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ATHENA SWAN BRONZE DEPARTMENT AWARDS  

Recognise that in addition to institution-wide policies, the department is working 
to promote gender equality and to identify and address challenges particular to the 
department and discipline.  

ATHENA SWAN SILVER DEPARTMENT AWARDS  

In addition to the future planning required for Bronze department recognition, 
Silver department awards recognise that the department has taken action in 
response to previously identified challenges and can demonstrate the impact 
of the actions implemented. 

Note: Not all institutions use the term ‘department’. There are many equivalent 
academic groupings with different names, sizes and compositions. The definition 
of a ‘department’ can be found in the Athena SWAN awards handbook.  

COMPLETING THE FORM 

DO NOT ATTEMPT TO COMPLETE THIS APPLICATION FORM WITHOUT 
READING THE ATHENA SWAN AWARDS HANDBOOK. 

This form should be used for applications for Bronze and Silver department awards. 

You should complete each section of the application applicable to the award level 
you are applying for. 
 

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

 

If you need to insert a landscape page in your application, please copy and paste the 
template page at the end of the document, as per the instructions on that page. Please 
do not insert any section breaks as to do so will disrupt the page numbers. 

WORD COUNT 

The overall word limit for applications are shown in the following table.  

There are no specific word limits for the individual sections and you may distribute 
words over each of the sections as appropriate. At the end of every section, please 
state how many words you have used in that section. 

We have provided the following recommendations as a guide. 
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Department application Bronze Silver 

Word limit 10,500 12,000 

Recommended word count   

1.Letter of endorsement 500 500 

2.Description of the 
department 

500 500 

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

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

5. Supporting and advancing 
women’s careers 

6,000 6,500 

6. Case studies n/a 1,000 

7. Further information 500 500 
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Name of institution University of Oxford   

Department The Sir William Dunn School of 
Pathology   

Focus of department STEMM   

Date of application 30 November 2018  

Award Level   Silver 

Institution Athena SWAN 
award 

Date:  
September 2015 

Level: 
Silver  

Contact for application 
Must be based in the department 

Professor Matthew Freeman   

Email Matthew.freeman@path.ox.ac.uk  

Telephone 01865 275100  

Departmental website https://www.path.ox.ac.uk  

1. LETTER OF ENDORSEMENT FROM THE HEAD OF DEPARTMENT 

Recommended word count:  Bronze: 500 words  |  Silver: 500 words 

An accompanying letter of endorsement from the head of department should be 
included. If the head of department is soon to be succeeded, or has recently taken up the 
post, applicants should include an additional short statement from the incoming head. 

Note: Please insert the endorsement letter immediately after this cover page. 
 
(letter = 500 words)  
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LIST OF ACRONYMS 

ABWG  Anti-Bullying Working Group  

AP  Associate Professor 

AS  Athena Swan  

CF  Career Fellow 

DSWG  Departmental Survey Working Group  

EPA   Edward Penley Abraham Trust  

EMBO  European Molecular Biology Organization  

FTC  Fixed Term Contract 

GSA  Graduate Student Association  

HR  Human Resources 

HOD  Head of Department  

LM  Lab Manager 

MRC  Medical Research Council  

MSD  Medical Sciences Division  

OLI  Oxford Learning Institute  

OFG  Outreach Focus Group   

OMPI  Oxford Molecular Pathology Institute  

OWDP  Oxford Women’s Development Programme  

OSWMN  Oxford Senior Women’s Mentoring Network  

PDA  Postdoc Association 

PDWG  Personal Development Working Group  

PDR  Personal Development Review  

PDRA  Postdoctoral Research Assistant 

PGRA  Postgraduate Research Assistant 

PI  Principal Investigator  

PSS  Professional and Support staff  

RAE  Research Assessment Exercise 

RoD  Recognition of Distinction Exercise 

REF  Research Excellence Framework 

RRS  Reward and Recognition Scheme 

SAT  Self-Assessment team  

SP  Statutory Professor  

URL  University Research Lecturer 

WG  Working group 

WLFG  Workload Focus Group 
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LIST OF RESEARCH GRADES USED IN THIS APPLICATION 
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2. DESCRIPTION OF THE DEPARTMENT 

Recommended word count:  Bronze: 500 words  |  Silver: 500 words 

Please provide a brief description of the department including any relevant 
contextual information. Present data on the total number of academic staff, professional 
and support staff and students by gender. 

