessment Team

SET Science, Engineering and Technology

SCI Society for Chemical Industry

SL/R Senior Lecturer/Bader

SMG Safety Management Group (Departmen@mmittee)
STEMM Science, Technology, Engineering, Medicine and Mathematics
T&S Teaching and Scholarship

UB Unconscious Bias

uG Undergraduate

Data

National data and Russell Group (RG) datzere available, have been drawn fraaizIDI PIufl],
the Royal Society of Chemistry (RE&@her educatio dataset§2], and RSC Landscape Re2i18
[3], and remaining data ere supplied by Oxford Research & Polily The most recent HESA data
available at time of writingre from2016/17. All York Chemistry staff dataie recordedon August
1st annual, except where noted.York Chemistry student datare obtained from the Higher
Education Statistics Agency (HESA) return on December 1st anramdlyare, therefore,
representative of the cohort for the particular academic year.

Data from the Universytare broken down by staff category: Academic (Research and Teaching),
Teaching and &olarship and Research and this how we have defined dffain this submission
(Table 0.2 Potential issues are highlighted in red in the data tables.
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https://www.hesa.ac.uk/services/heidi-plus
https://public.tableau.com/profile/rsc.ict#!/vizhome/HigherEducationstatistics2015/Highereducationstatistics

Table 0.2: Comgrative Pay Grades at the University of York

Grade Research Staff] Academic Teaching and Professional and
(Research and | Scholarship (T&S|  Support Staff
Teaching) Staff Staff (PSS)
Grades 5 Grades 5
Grade 6 Research Associatdecturer Grade 6
associate
Grade 7 Researchiellow Lecturer Lecturer Grade 7
Grade 8 Seniomresearch| Seniorlecturer Seniorecturer Grade 8
fellow
Grade 8R Reader Reader Reader
Professorial | Band 1,20r3| Band1,2or3 Band 1, 2 or 3 | Senior managemer|
Band Professors Professors Professors roles (none in dept

The gendered analyses in this report break down data into binary caésg@nale anddmale). V&

acknowledge that this does not reflect the diversity of gender identities of individ&glsality and
Diversty Group (BQ activelyconsidesthe lived experience of trans* and ndrinary individuals
in our department.

In presenting our data, we have chosen to use colours that are unambiguous both to-btialr
and noncolour-blind people (Wong, B., Nat. Mailds 8, 441 (2011)).

References
[1] HEIDI Plus
[2] Royal Society of Chemistry (RSC) higher education dataset

[3] Royal Society of ChemisifigSClL.andscape Report 2018

[4] HESA data provided by Oxford Research & Policy
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[6] Icors made from licensed by CC BY 3.0
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1. LETTER OF ENDORSEMHEROM THE HEAD CBPBRTMENT

Recommended word count:500 words

An accompanying letter of endorsement from the head of department shbalincluded. If the

head of department is soon to be succeeded, or has recently takéneupost, applicants
should include an additional short statement from the incominegd.

Note: Please insert the endorsement letiermediately afterthis cover pag.

DEPARTMENT OF CHEMISTRY
Heslington, York YO10 5DD

Professor Duncan W. Bruce
Head of Department

Telephone: +44 (0)1904 322500
Email: chemhod@york.ac.uk
http://www.york.ac.uk/chemisty/staff/academic/ac/dbruce/

James Greenwood-Lush
Head of Athena SWAN
Advance HE
First Floor, Westminster Tower
3 Albert Embankment
London
SE1 7SP
20" November 2018

Dear James,

It is with great pleasure that | give my enthusiastic support for this Athena SWAN Gold
application from the Department of Chemistry at York and confirm that the information in
the application (including qualitative and quantitative data) is an honest, accurate and true
representation.

Equality is central to the ethos of my department and is something we are very proud of.

As Head of Department, | am personally committed to actively supporting gender

equality. This has included committing the department to funding our dedicated

Employability and Diversity Officer, and the annual departmental budget (E10k minimum)

to support our equality and diversity work. | am an enthusiastic me mber of t he Depar
Equality and Diversity Group (EDG), and have al
progression in chemistry through my roles at the Royal Society of Chemistry (RSC) and

Heads of Chemistry UK. | am committed to leading by example, and have championed:

1 The appointment of a number of women in the department to leadership roles,
including the first female Deputy HoD (Prof Lucy Carpenter), and Chair of Research
Committee (Dr Jacqui Hamilton). | also successfully nominated Lucy Carpenter for
a Royal Society Wolfson Merit Award.

1 Bringing t heCurkREatyGareer Bdsaaraher Conference to York.

1 The department establishing the Eleanor Dodson Fellowship to support a talented,
young, independent researcher with caring responsibilities.

1 The promotion applications of several female staff.



T Activities to celebrate the de@Raw/i8nent 6s t e
1 Lobbying Heads of Chemistry UK to ensure diversity is considered when they
nominate departmental staff for RSC prizes and awards.

This application gives many examples of the impact of the procedures, practices and
systems wedve devel oped over tvaahieyes.aHigsightsand t h
i nclude having fran uddergradkate thpugp ® lecturee l16vel (including

increasing the percentage of female researchers from 30 to 40% over ten years), having

the highest number of female professorsinthe departme nt 6 s hi st davingequals wel |
promotion rates for women and men. This progress has been achieved by the dedicated

and sustained efforts of a team of people, including Prof Robin Perutz, Dr Helen Coombs

(our Departmental Manager) and Prof Paul Walton, as well as many others who have

worked to develop and continue the schemes described in our submission. | am particularly

proud of our enthusiastic support for flexible and part-time working, extensive parental leave

guidance, and a widespread focus on mitigating unconscious bias in recruitment of

students, and all our staff, including our professional and support staff.

While we have many achievements of which to be proud, we are not complacent. A key
challenge we face is the fall-off in women at Senior Lecturer and above. We are keen to
address this gender inequality, and have an ambitious plan that includes adoption of
positive action in recruitment, establishing separate search panels for females and males
when recruiting at senior levels, and providing money and time for mid-career staff to
undertake leadership training.

While it was pleasing to celebrate our ten years of AS Gold Award during 2018, | recognise
this as a privilege and not a right. Contemplating what the department has achieved has
also served to emphasise how much more remains to be done. As the focus broadens to
wider aspects of diversity, gender equality remains a challenge that our department will
embrace, and a journey to which | remain committed.

Yours sincerely

Word Count: 546



2. DESCRIPTION OF THHPARTMENT

Recommended word count: 500 words

Please provide a brief description of the departmentiuding any relevant
contextualinformation. Present data on the total number of academic staff, professional ar
support stdf and students by gender.
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undergraduate and psigraduate students, alongside performing a broad range of research with
strengths in Structural Biology, Atmospheric @iry, and Green Chemistry as well as the more
traditional areas.We have a strong reputation for research and teachamyt

1 were placed 7th for research power in REF 2014;

9 were 3rd in The Guardian, The Times and the Sunday Times 2019 Good Univddsty Gu
league tables;

9 achieved a 97% score for overall student satisfaction in the National Student Survey (NSS)
2018;

9 receive over 1000 applications each year for around 180 UG places-g¢&AMAdmissions
scores).

Asnapshot of our departmertiroken down bygenderis providedn Figure 2.1

Figure 2.1: Totahumbers ofstudents andstaff in Yorkchemistry in 2018

UG PGR Academic PSS
Our department(Figures 2.2 and 2.8is organised for teaching into the sections of organic,
inorganic, physical, analyticalnd biological chmistry. Section convenors manage the teaching
related activities of each group. For research purposes, academicaramegedinto similar
groupings. The academic group leaders (AGLs) havequality and diversityE&D remit and
oversee the researchctivities of group members, providing direct mentoring support around all
researchrelated activities anatareerplanning. AGLs linananage thé academic staff and meet
regularly with the HoD, providing an effectiweo-wayroute for sharing information Strategic and

management decisions are made by the Executive Strategy Group (ESG), with the Chair of the
Equality and Diversity Group (ED§@)ngan ex-officio member.

Research

06

W Male M Female

Professional and support stgfPSSare organisedroadlyinto technical and admistrative teams
(split into further subgroups). Managers organise team meetings a@adain provide direct
mentoring and career support for members.



Figure 2.2: Images of thBepartment of Chemistrypuildingsand laboratories.

P

York Chemistry was the dirdepartment to win an Athena SWAN (AS) Gold award in 2007, and has
held a gold award continuously since the@ur department has a loagrm and sustained
commitment to E&D, that is linked closely to our AS work. This commitrieeB&Dis supported

by the policiesand practices we have developesuch asour innovative flexible and pattme
working schemes, and supportive parental leave structund&®e have embedded awareness of
equality issues across the department by

1 including E&D as a standiitgm on all committee agendas;
9 runninglunchtimeequalitydiscussiorforumsopen to all staff and students;

9 holding an annual departmental E&D seminar @givby someone with a history glushing
the equality agendp

1 establishingbeacon E&D seminars (given éyperts in fields such as sexual violence, and
equity and access tagduate study for all genderspen to all staff and students across the
University

Over many years, @havedeveloped a vibrant and open departmental culture, where E&D is a fully
accepted part of everyday departmental lifeThis setting provides an environment where the
careers of individuals (Figure 2.3) can flourish, regardless of gender.
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Wearekeen to share as much of our E&D experien

ce as possible, both across different departments

at York, as well as witth a wide number of national and increasingly international institutions
(Figure 2.4 These dissemination activities are shared amongstymambers of the current EDG,
as well as past members/Ve value these opportunities as they give us the chance to reflect on
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Since our Gold award in 2015, em Employability and Diversity OfficgEDO)was recruited and
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significantgrowth in the career development activities we ofterour students and early caee
researchers (PDRAS), as weliraschnew work around theirecruitment (Sections 4 angd.5

It is timely to focus othe more senior academic career level®ur ambitious new actions have
been developed aroundhe recruitment of, and support for,mid-career academics through
promotion to professor, as well as up through the professorial bardsaddition, analysis of
professional and support stafPE$career progression for the first time has identified several areas

where work § needed. These actis arekeyfeatures

of our new action plafsection 8)

Figure2.4: Images of external bacontalks and ativities undertaken by current and former

members ofour EDG.

"Going for Gold: Athena SWAN and ﬁqE_n_d"
aroline Dessent, University of York g
Thursday 21* September

12 noon Lecture Theatre C
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Celebration of the School oFPhysical Sciences

,.d',m, (V] being awarded Athena SWAN Silver Award

7Y

M Abigail Hay
La# Looking forward to hearing
ChemistryatYork 's Robin Perutz
aberdeenuni later for our
Athena_SWAN team. @Sci_Fun
Athena_SWAN

Science 1s full of

-

s

h-; i Calvin James Smith

Really greatful for opportunity for discussion
with @ChemistryatYork Equality group -
we've taken away lots of great ideas - thanks!
)

.3
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David Smith thinks scientists should share
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3. THE SEEASSESSMENWROCESS

Recommended word count: 1000 words

Descrbe the seassessment process. This should include:

(i) adescripton of the selfassessment team
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and 8 men, with a range of personal and professional experi€faide 3.1) The gender balance

has improvedince2015(12F:5M). It now has two UG membersicluding one openly transgender

student Paticipation in EDG is incled in workload allocations

Table 3.1: The current membership of tleguality anddiversity group (EDG).
Duncan Bruce 1 Works f/t

Professor and HoD

Helen Coombs i Leads on HR strategy

I Recruitment Manager &
Departmental Manager Training Officer
(DM) 1 Worked p/t for 7 years
Sam Daly 9 3rd Year MChem

UG Student Rep

-

Caroline Dessent 1 F-a 4dr1Sy RGFydl 3¢
62Nl Ay3 I aaddzaNI yOSé

Reader I Works 0.85 FTE

(Chair of EDG)

Sue Dunkerley Works f/tandflexibly to balance childcare
Provides EDG and UB observation

HR Administrator administrative support

E R

Gl



Emma Dux

Reseach Technician

Elizabeth Fear

PG Student Bp

Corrine Howie

HR Manager for
Department

Leonie Jones

Employability and
Diversity OfficeEDO)

Avtar Matharu

Senior Lecturer

Alex Palmer

UG Student Rep

=) =) == =) =) =

= A

= =

= =

York Chemistry UG and PG
Leads on mental health
Works f/t

Mature student with 2 children

Works f/t andflexibly

Graduate Athena SWAN working group
member

Provides EDG with professional HR advic
Works p/t

Responsible for student and PDRA
employability

Works p/tandflexibly for health reasons
Stonewall ally

Deputy Director of the Green Chemistry
Centre of Excellence
Leads on Race Equality

4th Year MChem
York University Students Union LGBTQ
network Trans* convenor
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Ruth Purvis

= =

Research Fellow

(Deputy Chaiiof EDG
Julia Sarju q
1
Associate Lecturer in
Chemical Education 1
David Smith i
Professor q
1
Adam Vaughan q
1
Researcher
Paul Walton i
1
Professor 1
Derek Wann il
1
Senior Lecturer |

h 4
9 Prof Nia Bryant (York Biohyy, AS lead)

Had two perods of maternity leave
Has taken advantage of the departnieif
& Ldwoiking assuranae

Deparmental disability ontact

Secretary oChemistryDisabled Students
Network

Works f/t

Works f/t andflexibly to share caring
responsibilities of young son
Worked p/t previously

Leads omwidening participation

UG degree from the University of Hull
Previously PG rep

HoD 20@-10
Promotes AS nationally and internationall
Works f/t

Previously at Edinburgh
Worksf/t
Leads on LGBT+

9 Dr Gavin Kearney (York Electrical Engineering, Member of Dept. Equality Committee)

9 Maria Ayaz (University of York, Head of EDI).

&) BEACON: To allow us to share good practice, EDG also includes external representatives:
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Werun EDG in &ir, open and effective mannerSpecifically, .
1 have published terms of referenge

1 include the HoD as amx-officio member, which ensurefull leadership engagement and
support for agreed activities

1 havea Chaiwith authority from the HoD to contact AGLs directly to recomihéYs actions
for academic staff;

1 rotate membersip to ensure a flow ohew ideas and experience (now thrgear terms,
renewable once)

9 openly advertise vacancies

EDG members sit on all departmental committees and many university committeese(Bidyy
providingopportunities to share good practicdMembers of EDG aregularly contacted for advice
relating to the policies and practices we have developed. Figure 3.2 provides recent examples.

IMPACT: Our work to promote awareness and understanding of AS principles in
/ Departmentis having a clear impac@3% of acdemic staff, 91% of students, and
0 I:l[l 87% of PSS confirm that they understand our pol&ia relation to equality
(2016/17 Departmental Culture Survey).
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Figure 3.1: Influence of EDG withihe department, universityand beyond
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Departmental ManagemehTeam/Executive Research CommitteeHoD,Derek Wann,
Strategy Group HoD,DM, EDG Chair Paul Wéton

Departmental Operations TeamHoD, DM REF Paul Walton

Personnel Advisory GroupHoD, DM Safety Management GroupHoD

Boardof Studies- EDG academics, DM, ED' Teaching Committee EDG Chair, Avtar Madhu
Communications Group David Smith, DM  Graduate School BoardEDODerek Wann
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University Equality, Diversity and Inclusic Disabled Staff Network EDO, Julia Sarju

Committee- EDG Chair LGBTI Matters ForumDavid Smith,
Athena SWAN ForumPaul Walton (Chair) Derek Wann

Athena SWAN Science Faculty Working  Staff Race Equality ForurAvtar Matharu

Group- EDG Chair, EDO, DM (Chair)
University Teaching CommitteeDavid Smith Biology AS GroupDM
Admin Forum- DM Concordat Group EDO

Employee Engagement Steering GroupM  Electronic E&D Committee DM
' VAGSNRERAGE 2-ZEDGOAdM C 7
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EGSNFYYAGGSSE

RSC Inclusion & Diversity Committe®avid EPSRC E&D committee on gender equality

Smith Paul Walton
Athena SWAN Steering Group LGBT+ Physical Sciences Netwobkavid Smith
Paul Walton LGBT+ STEMinar Steering Grolperek Wann

Royal Society Diversity CommitteeRobin  Rsc Awards Working GroupioD (®air)
Perutz (former EDG member)
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Figure 32: Recent avice given by EDGmembersto internal and external departments from
Jaruaryto October 2018

External Dissemination and Advice

Institution, Department Topic Institution, Department Topic
| dZRRSNE T A Qnienh { G dzf b Nottingham, Mathematics E_:_]’
Dundee Life Sciences PGP wellcome Sanger Institute g

Leeds, Medicine and Health @ Keele, Centre @

Commonwealth Scientific and

Industrial Research Organisation, b Bristol, Bimnedical Sciences PGP
Australia

Imperial College, Life ®aces 5'_:_; Sydney, Chemistry PGP
British Columbia, Centre b ggﬁ![:r;es University Gweder). b

Pronouns handout made available
PGP on web (by popular demand) PGP

Internal Dissemination and Advice

Royal Society of Chemistry

Department Topic Departmert Topic
Physics i;é Education g
Environment @ Theatre Film and Television @

: : o ==,
Health Sciences Electronic Engineering g_:j
English b Information Services 5‘;‘
Computer Science \3"“} Theatre Film and Television PGP
E&D Office ';' Biology b
Economics g HR \E}
Scence Faculty Admin Support [E Social Policy \E}

e

Environment g Economics g
Physics b Electronic Engineering PGP

Key tosymbols used abovéype of activity discussed)

b Athena SWAN gender equality PG P Personal gender pronouns
==, N Recruitment/ promotion/
g_]/ Departmental culturesurvey [ performance review

observation

@ Data @ Unconscious bias trainirig
-

Parental support ‘E} Welfare/ support posters
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(i) an account of the sethssessment process

EDG meets-5 times per year, witladditionalaction groupmeetings on specific topicszeedback
from staff and studentss used as a starting point for discussions and developing the action
plan. EDCGconsults widely through

1 surveys

9 focus groups on specific topics (e.g. PGRiigsent, Extended Staff Leaye
1 open discussionat the academic staff forum

9 EDG online anonymous suggestion jbox

1 departmental committee membershjp

9 E&Dbeinga standing itenon all departmental committees

Furthemore, EDCGconsidersstatistics annually and takes action when necessasywell as using
external reports and published articles to inform-tgpdate best practice

In-house surveys (Table 3.2) inform the actions developed by ED@.departmental culture
survey is essential as it probes gender equality in the departmentedimg environment.It also
allows EDG to identify any changes in attitudes and monitor progress.

Table 3.2: Surveys and responsaes (by gender where recorded).

Survey Number of Chemistry Response rate 4 %Female
respondents
Departmental Culture Surwe
December2016 259 (108 staff151 students) 43% 33% 50%
April2018 126 (67 staff59 students) 27% 18% 58%
University Staff Survey

2017 152 61% 44%

2014 74%

CROSGareers in Research
Online Survey
2015(no 2017 survey) 33 42% 47%
PRE (Postgraduate Researc
Experience Survey)

2017 34
2015 76
Departmental Induction Surve
Aug 2016 Aug 2017 11 34%
Aug 2017 Feb 2018 5 31%

The falloff in departmentalsurvey response rates from 2016 2018 is a concernWe will
therefore refreshour approach to the survey

[Action 3.1:Work to improve response ratéo departmental culture survey]

o



The submission and action plan were brought together as follows:

9 First draft writen by core team (EDG Chair abdputy @air, DM, EDO, Aain Vaughan), and
reviewed by HoD, David Smitlulia Sarjand Derek Wann

1 Revised draft available for all EDG members to review and comrivezgtings held to allow
further discussion.

1 Submissiormade available to all departmental staff for commerEDGchair held open
meeting to promote proposed action plan to all staff and allow further discussion.

(i)  plans for the future of the seHassessment team

EDG will:

9 meet 45 times per year,

1 review its membership regularlandstrive for wide representation;

1 report on progress t&ESGstaff forumsand staffstudent grouys;

1 invite key stakeholders (e.g. Chair of BoS) to attend when relevant torerchange is
initiated rapidly;

TKIF3S YSYOSNBR o6K2 | OGA@Ste O2yGNAROdzi SDIG2 dzyaA
committee and AS forum@igure 33). This provides opportunities to share good practice
between deprtments and the university;

9 continue to disseminate good practice outside York, giving talks and advic&kNsand
AHSSBL departmenixofessionakocieties, internatinal societies and institutiong-igures

2.4 and 3.2)
Going forward, we will initiate a number of actions aimed at improving the efficiency of EDG:

[Action 3.2:Producea booklet of comparator data forchemistry departmentg
[Action 3.3: Take a project management approach to delivery of action glan

Figure33Y aSYoSNR 27F (G(KS 5SLI NI YabygsideteFUnivefsi ¥R a G NBE Q&
GSFrYyQa SljdztAde NRIFIRaK2¢X YR tNRF 9fftAS | A3AKg:

Word Count 603
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4. A PICTURE OF THE DEPMENT

Recommended word count2000 words
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and staffshows no dropoff from UG thraigh to lecturer, with sibsequert fall-off at the senior
academic gradesOur PSS are >6(&mnale(Sectionb.2).

Figure 4.1: Yorkhemistry pipeline: %F students and stafb( three equally spaced years

covering the 10 years since AS Gold was first award07/08, 2012/13, and 2017/18),
compared to the Rasell GrougRG)average for 2016/17%:4

Chemistry Pipeline % Female

m 2007/08 2012/13 2017/18 mRG2016/17
70

50
40 +—
30 A
20 A
10 -

% Female

UG PGR Researcher Lecturer Senior Professor  Support
Lecturer Staff
/Reader

Table 4.1 Percentagef female students and staff in York Chemistrgompared to the Russkl
Group (RGaverage for 2016/1%:4

Year uG PGR [Researche| Lecturer| Senior | Reader | Professor| PSS
lecturer
2007/08 39 44 30 44 27 25 12 51
2012/13 42 46 33 57 36 0 14 56
2017/18 41 41 40 50 22 33 16 61
RG 2016/1] 45 38 30 24 18 11 52

4.1. Student data
If courses in the categories below do not exist, please enter n/a.

(i) Numbers of men and women on access or foundation courses
N/A
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Numbers of undergraduate students by gender

Fulk and parttime by programme. Provide data on course applications, offers, and
acceptance rates, and degree attainment by gender.

1 %F UQGFigure 4.2has remained faly constant, around the R@nchmark for students
taking courses with majority chemistry content.

9 The small drop i2017/18 was of concern, but very recent admissiogsifies for2018/19
showan improvement.

1 Female and malstudents are equally likely to graduate with a good degree (1st or 2i).

Figure 4.2: Numbers athemistry undergraduate student®y gender* :2

Total Undergraduate Students (Headcount and % Female)

Male mmm Female % Female === % Female RG
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* Note: All UGs are f/t. The students includiedhis figure spend all their time in the Chemistry
department, and pursueither a threeyearBSc ofour-year MChem degreddiochemistsare not
included as they are recruited by Biology at York.

UG Recruitment

1 Comparing femaleand male applicants from 2@115 (Table 4.2and Figure 4.8 more
females than males aftipd and received offers, withffer rate being higher for female than
male applicants in every year since 2009.

9 To ensure transparency in admissions, our offers are determined by dbgefAgades
predicted by schools and colleges.

1 Inseveralrecent years, the %F compared to %M is relatively lower on going to the entrant
stage, indicating that more females than males are failing to meet their offer. This is not
within our control, but is soming we will raise with the RSC to understand if there is a
wider issue.

To encourage more female applicants, we will undertake action:
[Action 4.1: Increase visibility of AS work in UG marketing materials]

[Action 4.2: Increase visibility of AS work tA-level students through direct contact with
schools/colleges prior to application point]
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Table 4.2Numbersof UG applications, offersand acceptance rateby gender

Year | Gender| Apply | Offers|Acceptd Entranty Offer Rate| Acceptance| Entrant |Entrant Ratd
(% of Rate Rate (% o (% of
Applicants)| (% of Offers] Accepts)| Applicants)

2010/11| Femalg 506 | 408 | 124 88 81% 30% 71% 17%
Male | 779 | 527 | 159 117 67% 30% 74% 15%

%F | 39% | 44% | 44% | 43%
2011/12|Femalq 497 | 417 | 124 84 84% 30% 68% 17%
Male | 655 [ 498 | 151 98 76% 30% 65% 15%

%F | 43% | 46% | 45% | 46%
2012/13|Femalq 474 | 411 | 108 83 87% 26% 7% 18%
Male | 655 | 511 | 144 99 77% 28% 69% 15%

%F | 42% | 44% | 43% | 46%
2013/14|Femalg 467 | 421 | 123 90 90% 29% 73% 19%
Male | 621 | 518 | 145 96 83% 28% 66% 15%

%F | 43% | 45% | 46% | 48%
2014/15|Femalg 542 | 468 | 129 76 86% 28% 59% 14%
Male | 640 [ 509 | 170 104 80% 33% 61% 16%

%F | 46% | 48% | 43% | 42%
2015/16| Femalg 533 | 451 | 141 79 85% 31% 56% 15%
Male | 629 | 478 | 161 100 76% 34% 62% 16%

%F | 46% | 49% | 47% | 44%
2016/17| Female| 503 | 430 | 140 77 86% 33% 55% 15%
Male | 578 | 478 | 161 108 83% 34% 67% 19%

%F | 47% | 47% | 47% | 42%
2017/18|Femalg 526 | 447 | 161 89 85% 36% 55% 17%
Male | 677 | 532 | 194 113 79% 37% 58% 17%

%F | 44% | 46% | 45% | 44%
2018/19* Femalg 509 | 422 | 129 82 83% 31% 64% 16%
Male | 589 [ 468 | 172 102 79% 37% 59% 17%

%F | 46% | 47% | 43% | 45%
Overall |Femaldg 4558| 3875 1179 | 748 85% 30% 63% 16%
Male | 5822 4519 | 1457 | 937 78% 32% 64% 16%

%F | 44% | 46% | 45% | 44%

*Data collated in department on 1 October 2018
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Figure 4.3:Percentages ofindergraduate student by gendeffemale top, male bottom) Course
applications, offers and acceptance rates

Female UG Recruitment

m Offer Rate (% of Applicants) Acceptance Rate (% of Offers)
m Entrant Rate (% of Acceptances) M Entrant Rate (% of Applications)

Male UG Recruitment

m Offer Rate (% of Applicants) Acceptance Rate (% of Offers)
B Entrant Rate (% of Acceptances) M Entrant Rate (% of Applications)

UG: BSc versus MChem

1 Since 20080n averagethere has been no significant gender bias between students taking
the BSc oMChem (71% dfoth females andnales opt for MChem) (Table 4.3

1 However in 2016/17more females opted for théhree-yearBSacourse so fewer females
fed intothe MChenmnumbers for2017/18(Table 4.3)

1 This contributed to theecent drop in %F UGsdBre 4.3. This is a concern, as the MChem
course is typically taken by students who proceed to PhBgtion is proposed to
investigate and address this

[Action 4.3: Run focus group with currentedr 2/3 UGs]
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Table 4.3: Numbesof BSc and MChem studé&nin final year (headcount)

Year |Total F orl Total F on| Proportion of F{ Total M on| Total M on | Proportion of M
BSc MChem on MChem BSc MChem on MChem
Course | Course Course Course Course Course

2010/11 13 31 70% 19 37 66%
2011/12 18 37 67% 20 52 72%
201213 19 43 69% 33 58 64%
2013/14 23 62 73% 29 73 72%
2014/15 23 60 72% 31 69 69%
2015/16 18 43 70% 28 61 69%
2016/17 23 68 75% 15 67 82%
2017/18 19 47 71% 29 82 74%

Total 156 391 71% 204 499 71%

UG: Degree Performance

1 Since 2011the average goodefrees (1sand 2i) awardedFigure 4) has been 43:57%,

equal to the F:M ratio of UGs (Figure 1.2

1 Females and males therefore attain equal numbers of good degrees over time.

1 We have also broken down the data to separateperformance on theBSc and MGim
courses. Thee is no difference in degree attainment by gender on either course.

neény

UG Degree Attainment
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Numbers of men and women on postgraduate taught degrees

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

F:M ratio is 51:49% on average up to 2017/18.
Female and male students both perform well, with over 50% achieving distinction or

merit.

= =

Only small numbers of students take our taught MSc in Green Chemistry and Sustainable Industrial
Technology. This leads tioe significant variation if:M ratios in certain year (Figure 4.5)A high
percentageof o/s students take this courseiving us an opportunity for promoting our equality
work widely.

Figure 4.5:Numbers of postgraduate taught students by gendet.

Total PGT Students (Headcount and % Female)

Male B Female % Female === % Female RG
30 - - 100

% Female (Lines)

PGT Student Numbers (Bars)

PGT: Recruitment

Table 4.4 and Figure 4.6 show that there are no gender patterns in recruitaesrtaged over
time.
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Table 4.4: Numbers of postgraduate taught students by gender: course application, ,cifet

acceptance rates

Year [Gendell Apply | Offers [AcceptyEntranty Offer Rate| Acceptance| Entrant [Entrant Ratg
(% of Rate (% of | Rate (% o (Yoof
Applicants)  Offers) Accepts) | Applicants)
2010/11{Femalq 36 29 19 8 81% 66% 42% 22%
Male | 55 38 24 11 69% 63% 46% 20%
%F | 40% [ 43% | 44% | 42%
2011/12|Femald 52 41 29 11 79% 71% 38% 21%
Male | 52 35 25 7 67% 71% 28% 13%
%F | 50% [ 54% | 54% | 61%
2012/13|Femald 41 34 27 9 83% 79% 33% 22%
Male | 46 32 23 11 70% 72% 48% 24%
%F | 47% | 52% | 54% | 45%
2013/14|Femald 57 42 29 7 74% 69% 24% 12%
Male | 40 28 20 4 70% 71% 20% 10%
%F | 59% [ 60% | 59% | 64%
2014/15(Femalq 68 43 29 7 63% 67% 24% 10%
Male | 50 42 33 11 84% 79% 33% 22%
%F | 58% | 51% | 47% | 39%
2015/16(Femalqd 59 43 32 5 73% 4% 16% 8%
Male | 55 37 25 5 67% 68% 20% 9%
%F | 52% [ 54% | 56% | 50%
2016/17(Femalq 49 46 26 8 94% 57% 31% 16%
Male | 49 43 24 8 88% 56% 33% 16%
%F | 50% [ 52% | 52% | 50%
2017/18[Femalqd 57 47 33 8 82% 70% 24% 14%
Male | 41 31 24 2 76% 7% 8% 5%
%F | 58% [ 60% | 58% | 80%
2018/19(Femalqd 59 47 24 12 90% 45% 50% 20%
Male 71 53 28 14 66% 60% 50% 20%
%F | 45% | 47% | 46% | 46%
Overall|[Femaldq 478 | 369 | 248 75 7% 67% 30% 16%
Male | 459 | 339 | 227 73 4% 67% 32% 16%
%F | 51% | 52% | 52% | 51%

GS



Figure 4.6: Percentages of postgraduate taught students by gerffienale top, male bottom)
course application, offer and acceptance rates

Female PGT Recruitment
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PGT: Degree Performance
Degree completion rates are high (Table 4.5), and both females and males achieve good degree
outcomes (Figure 4.7).
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Table 4.5Degree completion number and grades fpostgraduate taught students by gender

Year Female Male

Distinctio Pas Lower [Distinction] Pass | Lower
or Merit or Merit

2009/10 Number
Proportion at each cla
2010/11 Number
Proportion at each cla
2011/12 Number
Proportion at each cla
2012/13 Number
Proportion at each cla
2013/14 Number
Proportion at each cla
2014/15 Number
Proportion at each cla
2015/16 Number
Proportion at each cla
2016/17 Number
Proportion at each cla
2017/18 Number
Proporion at each cla
Overall Number
Proportion at each cla 60% 39% 1% 61% 36% 3%

Figure 4.7Percentages of BT students achieving degree classifications by gender

PGT Degree Classifications
M Female ™ Male
100%
80%
60%
40%

0% —

Distinction or Merit Pass Lower

% Degree s Awarded

PGT: Summary

Genderneutral recruitmentandequaldegree perfomanceon our PGTmean that no actions are
currentlyneeded. However, a high percentaged PGT students are BAME and thel be included
later inSection 4.2{Action 4.9).
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(iv) Numbers of men and women on postgraduate research degrees

Full and parttime by programme Provide data on course application, offers, acceptan
and degree completion rates by gender.

F-M ratio is consistently abovie Gcomparator benchmark.

There is no drop in %F from UG to PG.

There is no gender disparity in completion rates.

%FPhDstudents has varied between 41 add% over the last 4 years.

E

Over the last ten years, ouf:M statistics for PG students are consistently highenttiee RG
comparator figure of 38%% (Figure 4.8) However, we are keen to improve aur current
statistics aswe had46 femalePGs between 2012 and 2014 ew actiors are proposed to address
this:

[Action 4.4:Introduce PG study mentoring scheme for UG studgnts

[Action 4.5:Establish programme to target potential PG applicants from local chemistry
departments with a high % of F UGs]

[Action 4.6:Increase visibility of AS work to Chemistry UG students natiorjally

Figure 4.8: Numbers gfostgraduate researcistudents by gende(f/t and p/t).12

Total PGR Students (Headcount and % Female)
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Parttime students
The ratio of AVl part-time PG stdents is52:48% (Table 4.6).
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Table 4.6: Numbers of paitime PR students by gender

Year Female Male
Part-Time % PartTime Part-Time % PartTime

2009/10 3 5 0 0
2010/11 2 4 0 0
2011/12 0 0 1 2
2012/13 0 0 2 3
2013/14 0 0 1 2
2014/15 2 4 1 1
2015/16 3 6 2 3
2016/17 1 2 1 1
2017/18 0 0 2 3

Totals 11 52 10 48

PGR: Recruitment

1

PGR students are recruited through a number of different routeg. (BTPs), witlthe
majority recruited through our Innovative Doctoral Training in Chemistry (iDTC)
programme, which distributes university and departmental funds. Our iDTC provides
extensive transferrable skills training, alongside research.

We are able to closely control iDTC recruitment.

¢ KS W2 X (FiBure@)zyidR @stablished through a generoakimnus donation to
support overseas PGRs, and attedfetmale students from a wider pool of applicanthis
has been important, with Wild Fund Scholars being 48:52% F:M.

Figure 4.9 Wild fund scholarship webpage

Enhanced Wild Fund Scholarship funding

We're ranked
3rd in the UK

Chemistry alumnus Dr Anthony Wild has doubled his annual donation to Wild Fund
Scholarships from £100,000 to £200,000 for graduate students entering from 2018/19
onwards.

O R VS ac ositions, rese elopment

In 201445, the %F PGR studenfppkd to 43%Figure 4.8 Actions were taken, including
review of website/applications materials, and running a PGR admissions focus group.

The %F PGR continued to decline modestly from 2015.

This led us to review the iDTC recruitment proce®ge found that research supervisors
tended to have female applicants as first reserve in significantly higher number than males

G)



at nomination. In contrast, once a female applicant was nominated, they had a better
chance of being offered studentship (Figure 40 and Table 4.7)

9 To address this, these statistics were presented at an open staff forum for discussion
(2017), leading to a new nomination procedure being introduced (20E3)ch research
supervisor is now:

1. Asked to nominate two studentgeducing thenumber of female students whare
named as first reserve.
2. Issued with UB guidance for use at the nomination stage.

1 A UB observehasbeen introduced for the seconstage shodlisting/interviewing which

is undertaken centrally in the department.

Figure 410: Percentage®f men and women on postgraduate research degrdésmale top,
male bottom): course application, offerand acceptance rates

Female PGR Recruitment
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/ IMPACTACction on the PGR recruitmergrocess led to increase of %&htrantsfrom
0 I:l[l 41% to 44% from 2016/17 t@018/19.

aL adNepy3dIte o6StASOGS Ay !GiKSylF {2!1b

37

status it holds.l was particulaly impressed that there was an unconscious bias
observer present at my interviewwndher presence actually gave me more
confA R S ycEI&abéth Fear, Marie Curie PhD student

Table 4.7: Numbers of men and women on postgraduate research degrees: course application,
offer, and acceptance rates

Offer Rate|l Acceptancg Entrant Entrant
Year |Gender Apply | Offers|AcceptyEntranty (% of Réae (% of | Rate (% o| Rate (% of
Applicants]  Offers) Accepts) | Applicants
Femalq 78 30 21 17 38% 70% 81% 22%
2010/11) Male | 137 39 31 26 28% 79% 84% 19%
%F | 36% | 43% | 40% | 40%
Femald 91 31 25 24 34% 81% 96% 26%
2011/12) Male | 159 49 40 28 31% 82% 70% 18%
%F | 36% | 38% | 38% | 46%
Femald 90 39 34 27 43% 87% 79% 30%
2012/13| Male | 127 51 41 32 40% 80% 78% 25%
%F | 41% | 43% | 45% | 46%
Femald 86 36 31 22 42% 86% 71% 26%
2013/14| Male | 163 48 43 30 29% 90% 70% 18%
%F | 35% | 43% | 42% | 42%
Femaé| 81 24 23 19 30% 96% 83% 23%
2014/15| Male | 163 50 40 29 31% 80% 73% 18%
%F | 33% | 32% | 37% | 40%
Femald 80 36 34 26 45% 94% 76% 33%
2015/16| Male | 142 59 49 37 42% 83% 76% 26%
%F | 36% | 48% | 41% | 41%
Femalqd 77 29 24 15 38% 83% 63% 19%
2016/17| Male | 154 62 48 38 40% 77% 79% 25%
%F | 33% | 32% | 33% | 28%
Femalqd 108 37 27 20 34% 73% 74% 19%
2017/18| Male | 147 41 34 24 28% 83% 71% 16%
%F | 42% | 47% | 44% | 45%
Femald 93 30 17 32% 18%
2018/19 Male | 132 38 21 29% 16%
%F | 41% [ 44% 45%
Female| 691* | 262* | 219* [ 170* 38%* 84%* 78%* 25%*
Overall | Male | 1192* | 399* | 326* | 244* 33%* 82%* 75%* 20%*
%F | 37% | 40% | 40%* [ 41%

* Excludes 2018L9 data as not yet all available (collateteimally).
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PGR: Degree Performance

1

The majority of PBstudents successfully cqtete their studies, with no significagender
difference. From 2008 to 208, 405PGR students graduated, with g students failing
(3 females out of 170 = 1.8%nd4 malesout of 242 = 17%).

We recently reviewed leavef-absence (LoA) rates, exteoss and withdrawals by
gender.The small numbers are reported cumulativever the last 5.5 years, there has
been a significantly higher number of male extensions (Table 4.8).

At York, a LoA is generally taken during yeaBs Whereas an extensiomould be taken
close to the submission deadlindhe higher % extensions suggests that male students
are less likely to seek help early if a problem arises.

As a result, we introduced actions to improve awareness of options and sources of support,
e.g. an induction talk from the Graduate Student Support Officer, and resilience
training. We will monitor these data to check effectiveness of these actions

[Action 4.7: Monitor LOA requests, withdrawals and transfers to p/t study by gender]

Table 4.8: PGRtudents who required an extension, leave of absenoe have withdrawn
(01/12/12 to 01/08/18) by gender

Male Female %Female %Male
LoA 11 10 48 52
Extension 25 7 22 78
Withdrawal 8 8 50 50

Progression pipeline between undergraduate and postgratkiatudent levels

Identify and comment on any issues in the pipeline between undergraduate and
postgraduate degrees.

FM ratio of UG to PG is broadly constant overall (Figure 4.11).
We do not have the 7% reduction in %F tR&comparator chemistry depaments
experience at this stage.

= =4

Figure 4.11: Progression pipeline between undergraduate and postgraduate students

Student Pipeline (% Female)

® Undergraduate M Research Postgraduate

50

% Female Students

*PGT Student data not included as numbers are small
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/ IMPACT: The recruitment practices that we have developed for PGR studems h
DDI] led to us achieving no reduction in F:M ratios going from UG toRPG

4.2.Academic and research staff data

(i) Academic staff by grade, contract function and gender: reseacctty, teaching and
research or teachingnly
Look at the career pipeline and comment, and explain any differences betwegmen

and women. Identify any gender issues in the pipeline at particular grades/job
type/academic contract type.

(a) Researclttaff

1 Since 2008, the %F research staff haswrfsem 30to 40% (Figure 4.12nd Table 4.p our
highest ever.

1 40%femaleresearch staff is significantly higher than the RG comparator figure (30%)
1 We now have the highest number of female researchers ever in our department.

1 There is no significant dregff from PGR (%F 41%) to researcher (%F d0&his runs counter
to the drop-off of 8% at this career stage in comparator departments (Figure 4.1).

91 Despite the %F:M researchers being at the highest ever level for the department, we are

committed to further action to consistently achieve F:M ratiof researcherthat match the

comparatorratio for UGs (45%)Actions are included in Section 5.1i (researcher recruitment)

to address this.

9 Successful action was taken when %F researchers fell to 34% in 2017 (Section 5.1i).

/ IMPACT: The %F researcharf018 was 40%, significantly higher than the Russ
DD Group average 30%lue to our recruitment and retentiorpolicies.

Figure 4.12Numbers of research staff by gendér

Research Staff (Headcount and % Female)
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% Female === % Female RG
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Table 4.9: Numbers of researchadt by grade, gender and %{200818).

Year Grade 6 Grade 7 Grade 8 ProfessorialGrade
(Postdoctoral (Research Fellow) (Senior Research Researcher
Research Associate Fellow)

F M %F F M | %F F M | %F F M | %F
2008 | 17 38 31 4 10 | 29 1 4 20 0 0 0
2009 | 18 42 30 5 7 42 0 4 0 0 0 0
2010 | 16 39 29 6 6 50 0 2 0 0 1 0
2011 | 12 32 27 7 5 58 0 1 0 0 1 0
2012 9 29 24 5 5 50 0 3 0 0 1 0
2013 | 18 35 34 2 4 33 0 2 0 0 0 0
2014 | 26 38 41 2 5 29 0 2 0 0 0 0
2015 | 25 37 40 2 5 29 0 1 0 0 0 0
2016 | 28 42 40 3 5 38 0 2 0 0 0 0
2017 | 27 47 36 2 9 18 0 1 0 0 1 0
2018 | 34 | 40 46 2 11 | 15 0 1 0 0 1 0

(b) Teaching Onl (Teaching & Scholarship, T&S)

1 Since 2008=M T&S staff has fallen from 26 18%, having peaked at 33%.

9 Thisis a cause of concern and will be addressed by future actions.

1 We have been careful to balanoembers of F:M junior demonstrato(gigure 4.13)0
counteract the majority of male T&S staff that our UGs encounter.

The %F T&S staff (Table 4.10) is an ongoing cause for concern, although the small numbers of T&S
staff mean this is difficult to conttoWe propose action to improve recruitment of female T&S staff

in Section 5.1i

Table 4.10Numbers of T&S staff by genderjth %F and Russell GroRG) values*

Year F M Total %F %F RG
2008 2 6 8 25 35
2009 2 4 6 33 28
2010 2 4 6 33 29
2011 2 5 7 29 26
2012 2 7 9 22 27
2013 1 6 7 14 33
2014 1 6 7 14 37
2015 1 8 9 11 32
2016 1 7 8 13 36
2017 2 7 9 22 38
2018 2 9 11 18
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Figure 4.13: A junior demonstrator supervises undergraduate lab work.

Academic Staff (Research and Teaching)

Shce 2008, %F lecturdias remained largely constant at around 45%, with the most
recent figure being 50%&igure 4.14)

This is considerably above the RG comparator figure of(Eigare 4.15)

The %Feader has improved from 25% in 2008 to 33% in 2018, due to successful stg
promotion.

The %F professor is currently 16%. This number has been both slightly higher and s
lower since2008, but is significantly higher than national (9%) and Russell Group (10
benchmarks.

There are now 4F professors in our departmené highest number historically. 9% of 4
UK female Chemistry professors work at York.

Since 2008the overall % academic staff has remained largely constant-22%0)(Figure
4.14). This has been achieved alongside academic staff growth from 41 (2008) to 51 (2018)
(Table 4.11).

We will work towards increasing the %F:M ratio for academic staff so that it is ¢boder %F
researchers (40%¥pection 5.Jiand (Actions 5.25.8).

There is significant variability in the %F at the senior lectaner readerdevel due to internal
staff promotion.

There arevery positive examples of female progression through the acaclgrades since
2014. One female who joined the department as a lecturer has been promoted to professor
(2017), while 3 females who joined as lecturers have been promoted to readerX2018017

x2).

Notably, thdilromotedummmmm«ere all workim p/t at the point of promotion.
The significant fall off in % professorial level is a concern.

Recruiting and promoting more femaleto professor will bea focus of our new action
plan(Sections 5.1i and 5.1iii andctions 5.9 and 5.10)
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Figure 4.14 Numbers of @ademic staff (research and teaching) by gendmmpared to the
Russell Grouaverage for 201617.24

Academic Staff (Headcount and % Female)
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Table 4.11Numbers of @ademic staff (research and teaching) by grade and gender
Year Grade 7 Grade 8 Grade 8R Professor
(lecturer) (senior lecturer) (reader)
F M %F F M %F | F M %F| F M %F
2008 4 5 44 3 8 27 1 3 25 2 15 | 12
2009 4 4 50 4 8 33 1 3 25 2 15 | 18
2010 3 4 43 3 8 27 1 3 25 3 16 | 16
2011 3 4 43 4 9 31 1 3 25 3 15 | 17
2012 3 4 43 4 7 36 0 4 0 3 18 | 14
2013 4 3 57 5 9 36 0 4 0 3 19 | 14
2014 4 5 44 4 8 33 1 3 25 3 21 | 13
2015 3 5 38 5 7 42 2 5 29 3 21 | 13
2016 3 4 43 5 6 45 1 6 14 4 20 | 17
2017 3 4 43 4 6 40 1 6 14 4 20 | 17
2018 4 4 50 2 7 22 3 6 33 4 21 | 16




Figure 4.15 Chemistrypipeline foracademic staffoy gender, compeed to the Russell Group
average for 201617.% 4

Chemistry Pipeline for Research Staff though to
Academic Staff (% Female)

2008 2013 2018 m Russell Group Average 2016/17
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0 = T T ‘ T l_\
Researcher Lecturer Senior Lecturer Professor
/Reader

(i)  Where relevant, comment on the transition ddtaff betweentechnicaland academic

roles.
Staff cartransition between categories:
1 byapplying for a new role ia different staff category (mostommon)
9 through role review

Staff moving category are provided with a mentsorfieonewho has made a similar transition) to
support these transitionsTransitions have included:

1 technicianamoving to research or s=arch and teaching roles (3iBigure 4.16)

9 researchersnoving to research support les or technical roles (2F, 2M).

Figure 4.16Dr Katie Lambworked as a research technician followintger PhD and then
successfully applied for a rolesaa postdoctoral researcher folloiwg a short break
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(iif) Academicand research staff on fixederm, open-ended/permanent andzero-hour
contracts bygrade andgender
Comment on the proportions of men and women on these contracts. Comment on wk

being done to ensure continuity of employmeand to address any othessues, including
redeployment schemes.

(&) Academic

All academic staff (with one exception) are employed on open contrddtse male reader has a
0.2 FTE fixederm contract (FTC)for funding reasons. This compares very favourably with
comparator dai, showingacademic staff on open contracts 88:82%F M, whilst those on FTC are
30:70%FM.2

(b) Research

Since 2014 % researchers on fixeterm contracts has increased due to total numbet
researchersncreasing. There is no gender bias in thegportions on fkedterm contracts (Table
4.12) and ar statistics are similar to RG comparatofspen contracts22:78% fixedterm
contracts30:70%FM).2 In line with University policyesearchers not recruitetb an open contrac
move to one aftesix years ortheir fourth cortract. If departmentafunding is available, an internal
recruitment process is followed ensuring that talented staff are retained

Table 4.12: Number of research staff on fix¢ekm, open-ended/permanent contracts by grade
andgender*

Year Grade 6 Grade 7
Male Female Male Female
Open| FTC| % FTQ Open| FTC| % FTC|{Open| FTC| % FTC| Open| FTC| % FT(Q

2009 20%
2010 33%
2011 29%
2012 20%
2013 0%
2014 0%
2015 0%
2016 0%
2017 0%
2018 0%

* We alsohave one malgrade 8 researcheand onemale professorial researcher, both on ope
contracts

(c) Teaching and Scholarship (T&S) Staff

1 T&S staffire typically appointed to FTC due to a skterm, urgent need for more teaching
staff.

1 T&S have later moved to open contra¢t@ble 4.13as student numbers have risen.

@3



Table 4.13: Numeér of T&S staff on fixederm, openended/permanent contracts by grade and

gender.*

Year Grade 6

Grade 7

Female

Male Female

staff member since 2009.

(d) Zerohours Contracts

No zerehours contracts are offereduli castaley” 3 I 3 S ¥oStsadisQdefined hours for a period

of time) are used for:

1 PGRs who demonstrate to UGs ie teaching laboratorieas gaduate teaching assistants
(GTA). The %F dropped i2017/18 when thefemale PGR numbefsll (Figure 4.1Y.

I UG students who act as student ambassadors to support open days, intervigs;sadial

at graduation (Figure 4.18
T WAKSNI OF &dz €

Sy3al 3SYSy (i-ermPwjectd (reséarck? dldreadd 02 FS |
or technical support) (Figure 4.18).

Figure: 4.17: Number of postgraduates who teaihandcasual engagement§) by gender

Postgraduates Who Teach
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(iv) Academic leavers by grade and genderd full/part-time status

Comment on the reasons academic staff leave the department, any differences by ge
and the mechanisms for collecting this data.

Academideavers

1 Academic staff turneer is low (Table 4.14).

1 One female left during the lastodr years. She was employed jointly with another
department, and moved to that department due &shift in research focus.

1 Two M staffretired.

Table 4.14: Academic leavers by grade and genaeéth full/part -time status

1 August|Gender 2008/ | 2009 | 2010 | 201Y | 2012 | 2013 | 2014 | 2015 | 2014 (2017
to 31 July] 09 10 11 12 13 14 15 16 17 18
AcademiqFemale 1F 1F
Male | 1M 1M 1M 1M
(p/t)
ResearchfFemald 3 F 7F 6F 7TF 3F 1F 5F 7TF | 11F | 3F
(1 pft) 2pit) | Apit)] (Apit) (2pit) | Gpit)| (2pit)
Male | 27M | 19M | 16 M [ 18M | 12M | 6 M | 12M | 14M | 12M |13 M
3pit) (2pit) (Apit) | @Ap/t) | Apit) | (2p/t) |(1pit)
T&S |Femalg 1F pl/t)
Male | 3 M IM| 1M | 1M | 2M 2M
(Apft)
Support [Femalgl F(p/t)] 2 F 4F 4F 9F 3F [ 12F | 11F | 5F | 7F
(Apit) [ (2p/t) @8pit) [(1p/t)] (2p/t)| (4p/t)| (5p/t) |(Sp/t)
Male| 2M [ 9M | 1M | 5M 2M [ 4M | 1M [ 5M | 7M
(2plt) 3pft) | (A pf/t) (Ap/t) | (Lplt)

Researcher leavers

1 Research staff generallgave due to gaining a new gtisn elsewhere or end of fixetkrm
contract.

1 Since 2008, the percentage of staff leaving due to redundancy (at contract end) is 31:69%
F:M and due to resignation is 18:82% F:M, indicating that men are more likely to move o
beforethe end of their funding period, whiliemale researcherspt to stay atYork.Work
is planned by postloc champion and EDO to raise awareness of the importance of mobility
amongstresearchers

Table 4.151 eaving rates of research stdffy gende.

2008 | 2009 | 2010 | 2011 | 2012 | 2013 2014 | 2015 | 2016 | 2017
/09 | /10 | /11 | /12 | /13 | /14 | /15 | /16 | /17 | /18
Staff 22 23 22 19 14 20 28 27 31 29
Leavers| 3 7 6 7 3 1 5 7 11 3
Leaving
Rate
Staff 52 53 48 39 38 41 45 43 49 58
Leavers| 17 19 16 18 12 6 12 14 12 13

Leaving
Rate

Gender

Female

14% | 30% | 27% | 37% | 21% | 5% | 18% | 26% | 35% | 10%

Male

33% | 36% | 33% | 46% | 32% [ 15% | 27% | 33% | 24% | 22%

GO



(v) BAME students and staff

We have analysed oulack and minority ethnicBAME students and staff by gender for this
submission (Table 4.16).

Table4.16:PercentageBAME students and staff (JEU andoverseascombined) as a
proportion of the student/staff populationby gender*

Gender| 2015/16 2016/17 2017/18 National 2016/17
% % % %
UG F 12 13 11 27
M 9 7 7 19
PGT F 80 56 50 28
M 80 63 50 31
PGR F 24 21 16 17
M 33 23 20 11
Research staff F 17 15 18 23
M 16 17 16 21
Academic F 8 14 15 10
and T&S staff M 5 5 4 8

1 Our % BAME UGs and researchers (both male and female) is significantly lower than the
national average(Action 4.8) will be initiated by EDG to address this.

1 Our % BAME PGTs (male and female) are higher than the national average.
1 Our % BAME PGRs (male and femaleasend orabove the national average.

1 For academicrad T&S staff, %emale BAME ikigher than thenational average, while %
male BAME is lowefare must be taken in interpreting these statistics as numbers are
low.

We will begin a new actiofAction 4.9 to better understand the lived experience of BAME
individuals by genden our department.

[Action 4.8:Instigate actions to impove recruitment of BAME UGand researcherk

[Action 4.9:Better understand the experience of BAME individuals by gender in our
department]

Word Count; 232
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5. SUPPORTING AND ADVANb D 2 ha9bQ{
Recommended word count7000 words

5.1.Key career transition points: academic staff

0) Recruitment

Break down data by gender and grade for: applications;-land shortlisted candidates
2FFSNI FYR FOOSLIFyOS NIdGSad /2YYSyid 2
ensure that wonen (and men where there is an underrepresentation in numbers) are
encouraged to apply.

1 UB observation scheme contributed to increase in %F researchers to our highest ever
of 40%, and improved recruitment ratio of F:M for T&S staff.

1 Implementation ofnew policies for direct appointment of researchers led to an increase

%Hor these appointments from 1® 46%.

4 of the 8 academic appointments since 2011 have Weprale

F and M appointment rates for researchers are equivaledicating a gendeneutral

recruitment process.

= =9

Figure 5.1 illustrates our recruitment processes, which have beeglaiged over the last ten years.
These are fair and transparent for aile strive to offer as many of our roles as possible as flexible
and, in many casegpb adverts state that we can accommodate ptmie working. We are often
asked to give advice on recruitmefftigure 3.Zor examples

BEACONAdvice on departmental recruitment processes/gn to HR, Science Athena
SWAN working goup, and externalorganisations

UB observer scheme

1 We developed an Hnouse UB observer scheme to monitor recruitment (2014).

1 An independent, trained UB observer attendhortlisting and interviewschallengng
processesvhere appropriate

1 Written feedbackio panel manbers helps improvéuture practice.

Following a 2014 pilot, the scheme ran intermittently over the next few years dependent on staff
availability; it restarted more consistently in 2018 and an improvement in female researcher
recruitment was seenWe note that the %F researchers fell across the period when UB observation
did not happen.

IMPACTOperation of UB observer scheme coincided with improved female
researcher appointments betwee016 and2018.

-
I:l\
—

IMPACTPresence of a UB observeorrepondedwith 50:50 appointments of female
and male T&S staff.

(-
I:l\'
—

Gz



We are committed to continuing our UB observer scheme, but it involves significantisiaffso

an urgent priority is to recruit more UB observers
[Action 5.1 Recruit and train new UB olesverg

), BEACON: We will run a UB observer scheme workshop (December 2018} thzen to all

Y University staff.

Figure 5.1: Recruitment process and responsibilitteghlighting the previous actions and

beacon activity in this area

ACTIVITY
|

New Post

|

Advert and Candidate Brief Prepared

I

Panel Identified

l

Advertising

l

Shortlisting

!

Interviews

Appointment

|

Induction Pack / Programme
prepared

{mmm  RESPONSIBILITY

DM advises on process including
use of named researchers and
direct appointments

*

2014
_J
- DM checks inclusion of E&D
wording / images
9 rimag 2013
=
DM checks panels (gender balance *
and training (unconscious bias, 2016
_ E&D and Recruitment)
W)
UB and E&D information Y
circulated to panels
2016
Social media, departmental
website, circulation via networks *
_ to encourage external applicants.
Support offered to all applicants 2013
UB OBSERVATION
* Observer attends .
- * Ensures fair decisions
» Feeds back to panel 2016
« First question sent in advance to )
candidates 1) )}
_ - CANDIDATE REASSURED Y
2017
DM advises on starting salaries
to ensure female candidates are
- not disadvantaged
Feedback offered to unsuccessful
candidates
- Mentor assigned, probationary
meetings arranged
= .
* = Action ‘3}’ = Beacon
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Q)

al a

Iy  dzpigsdlysan@nil Bage seen how the scheme makes individual
members of staff think about their actions acldangegshe way individual staff
approach interviewing from one recruitment to the next.

Research Staff Recruitnmé

Table 5.Jand Figure 5.8how that researcher appointment rates are equalffanales and males.

a - Derek Wann, senior lecturer.

A

[

 —

g

IMPACTF and M appointment rates are the same, indicating th@ir researcher

recruitment practice is gendeneutral.

Table 5.1: Research staff apgdition, interview, and appointment numbers (and %F) with a
breakdown of the recruitment stages by gender.

Applicat| Inter- | Appoint- Propoirtion of Proportion of thosq Proportion.of
Year | Gender ion view ment .appllpants mterw.ewed those amlymg
interviewed appointed appointed

Female 135 19 3 14% 16% 2%

201¥12| Male 322 38 11 12% 29% 3%
% Femalqd 29% 33% 21%

Female 164 29 8 18% 28% 5%

201213| Male 414 62 13 15% 21% 3%
% Femalq 28% 32% 36%

Female 125 20 7 16% 35% 6%

201314 Male 261 18 3 7% 17% 1%
% Femalqd 32% 53% 70%

Female 98 18 5 18% 28% 5%

201415| Male 350 43 14 12% 33% 4%
% Femalqd 22% 30% 26%

Female 157 27 5 17% 18% 3%

2015916| Male 475 38 9 8% 24% 2%
% Femald 24% 42% 36%

Female 86 17 3 20% 18% 3%

201617| Male 293 41 11 14% 27% 4%
% Femalqd 22% 29% 21%

Female 109 23 6 21% 26% 6%

201718| Male 290 42 9 14% 21% 3%
% Femalqd 27% 35% 40%

Female 874 153 37 18% 24% 4%

Overall Male 2405 282 70 12% 25% 3%
% Femald 26% 35% 34%
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Figure 5.2: Research staff rectioient by gender.

Research Staff Recruitment (All Grades)

® Proportion of F applicants interviewed Proportion of F interviewees appointed Proportion of F applicants appointed

M Proportion of M applicants interviewed M Proportion of M interviewees appointed Proportion of M applicants appointed

40
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Named Researchers and Direct Appointments

Following a drop to 27% female researchers (2012), actions were introduced around recruitment
of named researchers on grants and direct appointmefiisese included:

9 advertising direct appointmas in department, and an internal recruitment process
9 monitoring justifications for naming researchers on grants

This led to the%d= direct appointments increasing from 16% between 2011 and ,20146%
between 2015 and 31 July 2018 (Figurednd Tableb.2).

/ IMPACT: Actions linked to direct appointments and named researchers led to
0 I:l[l strong improvement in %F recruited via these means

Figure 5.3: Named researchers and reseanctlirect appointments in chemistnduring 2011-
2015 and 20152018.

Named Researchers and Named Researchers and
Research Direct Appointments Research Direct Appointments
2011-2015 2015-2018

® Female = Male = Female = Male
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Tabe 5.2:Numbers of named researchers and researcher dir@gpointments by year from
2011 to present

Year Namedmale Named female Directmale Directfemale
2011 1 0 3 0
2012 6 2 9 0
2013 2 0 2 1
2014 1 0 3 2
2015 1 0 4 1
2016 1 6 4 4
2017 7 2 5 4
2018 up to 31 July 0 2 4 3

Academic and T&S appointments

1 Female applicants for academic roles (Grade 7 and Professorial) are more likely than males
to be interviewed (Figure 5.4¥or Grade 7 appointments, females are also more likely to

be appointed.Overall, academic and T&S appointments were 31%F since 2011.

1 %F applicants for academic roles is low at 21% (Table B@yever, this figure has

improvedsignificantlyfrom 15% in our last AS submissior2015

1 Since 2014%FT&S staff appointeis 25% Forthe two most recentappointments, dJB
observer was present, with 1 female and 1 miageng appointed.

1 2 professorial recruitments occurred since 2011 (2 males appoin&go females were

interviewe | )<< X
(N X XX XXX XXX

(N < <X

We are ambitious to move forward and embrace the bestruitment practice possible¢ as
detailed in the fdlowing actions:

[Action 5.2: Adopt positive action measures]

[Action53: TriaMSEG A2 Q a2F i 61 NB FT2NJ NBONHA GYSy s
[Action5.4:w S ONHzA i W5 A JOMNHEItANGYY0 rangne dcaianficIegritment trial]
[Action 5.5: Embed and develop recruitment agtis for research staff]

[Action 5.6: Increasé&oF T&S statfy undertaking specific actiofjs

[Action 5.7: Increase %F academic stiayf undertaking specific actiorjs

[Action 5.8: Increase %F professorial staff undertaking specific actiorjs
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Figure 5.4 Academic and T&S appointments since August 2011 (all grades)

Academic and Teaching Appointments Since August 2011

B Female Male

25 -~

20 -~

15 -

X

10 ~

5 -

O T T - T T T 1
Proportion of Proportion of Proportion of Proportion of Proportion of Proportion of
applicants  interviewees applicants applicants  interviewees applicants
interviewed appointed appointed interviewed appointed appointed

Table 5.3: Academic anti&Sstaff recruitmernt breakdown by gender since 2011.

Role [Open| Gender |Applicat| Inter- | Appoint-| Proportion | Proportion of|Proportion of
FTC ion view ment |of applicanty interviewees| applicants
interviewed| appointed | appointed
Academic Female 92 13 4 14 31 4
Grade 7 Male 399 44 6 11 14 2
% Femal¢ 19 23 40
Academic|Open Female 10 5 0 50 0 0
Professorig Male 59 10 2 17 20 3
% Femalq 14 33 0
Teaching| FTC| Female 45 7 1 16 14 2
Grade 6 Male 103 9 3 9 33 3
% Femal¢ 30 44 25
Overall Female | 147 25 5 17 20 3
Male 561 63 11 11 17 2
% Femal¢ 21 23 31

Induction

(ii)

Describe the induction and support provided to all new academic, stiafll levels.
Comment on the uptake of this and how its effectiveness is reviewed.

Staff induction includes:

1 personalised induction document and checklist highlighting compulsory actifgtgesE&D
training) (Figure 5)%

9 buddy mentor to support settlingn;

<



1 tour and introductions to key staff @ AGL, Chairs of BoS and DRC)
1 personal meeting with HoD;

9 researcher induction sessiohgld termly (understanding probation/performance review,
career development, etc).

Take up of induction is 100%.
G aeé 0 dzR R was 308 gbiiezholding the same sort of Fellowship as me rather than fre

same research area, and this was extremely helpful. It was nice to be matched with s
2dz6AARS GKS 3INPRdAzL) ¢ K2 -NéwRBsedrchF&llawkF T SNA y 3 LIS

BEACON: Ingttion processes and documentation shared with HR and other York
departments viaUniversity¢ NI Ay Ay 3 hFFAOSNRAa C2 NHzY

Figure 5.5 Staff welcome documen{personalised)showing induction checklist and equality
and diversity $ide-set.

Chemistry Induction Checklist

wing sctices munt ba tompieted WERe bwo wesks of toarting wock in T

UNIVERSITY@‘G%??[(

ACTION RICUIRID COMPLITD

e UNIVERSITY af%ﬂ(

THE DEPARTMENT OF CHEMISTRY

Department of Chemistry

Equality and Diversity

||
Welcome Pack
for
XXX
XXXAXXK

hittp:f fwwwyarkac.l/chemistry/ department/athanaswan/

Promotion
Providedata on staff applying for promotion and comment on applications and success

rates by gender, grade and fudind parttime status. Comment on how staff are
encouraged and supported through the process.

1 Since 2008, a high %F academic staff have beenqgiszh{12 promotions, amongst the 13
female staff).

66% of the femalstaff who havebeen promoted since 2014 work peind flexibly.

Women have been slightly more successful than men in achieving promotion.

= =

All our staff are supported and encouragedaplying for promotion withkey activiteshighlighted
in Figure 5.6 Saff receive strong personal support from their AGL and the HoD through the
promotion process.

&3



Figure 5.6 Schematic diagram highlightingeghartmental supportthrough the various stagesf
the academic promotion processndicating previous actions and beacarctivity.

DEPARTMENTAL

APPLICANT SUPPORT

l

APDR - Compulsory Discussions

!

Progress towards promotion criteria made

!

AGLs/Line Managers meet individuals to
discuss and encourage applications

|

AGLs/Line Managers discuss v
promotion with reviewees

2012

AGLs/Line Managers follow up
on suggested activities

Promotion criteria circulated

AGLs/Line Managers encourage
attendance at promotion seminar

T1111

sAnr!ual De;:a:’tr ental Prot';?t'on § Seminar run by HoD, DM and 2007
SMHGEINCINEING Proseiiatoen o Faculty Promotions Panel Member @}
case studies “T‘*
l 2015
Personnel Advisory Group
Internal Review: detailed 1tol considers draft applications S ?
feedback given to applicant — HoD provides advice on final
documentation 2007
Submission to University — HiaR prepareq feE ol e pols vty
AGL/Line Manager
Decision and Feedback to Applicant _ Celebration for Successful
Applicants

\k = Action é,%ﬁ = Beacon

Femde and male staff are equallikely to apply for promtion (Table 5.4).! y I f @ aA & 2F Wi A
graR Ssfows female and male academic staff take an average of 4.@.angeargnot pro-rata),
respectivelyto be promoted to the next gradevith relatively little difference in age between the

genders at which promotion occurs.

/7 IMPACT: Our processes that encourage and support staff to apply for promotion
0 [I[I have lael to men and women applying at the same rate (14%).
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Table 5.4: Academ promotions by gender (200&8).

2008- 2018

Applications Application rate

(applied=eligible)

Successful Successate

promotions

Male

22 14%

18 89%

Female

12 14%

100%

12 (5 plt)

Academc staff: reader to

pofessor

Applications

Successful pmotions

Year

2008/09

2009/10

2010/11

2011/12

2012/13

2013/14

2014/15

2015/16

2016/17

2017/18

Overall

M F

8 2

M F

5 2 (1 ph)

Overall mte

21% 19%

63% 100%

Academic staff: senioEcturer toreader

Applications

Successfubromotions

M | F

M | F

2008/09

2009/10

2010/11

2011/12

2012/13

2013/14

2014/15

2015/16

2016/17

2017/18

Overall

9 5

8 5 (3p/)

Overall mte

12% 13%

89% 100%

Academicstaff: lecturer to senior kecturer

Applications

Successful pmotions

2008/09

2009/10

2010/11

2011/12

2012/13

2013/14

2014/15

2015/16

2016/17

2017/18

Overall

M F

M F

5 5 (1 p/t)

Overall |mte

13% 18%

100% 100%




Parttime working and promotion

Since 2014, 4/6 femasewvho were promoted were workingt. However, p/t working is not always
recognised externally; the HoD letter of support must cleadyesthat the individual works p/t and
explain how this affects comparison with applications from f/t staff.

G! YSYOSN 2F & mafemily leavdahd viotkdrl paitimg aPpliec
for promotion, but the University Promotions Committee did naekela prima faci
case had been established. | took the matter up with the Committee inc
OF t OdzAt FGAy3a Ay RSGFAET GKS adFFF YS
things resulted: (i) the case went out to referees and was ultimately stacass
(i) the promotion guidelines changed so that the emphasis shifted to the com
to take periods of leave/paitime working into account whereas previously
SYLKIFIaAra KFER 0SSy 2y (GKS ILILX AOIyi
- Prof Duncan Bruce, Head of Department.

Professorial promotion

1 Increasing the %F:M iruoprofessoriate is a prioritfAction 5.9)

1 Since 2008, 5M and 2F staff have been promoted to professor, indicating that our current
practice around professorial promotion is gender neutral.

1 Work is needed imelation to promotion within the professorial band3.here have been
18M and 3F promotions (including multiple promotions for the same person) within
professorial bands since 201These promotions have significant impact on the gender
pay gap for acadein staff (Section 7). We propoaenew action(Action 5.10)to address
this.

[Action 5.9: Develop strategies to facilitate applications for promotion to professor]

[Action 5.10: Work to make progression across and within professorial bands more trarsyhr

Researcher ppmotion

1 Research and T&S staff have also been promoteith e first female promotion
(Research Grade 6 to 7) taking place in 2018.

1 Since 2008, there have been 2 male researchers promoted to Professor, 3 male researchers
promoted to €nior researcherand 6 male researchers promoted to research fellow. 3
male &S staff have been promoted tedturer. The dominance of male staff in these roles
being promoted compared to female staff is a cause of strong concern. Further action is
proposed(Action 5.11)

1 The HoDe-mails research supervisorand PDRA® remind them that funding does not
limit researcher promotion (Figure 3.

[Action 5.11:Develop dedicated promotiorsupport process for research and T&S stiaff

Gl



Figure 57: Email fromHoD to research andademic staff in the department.

Dear All

Best wishes
Duncan

I thought that it might be helpful if | email concerning the promotion of PDRASs.
1. IfaPDRAIs promoted, the extra salary is not paid by the grant but by the department for the dy
of that grant. This is important as the length of that contract is not affected.
2. 75% of the PDRAs who made a formal application for promotion sinceZDdre successful (4
Grade 6 to Grade 7).
3. ¢KSNB Aa y?2
neither for the number that are granted.
LQY @SNE KI LLR

Wijdz2 il Q F2N K Satyhight lie Srdkde i @y one Jed

(2 FyasSNIlye ljdSadirzya GKA&a ¢

(iv) Department submissions to the Research Excellence Framework (REF)
Provide databy genderpn the staffsubmitted to REF versus those that were eligible.

Compare this to the data for the Research Assessment Exercise 2008. Comment on
gender imbalances identified.

1 A high %F were returned RAE2008 (91%) anBRER2014 (86%) (Figure 5.8).
9 This compres to %M 2008 (98%) and 2014 (92%) (Figure 5.8).

As an inclusive department, we aimémireturn as many people as possiblepastRAE andREF
exerciss. For the next REF, we will conduct a gender analysis of the REF subifistimm5.12)
and alsodevelop a transparent process around paper selection for the submigAiion 5.13)

The departmental REF officer is an EDG member and sxeotlarly to EDG.

[Action 5.12: Analyse publications submétl to REF as function of gender

[Action 5.13: [2velop a transparent process around paper selection]

Figure 5.8: RAE 2008 and REF 2014 returns by gender (numbers of returned/eligible staff shown

on bars)

% Returned/Eligible

REF and RAE Returns

M % Female % Male
100
80 -
60 -
.
20 A
0 T

RAE 2008 REF 2014
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|5.2.Key career transition points: professional and support staff

PS&re strongly positive abowtvorking in the departmenf{Table 55).

The F:M ratio for our technical team is 42:58%, significantly above the comparator figu
287296

1 Our admin team is female dominated, although several nevwemalleagus have been
recruitedrecently.

= =4

1 PSSin @mistry are 61:39% F:NFigure 5.@nd Table 5.pandare subdividedbroadlyinto
administrative andechnical.

1 These groupings are supplemented by finance, research support ateffeducational
advisory staff.

1 We will now collect information by suiroup to investigate trend§Action 5.14)

1 Our admin team is female dominated (26F and 5M), but a number of male colleagues (ft,
grades 4 to 6) haveecentlybeen recruited

§  Our technical team is 20F and 28M (42:58% F:M, comparator figure 2872%).

1 New recruitment actions proposed for academic staff, will be extended to PSS reentit
(Action 5.15).

[Action 5.14: Collect and analyse gender data of PSS by staff category and develop actions to
address any issues]

[Action 5.15: Extend recruitment best préice to PS§Actions 5.1, 5.2 and 5)B

Table 55 Staffsurvey responses from PS&f.

Staff Survey Question: %F of Support Staff | %M of Support Staff who
who agree 2017 (2014 agree 2017 (2014)

| like the kind of work | do 97 (91) 96 (88)

My work isinteresting to me 94 (89) 96 (88)

My work offers me opportunities to 92 (86) 92 (83)

use initiative

My line manager is considerate of m 81 (86) 88 (79)

life outside of work

| am clear about the standards of 83 (96) 88 (94)

behaviour expected of me

My manager / sipervisor treats me 94 (91) 96 (88)

with respect

My manager /supervisor is 86 (92) 96 (86)

approachable
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Figure 5.9: Number of support staff by gender
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Table 56: Number of supprt staff by gender (20082018).

Year Female Male %Female

2008 40 39 51

2009 44 41 52

2010 39 32 55

2011 43 33 57

2012 43 31 58

2013 53 41 56

2014 61 40 60

2015 64 44 59

2016 58 47 55

2017 61 35 64

2018 57 36 61

() Induction

Describe the induction and support provided to all new prafasal and suppot staff, at
all levels. Comment on the uptake of this and hitseffectiveness ieviewed.

All new PSS undergo the same induction processcademic and T&Staff (Section 5.1ii), with
100% completion.In addition, all administrative aff spend somdime with every member of the
admin team to encourage team working.

L KIS KFER GKS Y2ad FYFTAYy3 2F AyaN
toagreatexperiencek f 221 F2NBIFNR G2 (G0KS ¥FdzidzN
- Newworkshop apprentice, Matty Popely
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(i) Promotion
Provide data on staff applying for promotion, and comment on applications and succ

rates by gender, grade and fudind parttime status. Comment on how staff are
encouraged and supported through the process

1 80% of F and M roleeviews successful first time, withl @ventually successful
T b2 3ISYRSNI oArBal NIRA Y B Kdbvard Sof/adBinfddiezhnical staff

PSS are not eligible to dggor promotion atYork but they can advance theiareers and expertise
in a number of ways (Section 5.4).

Formal procedures resulting in a salary increase are:

1 Role review to a higher gradeline nanagers take responsibility for preparing
documentation supported bythe DM (Table 5.7) All role reviewshave evatually been
successful, witlsmall numbes (14%) needing toeapply. Role review requests are equal
from admin and technical staff, with females applying more than men.

1 Temporaryresponsibility allowancest { { WIF OG0 dzLJQx G iktyedy. 2y 3 NJ
covering for stafbn leave or during restructure

1 Rewardingexcellence Nominated staff receive a permanent opeint salary increase
based on excellergustainedoerformance (Table 5.85ince 2011, thee awards have been
gender neutraland equallysplitbetween administrative and technical staff.

1 W¢ A Y SNI2R@ODEviewed for PSS with female and male dbefing on grade for
averages of 4 and 5.85 yearsspectively. This issue is complax will now be monitored
throughAction 5. 4.

Table 5.7: PSQ®le review requests from 20088.

Year Role Review Successful Role Reviews Successful review by Staff
Requests Category and Pastime
M| F | Total| M F |F SuccegM Succeg Admin| Tech | Other| p/t

Rates rates

2008/09 100% 100%

2009/10 100% 100%

201011 67%

201112 50%

201213 100%

2013114 100%

201415 100%

201516 100% 0%

2016/17 50% 100%

2017118 100% 100%

Overall 87% 80%




Table 5.8: Successful rewardingaellence nominations from 2004 8.

Staff Category Technical Admin Other Total
Year Male [ Female| Male | Female| Male [Female %Female
2011 100%
2012 33%
2013 33%
2014 100%
2015 67%
2016 29%
2017 50%

Overall 50%

5.3.Career development: academic staff
(i) Training

Describe the training available to staff at all levels in the department. Provide details
uptake by genderand how existing staff are kepp to date with training. How is its
effectiveness monitored and developed in response to levels of uptake and evaluatic

The DM acts as Departmental Training Officer (DTO), holds a training pbadeinsures staff are
trained appropriately.Staff ae encouraged to take up training through the APDR process.

Mandatory training

This includegraining forcarrying out performance reviews and chairing recruitment pangiace
departmental enforcement began (2017), uptake of mandatory training hasased.

/ IMPACT: 100% of academic staff have completed E&D training followaatiye
0 DI:I monitoring of uptake.

Centraltraining

1 Access to extensive training offered by the University Learning and Development Team and
Research Excellence Training Team (REable 5.9).

q Staff are encouraged by linél Yy ISNERk! D[ & (G2 LI & Fa&N GKS
Management training programm@able 5.1Q)

7 PDRA induction highlights relevamdurses.

1 New lecturers required tocomplete a postgraduate certificate incademic practice
(PGCAP other staff can apply forAdvance HE (formerly HEAcredited University
courses.

1 Female staff are slightly more likely to attend training than male staff, including
leadership/management training (Tables 5.9 and 5.10).
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Departmental training

1 Since 2014, the departmeritaspioneered faceo-face UB training at York (Section 5.1i
and 5.6iii), with the University subsequently developing online UB training. 89% of
academic and 71% of PDRAs are currently trained -téaieee UB traimg is part of our
core UG and PG curriculum.

1 Mental health first aid litdraining (Section 5.6v)

External opportunities

Staff can apply for departmental funding, e.g. 2 staff were funded to attend Stonewall
leadership/allies training @ 1M), while 1IFand 3M T&S staff attended conferences.

To increase the amount chreer developmentraining undertaken by academic and research staff,
we proposeanew action to better disseminatand evaluatdraining opportunities

[Action 5.16: Increase awarenssuptake and sharedevaluation of University Learning and
Development and Reseah Excellence training courses

Table 5.9: Trainingvents undertaken since 2008ncludesbasic laboratory skills training butot
mandatory training)

Staff Category Numberof Training % Traing Activities Gender of
Activities Undertaken | undertaken bygender(FM) | Current Staff
F M F M F M
Academic Staff 189 452 29% 71% 25% | 75%
including T&S Staff
Research Staff 189 305 38% 62% 34% | 66%

Table 5.10: Staff who have undeken leadership or management training to August 2018 (not
including HoDs who undertake strategic leadership training)

Leadership Course Female Male
Management in Action 0 1
Leadership in Action 1 1
Research Leaders 3 6
Leading Without a Team 2 1

(i) Appraisal/development review
Describe current appraisal/development review schemes for staff at all levels, includit

postdoctoral researchers and provide data on uptake by gender. Provide details of ar|
appraisaltievelopmentreview training offeredandthe uptake of this, asell as staff
feedback about theppraisaldevelopmentreviewprocess.

All Chemistry staff take part in the University Annual Performance and Development Review (APDR)
scheme.Figure 5.10 highlights the key discussions and actions
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& ¢ KBDR Iprocess is a great way to think about the activities you've
involved in, to have an idepth discussion about future goals and aspirat
with a supportive managerand setout a path for the coming ye&
- Dr Lselotte Tinelpostdoctoral researcher.

/ IMPACT: Barring staff on loAgrm sickness absence, all eligible staff have
0 [l[l undertaken a review in each year for the past 5 years: 100% completioridorale
and male staff due to DM praactively monitoring each stageroFigure5.10.

Figure 5.10Annual performance anddevelopmentreview (APDR) procesidicating previous
actions and beacon activity

LINK TO CAREER
ACTIVITY PROGRESSION

l Forms contain tickbox to ensure *
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PAG decide on arrangments for promotion, REF papers and Impact, 2013
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‘ and training requests h 4
2018

Reviewers allocated

All staff receive personal email
explaining process and need for
discussion on all sections of form

New reviewers booked onto
training course

i

Reviews Held

|

Reviews considered by AGLs,
HoD and PAG

8

HoD and DM discuss reports and
individual staff requirements
confidentially
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Research Leave and Training
Requests approved

Individual discussions held with
researchers

Independent Fellowships Day

|

Reminders to review APDR objectives

|

AGLs/Line Managers discuss
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Links further information included
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1 Female staff are more positive about APDR than males (Table 5.11).

1 Anew university scheme was introduced in 2016 and acadenaif were strongly negative
about this when surveyed in 2017.

1 This scheme underwent review in 2018, with the HoD and DM being consulted directly by
GKS 1w 5ANBOG2N 2y -réecévBdplodesistsE Qa LINBOA2dza ¢St

BEACONThe previousChemistryAPDRform text was adopted centrally.University-wide
feedback on these new forms has been positive.

Table 5.11: &ff evaluation ofperformance review by gender.

Staff survey 2017 % %F | %M | % Acad| % Res
(2014 result in parenthesis) Staff | Staff | Staff | Staff Saff
As part of my annual PR, we agreed clear object] 97 (85) 100 | 94 97 97
My annual PR was useful to me in providing | 71 (61)] 75 68 53 88
constructive feedback on areas of developmen
My annual PR was usefulittentify training needs § 52 (45)| 67 43 18 72
development @portunities

(iii) Support given to academic staff for career progression

Comment and reflect on support given to academic staff, especially postdoctoral
researchers, to assist in their career progression.

Academic staff
1 Support for caeer development is agreed with AGL during the APDR process.
1 Academics are encouraged to apply for research leave to reinvigorate their research.

1 The proportion of research leave granted to femaitaff has increased since 2015 (Figure
5.11),due to adive encouragement by AGLs for femalgplications

1 Following feedback froracademicstaff, we will expand mentoring opportunitigg.ction
5.17)and reinvigorate our approach to disseminating training opportunitd& will also
promote external opporturiies far advanced leadership trainin@ctions 5.16 and 5.18)
as few female staff are currently mérars of key university decisienaking bodies.

[Action 5.17:Encourage staff to participate in new University internal mentoring scheiaed
external mentoing schemep

[Action 5.18: Explore and fund external leadership training programmes]
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Figure 5.11: Number of academic staff granted research leave by gender
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Since our last AS submission2015 we have worked extensively to support the careerof
students and PDRAsWe appointed the EDO, pedbc and fellowship champions. In this
submission, we are ambitious to extend this level of activity to our academic staff, with particular
emphasis on our midareer staff. As the appointment of champis has been extremely effective

for students and BRA, we proposéAction 4.19)i 2 | LJudgdicafeer &1 YWIA 2 Y Q ®

They will have a remit to:
1 identify ard support any staff member whosesearch has plateaued

1 explore whether a change in personal circgstances may have led to difficulties at work,
e.g. due to caring responsibilities

[Action 5.19: Appoint a rid-careerchampion)

Support _for postdoctoral researchersis organised and overseen by the EDO and -dost
champion.

Fellowship suppor{2015 acton)

1 A process was developed to provide consistent support and transpaterticpse seeking
Fellowship funding Approved candidates receive assistance from reseauogport staff
and an experienced academic mentor.

1 An annual fellowshi® open day for resarchers/PG students is now held
[speakers 50% F, attendees 38% F in 2017 and 2018].

1 Dedicated wekpages are maintained featuring information and case studies3MIy
1 EDO offers on¢én-one CV/application/interview support for academic positions.

1 EleanorDodson Departmentalddowship was created to fund an early career fellow with
caring responsibilitiesDr Will Unsworth was appointed as the inaugural Eleanor Dodson
fellow in 2016, and was subsequently successful in gaining a Leverhulme Fellowshg (Fig

5.12).
@)



Figure 5.12Emeritus ProfessoEleanor Dodso-RS]) andinauguralEleanor Dodson
Fellowship recipientDr Will Unsworthwith his family (r).

«#), BEACON and 2015 actiowe hosted the2016RSC Jolie€Curie career development
¥ conference for fenale and other underrepresented ECREhe theme wag-ellowshipsand
over 20 YorkPGs and PDRAdtended (70%o0f whom were femalg.

/ IMPACT In 2015 we began actions to meet an ambitious target of 40% female
D fellowship applications by Autumn 2018. Thisrget has been met (4/6M). 1F and
1M have been successful in gainifigllowships under the newly introduced system.

—

O

IMPACTTwo external femaleattendeeshave engaged with our fellowship proces
as a resulof Joliot-Curie 201 Figure 5.13).

-
 m—
—

Figure 5.13:Tweet onRSC Jolie€Curie Conference hosted at Yoftom newly appointedRoyal
SocietyDorothy Hodgkin FellowDr Alyssa Avestro

Alyssa Avestro, PhD @ajavestro - Nov 20 v
Also, the @RoySocChem #JoliotCurie Conf is an #ECR must! Attending this mtg in
Sep 2016 at @UniOfYork was life-changing for me: it convinced me to join

@Twitter & introduced me to @ChemistryatYork. Since then, I fantasised about
working there & now I'm literally living the dream!

PDRAMentoring

1 Chemistry worked with RETT on developing a new successfutdgpagmental PDRA
mentoring pild.

1 5 Chemistry PDRAs (2BM) pl_mnd 3 @ademic mentors (2F 1M) took
part.
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1 The scheme has been expandedtty University toincludeacademic and T&S staff.

1 As nost mentees wanted a Chemigtmentor, we will promote participation in ew
externalchemistrymentoring schemes (e.g. RSC, $8ijion 5.17)

Building aPDRArack record
We provide extensive opportunities for PDRAS to:
1 Gain experience of smailroup teaching and supervise Wbject students.

1 Offerindependent UG summerojects (2015 Action) €stion 5.3v). 201517 PDRA project
supervisors883%Fand 67%M.

1 Take part iman industrysponsored posterampetition (Figure 5.14)with cashprizes and
invited talk for winners éntrants: #, 7M: judges andvinners, F:Mb0:50 in 218).

1 Participate on departmental committees (3FV).
To help PDRAs focus on career development thrdA@BRwe will introduce a new action

w! OGA2Y pduHnY LYGNRRdAzOS Wal {Ay3 (K&sexcha¥i 2F @& 2

Figure 5.14PDR\ poster competition 2018vinners andrunners up

T&S staff

New T&S staff my face similar issues to PDRASs, shgrt/fixedterm contracts, butraditionally, a
lack of clear progression gaway and financial resources can ddditional challenges. Meares
we haveintroducedsince 25 include

1 Hosting HE Chemistry Teaching Netwo(R015) YR  WxI NAS{e@ AY
9RAOI GA2yKkt KEAAOE | A@KHNI 9RdOF A2y Q / 2y FSN

b”\

1 Access to trainingumlget for T&S staff conference attendance.

1 T&S journal club setp.
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(iv) Support given to students (at any level) for academic career progression
Comment and reflect on support given to stude(das any levelto enable them tamake

informed decisions about their career (including the transition to a sustainable acader
career).

The majority of support for career progression of our students is delivered through the curriculum,
overseen by the EDOreedback is excellent (Table 5.12). Careers support includes

1 Annual UG, PGT and PGR careers days Hitihfjgdiverse rangefaole models including
academic careers (speakers; ZM).

1 Oneto-one career development support from the EDO (career planning,
CVl/applican/interview practice) (37/26Min 201618).

Table 5.12: Percentagef students who feel they have been offerechareer support

The Chemistry Department offers me advice, coaching, mentoring %F %M

and/or other support to help me progress from ynstudies to a career | agree agree
in STEM (culture survey 201867)
UG 96 96
PGR 88 86

Activities to support academicipeline careers for UGs

1 Departmen funded vacation brsaries folUG summer projects201517: applicants
45:55% F:M, successful 45:55% F:M] through competitive pro&asssearch projects form
a key part of the pipeline from UG to PGR

1 Formal and informabkessions for UG students on PG study held with diverse range of
speakersk and M (Figure 5.15)

1 Enhcourage York Chemistry UGs who are interested in PG.study
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Figure 5.15: Lunchtime E&fliscussiorforum on PhD studyrovides an opportunity to
informally discuss doing a PhD

a
@9 Athena DEPARTMENT OF CHEMISTRY S vsiveRsiy

Equality and Diversity

Lunchtime Forum

Thinking about doing a PhD?

All welcome

Wondering if a PhD might be for you?

Come along, meet some friendly PhD students and staff
for a very informal chat and some cake.

A chance to:

. Find out what doing a PhD really involves

. Ask the questions you've been afraid to ask

Tuesday Week 9 12-1
C/A137 (the quiet room)

Bring your lunch - tea, coffee and cake provided

Activities to support academic pipeline careers for PGs

1 PG students have programme of academic skills training through the Innovative Doctoral
Training in Chemistry (iDTC), including cadmrelopment, and graduate teaching
assistam (GTA) training.

1 4951% F:M for departmental PG prizes since monitoring began (2013).

71 Introduced additional Wild Overseas Scholars Fund (2016) to allow PG students to conduct
a research projedn a prestigious overseas gro($F, 4M awarded).

1 A mentoring scheme will be set up for York PGs who are intetsn a career as a
researcher

[Action 5.21: Introduce mentoring schemfer York PGs]

(v) Support offered to those applying for research grant applications

Comment and reflect on support given to statievapply for fundingand what support is
offered to those who are unsuccessful.

The Department offers substantial suppoot research grant applications:

1 Dedicated Departmental Research Facilitator, support with all aspects of writing, gosting
and admnistering grants.

1 Database of successful grant and fellowship applications

1 Research grant applications reviewed by two experienced academics
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1 AGLs oversee grant applications and provide toeng, when requested or via#dR when
individuals are unsuccsful in having applications funded.

1 University also offers central courses to support research grant applications.

Our analysisf data on grant applicationshows:
1 Current success rates are similar females and males (Figure 5)16

1 An increase in valiof grantsawarded to femées from 20162013 to 20142017 (Figure
5.17).

However, it is evident that women in our department are putting in fewed amaller grants,
mirroring anational trend identified by EPSRBe(average grant won bg female fom BPSRC is
40% lower than male averageJhis is a key issue for us as a department, but also as a chemistry
community nationally, so we propose acteto address this

[Action 5.22:Host a national symposium on gendeatterns in research funding

[Action 5.23 Increase submission of large graijts

GS



Figure 5.16 Number of grant applications submitted and awarded per FTE (left) amctess rate

(right).

Number per FTE

Value per FTE / £M

Average Number of Grant Applications per FTE Success Rate of Grant Applications per FTE

m2010-2013 m2014-2017 m 2010-2013 wm 2014-2017

Success Rate / %

Female Female Female Male

Number Submitted Number Awarded

Figure 5.%: Value of grant applications submitted and awarded per FTE

Average Value of Grant Applications per FTE

m 2010-2013 wm 2014-2017

Submitted Awarded
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5.4.Career developmaet: professional and support staff
(i) Training
Describe the training available to gliofessional and suppostaff, at all levelsin the

department. Provide details of uptake by gengemd how existing staff are kept up to
date with training. How is itsfiectiveness monitored and developed in responséevels
of uptake and evaluation?

PSS have access to extensive training courses, as for academics (SectiorFénde PSS
undertake more training activities than male PSS, with admin staff being likehg to undertake
training than technical staff (Tables 5.13 and 5.14).

Table 5.13PSSraining activities broken down by gender

PSS Staff Training Activities Female Male

Number of Training Activities Undertaken 1088 592

% Training Activities undexten by F/ M 65% 35%
Gender of Current Staff 57% 43%

Admin Tech

% Training Activities undertaken by Admin/Tech stj 43% 57%
Current PSS Staff by Category 35% 65%

Table 5.14Numbers ofPSSvho have undetakenleadership or management training 2008
2018

Leadership Course Female Male
So You Want to be a Manager? 6 1
Management in Action 6 3
Leadership in Action 2 2
Leading Without a Team 5 3

A number of additional PSS initiatives are available:
1 Formal secondments within the same or differentpdatments
71 Internal and external training coursefsdm departmental training budget)

1 Development and Assessment Centres which assess capability, and support individuals
looking to progress. 8 staff members have taken part sk (3K 5M).

BEACON Ongoing workwith HR todevelopgenericrole descriptors for allPSSrades

In addition:
1 W¢ NI d0yi A Y3 astanBiig @em on meeting agendas.

1 Networking via York Research Administrators Forum, Admin Forum, Chemistry Admin
Google Working Group,fiiversity Professional@York (Figure 5.48d TechYork network.

C



9 ¢KS 5a Aa F YSYOSNI 2F GKS | yAOSNEAGE QA
disseminate opportunities and lobby for training.

1 All Chemistry P3fBe managers are encouraged to attedidding a Careers Conversati@n
training (100% take up for Admin Staff managéfs}ion 5.24)

1 We will also introduc®ne-to-one careersupportdiscussionsor PSS staffAction 5.25)

[Action 5.24: Support APDR as routerfcareers development for PSS]

[Action 525: Expand provision of on#-one caeers support from EDO to include PSS]

), BEACONOur operations nanager (nale) and dassblower female) are heavily involved in
¥ the national Technician Commitment whichims to ensure visibility, recognition,areer
development for technicians in HE and feature in launch video

L adFNILGSR FG ¢KS !'yAGSNERAGE 2
glassblower, passed my final exam in 2012 and | started to mana(
glassblowing workshop in 2014. Fingly the department has supported |
5 exams, my attendance at events/symposiums and 2 successftddiac
applications. My achievements have been published internally, o
University website and | am one of the 175 faces of theéRSAbigai
Mortimer, Departmental Glassblower

Figure 5.18 Chemistry Admin Team on cover of Professional@York Conferenoehureafter
award nomination

Professional @ YORK

Conference

@3
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(i) Appraisal/development review

Describe current appraisal/development review schemes for professional and supgiaft, at
all levels, and provide data on uptake by gender.

Provide details of any appraisd#velopmentreview training offered, and the uptake of this, as

well as staff feedback about treppraisaldevelopment reviewprocess Support given to
professioral and support staff for career progression

Comment and reflect on support given to professional and support staff to assist in their ca
progression.

All PS&ke part in the APDR as for other staff (Section 5.3ii). Uptake is ITD08201 &taff survey
(Table 5.15) indicates that PSS feel that ARDRprocess is beneficial, with improvements seen
since 2014 Going forward, we propose action to further taillPDRas a careedevelopment route
for our PS$Action 5.2).

Table 5.15: Staff survey rpsnses toAPDRjuestions 2017 and 2014 by gender

2017 Surveyuestion andresponse | %F PSS| %M PSS| % Admin %
(2014 responses in Parentheses) | who agree| who agree| staff who Technical
agree staff who
agree
My APDRwvas useful to me in reviewing 81 (90) 71 (55) 79 81
my strengths ad achievements
Clear objectives were agreed as part of| 95 (90) 97 (76) 100 97
my APDR
My APDR was useful to me in 71 (71) 48 (23) 71 53

identifying training needs &
development opportunities

My development needs are reviewed 50 (37) 40 (13) 56 38
regularly

| have taken part in the staff 53 (26) 57 (36) 57 55
development activities agreed at my las

APDR

5.5. Flexible working and managing career breaks

Note: Present professional and support staff and academic staff data separately

Figure 5.19presents a summary of our policies and practice for supporting maternity, developed
over the last 15 yearsThe departments passionate about supportiradl our staff through career
breaks.

1 The impact of our policies is evidenced by the matajf snembers who have continued
advancing successful careers, alongside flexible working and career breaks (Section 6).

1 The department has developed its own guidelines for maternity, pateanty adoption
leave (Figure 5.20
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1 Guidelines coveall staff,and explain the forms which need completing and where support
is available. Following feedback, the guidance uses gemeigtral language where
possible.

), BEACON: Department guidelines on maternity, paterniyd adoption in the process of
h J being adopted ly the University

O



Figure 5.19:Process for supporting maternity leaydighlighting actions implemented as a result

of the previous action plan and beacon activity

TIMING
ACTIVITY - RESPONSIBILITY

|

Soon after  \yorking arrangements, Health & Safety forms Safety Officer/EDG
awareness of completed - member/HoD: whoever most

pregnaney ‘ comfortable talking to
« Flexible Working Options *
* Form Completion
+ Expectations of Department & Individual 2015
Throughout « Covering teaching, admin & research - AGL/HoD /Line Manager )
pregnancy  * Funding issues (recovery and deployment of ) ]}
maternity pay) T
« Hand over period 2018
: w
» Flexibility to adapt role after birth .
+ Keeping in touch arrangements (main point HoD/AGL/Line 2015
Before of contact, email or phone) Manager/Chair of )
Maternity ~ + Expected arrangements for return: length of BoS/Chair of DRC ) ]
leave, flexible working T
» Prioritised workload on return (timing of 2018
research leave for academic staff)
» Keeping-in-touch days .
During « Arrangements for return: part-time options, BMiLibeanades
Leave completion of University and Statutory forms
! w
+ Health & Safety (completion of forms)
+ Expectations of Line Manager & Individual Safety Officer, HoD/AGL/ 2015
+ Maintaining good work-life balance - Line Manager ‘.))
On return « Effects of part-time working Y
* Research leave and covering admin &
teaching duties 2018
= w
« Career Progression HoD/AGL/Line
» Teaching and Research Activities: including Manager/Chair 2015
3812 publications and grant funding (as appropriate) of BoS and DRC ‘.)’
months after « Changes to working pattern T
* Work-life balance
2018

N _ — ) ) L
*- Action Y- Beacon
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Figure 5.20: Chemistry guidelines on maternity, paternity and adoption leave

Department of Chemistry

These guidelines include information for staff who are taking leave, and for those who supervise staff
taking leave.

The aim of these Departmental guidelines is to outline the support that individual members of staff can
expect before, during and after leave, and to provide a fi k of undy ding and exp i
between individual members of staff, their line managers and the Department.

The University staff policies can be found at:

Maternity: hitps:/ferenw vork ac,uk/a fhrfpoliciess] and-absence/maternity/policy/

Paternity: httpsy fwww vork ac ukfadmin/hripoligies/] d-ab: g/paternityl

Adoption: hitps:/www vork ac uk/admin/hr/policies/! {2 n/policy!

Shared Parental Leave: https:/feww york acuk/admin/hr/policies)] and-absence/shared tak-leave golicy

Unpaid Parental Leave: https://www.ypork.ac.uk/admin/hr/policies/leave-and-absence/unpaid-parental/

Before initiating any formal processes:

Members of staff are encouraged to speak to their line manager at the earliest opportunity - especially far
health, safety and welfare reasons, the sooner a manager is informed of pregnancy, the better. All such
discussions will be in confidence.

Far staff who would like advice on health and safety issues before they speak to their line manager or
supervisor, they are welcome to contact Dr Moray Stark, the Departrmental Safety Officer.

And at any time - for informal advice and support you ean contact the following Equality and Diversity

Group members:

Staff contacts: Caraline Dessent [Chair, E&D Group)

Helen Coombs [Departmental Manager)
Ruth Purvis [Deputy Chair, E&D Group)

It may be possible to put individuals in touch with someone who has been in a similar situation.

reassigned to allow research to continue.

(i) Cover and support for maternity and
adoption leave: before leave

Explain what support the department
offers to staff before they go on maternity
and adoption leave.

The departmental guidelines cover the
support offered prior to leave:

1 Meetings held todiscuss any issues.¢e

funding, group spervision, contact during
leave.Proforma developed (2®) to ensure
all areas discussed (Figure 5.21)

7 Staff encouraged to talk to the
Departmental Safety Officer as soon as
possible and full risk assessment carried o
If it is unsafe to work in the laboratory,
alternative work found and laboratory work

1 Staff have access to the quietom and first aid room to rest.

1 Time off to attend appointments (nat legal requirementfor adoption by supported by

departmen.

71 Line nanagers encouraged to be supportivll staff have a number of different individuals
they can approach for confidential support and advice

o



Figure 5.21 Example of pmmaternity, paternity, and adoption leavemeeting form

TITE UNTVERS 1Y t'!;#]*ka. Other Issues to be discussed at the pre-matemity leave meeting may include:
Any Fand ower period

Department of Chemistry

Maternity / Paternity / Adoption Leave

Wame: Feeping I toudh durng leave

Tab Ttk

Tine Manager:

First pre-maternity leave meeting | [Anasgeeevsforden iR Al

‘ Date: |

For staff, Issues to be discussed at the pre-maternity leave meeting may include:

Funding| Tiow 7t will be Genloyed Expected for Tengih v - Patiern of work on retum gig - these
<an cbviously change during maternity leave but the expected arrangements can be discussed).

‘ Employee Signature ‘ Dair. ‘

TutEs I relevant T Tt 06t 63 gan

Line Manager Signature ‘ Date. ‘

If members of staff have other areas that they would like to discuss outside of these
meetings then they can request a meeting with the Head of Department.

FRD stugents and PW

G. ST2NB FyR Rd2NAYy 3 Y& YL S NYBAerywneinsd
{ surethat | felt cared for and helped to make changes to my working environme
enabled me to work until 1 week before birth
Alice Fanpostdoctord researcher

BEACON: Adoption guidance developed in the departmenti®thas now leen taken up
by the University.

(i) Cover and support for maternity and adoption leave: during leave

Explain what support the department offers to staff during maternitg adoption leave.

The Departmental guidelines and proforma outline options available during leave (depending on
personal preference and individual situation). Support includes:

1 Arrangements for covering teaching, research, administrative and managerial
responsibilities including student supervision

7 Recovery of maternity pay from central University budget (may be used to employ new
staff member, extend contract of researcher to cble NS & LJ2 Y & A 0 A BchdaldcE & 2 NJ
allowance for covestaff).

1 Handover activities.

1 Use of Keeping in Toudays (up to 10 days). Since 2016, 3 PSS anddemic have used
these.

1 Arrangements for dealing with emails while away and how staff would like to be contacted,
if at all. While on leave, staff are still invited &l social activities and arrangements for
return to work, including flexible working requestare discussed.

&



GwSasSkNOK Oly 0SS OSNE Fhral Y20Ay
maternity leave it was very challenging to catch up on the readwances in n
field while working part time. The department introduced a policyi4p@o
B 2|0\ those returning after maternity to request a term of research leave. '
B | returned from my second period of maternity leave this allowed me to fou
“ dewloping new collaborations and to present my work internationally anc
a very positive experienge

- Dr Jacqueline Hamiltoneader

(iii) Cover and support for maternity and adoption leave: returning to work

Explain what support the department offers $taff on return from maternity oadoption
leave. Comment on any funding provided to support returning staff

All staff can request flexibleorking on return to work, whicmay be a bange in contracted hours
or a cange in working pattern.

100% ofour staff who have requested a change have had this granted (20 staff since 2069).
department has a strong culture of p/t and flexible working; it is seen as normal for parents (of all
genders) to work fi and/or flexibly (Section 5.2yi

1 Staff who reluce their FTE have a full discussion about which activities to drop to prevent
overload and ensure preferences are taken into account.

1 Followup meeting after 3 months to ensure that things are working well and activities re
balanced if appropriate. Subguently monitored through thé\PDRprocess.

1 All academic staff are guaranteed research leave when they return, with flexibility to
choose when this will be.

1 Staff requests for funding to support their return to work are considered on alogsase
basise.g. funding to extend a PDRA contract to support working p/t.

1 A quietroom has been set up which can be used by staff for feeding purposes. A refrigerator
for storing expressed milk is available

The University has a campus nursery available to dflata students and runs a childcare voucher
scheme. As staff and students can face childcare issues when at work and attending conferences
the following aren place:

1 Agreement with thecampus nursery to advertise provision during conference season

1 Agreer Sy 6AGK (GKS ! yYAGSNEAGE GadzYYSNI K2f ARL @
conference delegates

9 Holiday clubs run on university facilities are advertised via email.

A focus group held lookingt issues associated with logrm leave indicated thamost staff
generally felt supported but some issues with regard to flexible working on return were raised
(Section 5.5v).

o



(iv) Maternity return rate
Provide data and comment on the maternity return rate in the department. Da&aff

whose contracts araot renewed while on maternity leave should be included in the
section along with commentary. Provide data and comment on the proportion of staff
remaining in post six, 12 and 18 months after return from maternity leave.

The policies and practice we havev&loped to support staff while on maternity leave have had a

clear impact as 100% of staff have returned over the last 10 years (Table 5.16).

7
il

IMPACT: There has been a 100% return rate frmaternity leave in the
department over the last 10 years (Tabtel6).

Staff who did not remain in post for 18 months:

{ administrator who was covering a maternity leave

71 administrator who secured a new post nearer to home to avoid a long commute

1 researcher who secured a new research post

Table 5.16: Number of sthtaking maternity leave, change in FTE and stdffl én post 6, 12 and

18 months after return.*

Year Staff | Number| Number | Staff who Number still in post after:
category | taking | returned | changed FTE 6 12 18
leave on returning| months months months
201011 | Academiqg 1 1 1 1 1 1
Research 1 1 1 1 1 1
PSS 2 2 2 2 2 2
201112 | Research 3 3 3 2 2 2
201213 | Academig 1 1 1 1 1 1
Research 2 2 2 2 2 1
201314 PSS 1 1 1 1 1 1
2014 15| Academig 1 1 1 1 1 1
Research 1 1 0 1 1 1
PSS 4 4 3 4 4 4
201516 No leave taken
201617 | Research 1 1 0 1 1 1
PSS 3 3 3 3 2 unknown
201718 PSS 1 unknown| unknown unknown | unknown | unknown
Totals 22 21 18 20 19 16
Rate 100% 86% 95% 90% 84%

*No teaching staff have taken maternity leave.

C



(v) Paternity, sharedoarental, adoption, and parental leave uptake
Provide data and comment on the uptake of these types of leave by gender and grad

Comment on what the department does to promote and encourage-tgkef paternity
leave and shared parental leave.

1 A number ¢ staff take paternity leave each year, with two academic staff taking adoption
leave (Table 5.17).

1 New departmental adoption guidelines were produced i1 20singgenderneutral
language.

1 In 201647 the department had its second case of shared p&aéleave, involving a PSS
member.

From aflexibleworking focus group, it emerged that despite promotion within the department,
paternity and shared parental leave (SPL) was not well underst&oiion will be taken to address
this:

[Action 5.26: Raise awaness of paterrtiy/adoption guidelines and sharedeave policies]

BEAON Department adoptionguidelines developed in 201f&aken up by University.

Table 5.17: Number of staff taking paternity and adoption leave

Paternity Adoption
Year Research Acadeanic Support Academic
includingT&S including T&S
200607 1
200708 1 1
200809 2 2
200910 1 1
201011 1 1 1
201112 2
201213 1
201314 3 1 2
201415 2 2 1 1
201516 4 2 1
201617 2 3 (includes 1 SPL
201718 2 1

(vi) Flexble working

Provide information on the flexible working arrangements available.

1 %M academic staff working piticreasedrom 3 to 13% since 2009.
1 %F academic staff working prtcreasedrom 9 to 38% since 2009.
1 %M PS#®orking p/tincreasedrom 8 to 15% since 2009.

The department openly encourages a healthy wéifie balance, and supports flexibigorking
(Table 5.18, Figure 5.p%ia:

C



Formalflexible working schem@equiring a contractual change)
Flexitime schemgno contractual change needed)

Allowing flexible work to be combined with p/t work, jedhare, jobsplit, termtime only
working, staggered hours, unpaid leave and career breaks.

Table 5.18: Number of staff who agree they are able to work flexibly

Staff Survey% strongly agree or ages Female staff Male gaff
2017 (2014) 2017 (2014)
| am able to work flexibly 90 (92) 85 (85)

/’ IMPACT: 90% and 85% of female and male stafpectively indicated they have
0 D[I access to flexible working arrangements (2017 staff survey).

Figure 5.22Chemistry flexible working webpage

oy ‘ UNIVERSITY

& ik

Department of Chemistry
University | A to Z | Departments

@ » Chemistry » Chemistry intranet » Staff Intranet » HR » Flexible working

We

W

re ranked
3rd in the UK

Flexible working

Information about flexible working and the Department's flexi-time scheme.

The Department supports a healthy work-life balance and encourages and commends the use of flexible

working arrangements through one of the flexible working or flexi-time schemes.
Chemistry home

Staff Intranet All staff have the right to request flexible working (involving a contractual change) provided that they
HR have worked at the University for 26 weeks. The Department strongly supports flexible working and,
subject to available finances and role availability, expects to approve all reasonable requests from full-

time staff to move to part-time working and vice-versa

New Starters

Mentors

| KSYA&GINRY 3Vt 2 AKJ A Y Subjéctic fuedtey ab& raly suitability, we expect to
approve all reasonable requests from f/t staff to move to p/t working aiwtversa this means
staff can request changés their working hours without threat of losing a future ftilne contract
(now emulated elsewhere).
1 % p/tacademic staff more than quadrupled over 10 years and douldedesearch staff
(Figures 5.23 andlable 5.1%nd).

Male academic p/t time workinbas increased significantly.

The percentages of staff workingtpiaryfrom year to year (Figuiss.23, 5.24 and 5.2and
Tables 5.9, 520 and 5.2) as staff are promoted or change their FTE on request (Section
5.5viii for examples).

1 Whilst takeup of flexible working is high, a recent focus group suggested that a clear
appeals process bmtroduced for cases where a request for flexible working is turned
down by a line managégAction 5.27)

1 We are conscious that more staff may need to balance the chedderly relatives with
work. We willinvestigate what spport the department can suppiAction 5.28)

G



[Action 5.27: Develop/review guidelines angro formaon flexible working

[Action 5.28: Actions to support staff with caring responsibilities fodekly dependants]

initially over 4 days, now over 5. This makes childcare much more manageable
Talking to other parents has made me realise how supportive the depatrame
‘g‘ O2 YLI NBR (2 2 iDKkRBuMiPurdasNNCASE Res2&éh£ellow.

G{AYyOS NBUOdNYyAy3a G2 62N] | FGSNI KI OA
‘tt‘

Figure 5.23 Percentage of academic staff working péiime.

Academic Staff Working Part-time

B % Female P/T o % Male P/T
e Total Female Staff === Total Male Staff

Staff Numbers (Lines)

% Staff (Bars)

2009 2010 2011 2012 2013 2014 2015 2016 2017 2018

Table 5.19Percentages ohcademic staff working partime by gender

Year Lecturer SeniorL / reader Professorial Totals
%M p/t | %Fp/t | %Mpl/t | %Fp/t | %Mp/t | %Fp/t | %Mp/t | %Fpit

2009 0 0 0 20 7 0 3 9
2010 0 0 0 25 6 33 3 20
2011 0 33 0 40 7 33 3 36
2012 0 67 0 25 11 33 6 40
2013 0 50 0 20 11 33 6 33
2014 0 50 0 40 10 33 5 42
2015 20 0 8 57 5 33 8 38
2016 25 0 8 67 5 50 8 46
2017 25 0 8 60 15 25 14 33
2018 20 0 8 80 14 25 13 38




Table 5.20Percentages of paftime researchstaff at different grades

Grade 6 Grade 7 Totals
Year %M plt %Fp/t %M plt %Fpl/t %M plt %Fpl/t
2009 0 22 14 0 2 17
2010 3 25 17 0 4 18
2011 3 17 20 14 5 16
2012 3 44 20 60 5 50
2013 3 22 0 100 2 30
2014 3 19 0 100 2 25
2015 3 12 0 100 2 19
2016 5 18 0 67 4 23
2017 4 19 11 50 5 21
2018 8 15 9 50 7 17
Figure 524 Percentages afesearchstaff working part-time by gender.
Research Staff Working Part-time
B % Female P/T % Male P/T
= Total Female Staff === Total Male Staff
50 . 60
Seo -~ had
40 -\ —— "a’ 50 -5
— - - -y c
an - - - - - 40 =
g 30 ;—;—
- 30 2
® 20
a 20 §
= z
10 10 %
&a
0 0
2009 2010 2011 2012 2013 2014 2015 2016 2017 2018
Table 5.21: Percentage ®&fSS staff working patime by gender andgrade.
PSS Grades®2 PSS Grades® PSS Total
Year %M P/T %F P/T %M P/T %F P/T %M P/T %F P/T
2009 0 45 10 45 8 45
2010 38 42 8 60 16 51
2011 63 36 8 50 21 43
2012 0 56 8 56 6 56
2013 0 28 6 50 5 38
2014 0 34 9 42 8 38
2015 10 45 11 50 11 47
2016 14 48 12 48 13 48
2017 17 50 14 62 15 55
2018 17 57 14 62 15 59
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Figure 5.25: Percentages of PSS staff working fiane by gender.

(vii) Transition from parttime back to fulltime work after career breaks

Outline what policy and practice exists to support and enable staff who worktipaet
after a career break to transition back to ftilne roles.

The Department strongly supports flexible working, as exemplified by\ant-time working
Fdadz2NF yOS®i).o{ SOlGAz2yYy
1 Todate, all applications around pdimne working have been approved, including increases
in hours following a previous decrease.

1 Chages in FTE are discussed with linenager (HoD for academic staff) to ensure the
changes are understood by all.

1 We have numerous examples of staff moving between p/t and f/t working or varying FTE
to meettheir particular circumstancefinked to a career break or other activities). This
covers all staff categories and grades.

GThe transitions between differem¢vels of p/t working(0.6:0.85 FTE were agree:
immediately, through short-enails. Moving between p/t and f/t working is sim
something that the departmentdacRS R G2 YI 1S 62NJ X | yI
- Dr Caroline Dessent, reader

/ IMPACT: Partime working assurance leads to 100% of requests for ptamte
DD working being approved.

\

W P

BEACONThe department frequently receives requests for information about its flexible
working policy, e.g. DM recently provided advice to Oxford University and Commonwealth
Scientific and Industrial Research Organisation.
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