Image 1: Members of the Sir William Dunn School of Pathology  

 
Founded in the late 19th century, the Oxford Pathology Department (from 1926 the Sir 
William Dunn School of Pathology) was one of the first medical research departments in 
the country. The Department comprises three interconnected buildings (the original 
building and more recent EPA and OMPI buildings). The Department has a research and 
teaching focus on molecular and cellular mechanisms underlying human disease. We have 
a long and well-founded tradition of collegiality, combined with a mission to select, 
nurture and support excellent scientists and teachers throughout their careers. 
 
The Dunn School is in the Medical Sciences Division (MSD), the largest of the University of 
Oxford’s four academic divisions (Figure 1). The research budget is ~£22 million a year, 
and we make a substantial contribution to teaching undergraduate students in Pre-Clinical 
Medicine and Biomedical Sciences. Many academic staff hold joint appointments with an 
Oxford college, which are independent institutions through which many undergraduate 
teaching, academic and pastoral duties are coordinated.  
 
Research interests within the Department are broad, with themes in cell and 
developmental biology, immunology, microbiology, and molecular biology of nucleic 
acids. Since 2013 the Head of Department (HOD) has been Matthew Freeman. In July 2018 
the Department had 35 principal investigators (PI), comprising 6 statutory professors (SP, 
1F/5M), 7 strategically appointed departmentally underwritten faculty at professorial 
level (3F/4M), 10 associate professors (AP, 2F/8M), and 11 externally funded independent 
career fellows (CF, 5F/4M). The research community also includes 135 postgraduate 
(PGRA) and postdoctoral (PDRA) researchers (76F/59M), 32 professional and support staff 
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(PSS) (13F/19M) and 61 graduate students (38F/23M). We have three post-retirement 
professors who no longer participate in departmental decision making (Figure 2). 
 
To understand the data presented below, it is important to realise that, as in most science 
departments where funding is dependent on grants, the majority of PGRA (100%) and 
PDRA staff (96%) are on fixed term contracts (FTCs). In essence, most of these are training 
posts, part of the normal track between doctorate and PI or other professional status.  
 
The Dunn School is multi-ethnic and international, with members from across the world. 
We prominently display a world map in our canteen and encourage people to indicate 
their home country, part of our culture of celebrating this diversity. More broadly, we are 
committed to inclusiveness, integrity and equal opportunity for all, and strive to ensure 
members of the Department feel integrated and valued.    

 

 

 

 

 

 

 

 

 

 

 

Figure 2: Snapshot of the Dunn School gender profile, July 2018 

The Department has grown significantly over the past decade, from 176 staff turning over 
£17 million (2010/11), to 205 staff turning over £21.8 million (2017/18). Throughout this 
growth, we remain committed to maintaining the supportive environment valued by our 
staff. Feedback from our staff surveys suggest that the Department is a positive place to 
work, and is improving with time. For example, staff report feeling happy with their work 
environment (86% in 2014; 93% in 2017), and valued by their manager (69% in 2012; 78% 
in 2014; 86% in 2017). 

(483 words)  
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3. THE SELF-ASSESSMENT PROCESS 

Recommended word count: Bronze: 1000 words  |  Silver: 1000 words 

Describe the self-assessment process. This should include: 

(i) A description of the self-assessment team 

Our first AS application (Bronze) was submitted in November 2013, when Matthew 
Freeman had been HOD for <1 year (Figure 3). His newness in post, combined with it being 
our first submission, meant that he engaged deeply with the process. This set a pattern 
for the subsequent 2015 Silver submission and the current renewal. Self-assessment team 
(SAT) chairs have been Susan Lea and Ivan Ahel, and Matthew has acted as deputy chair 
on all submissions, reflecting his own personal commitment to the AS philosophy and 
process, and our belief in the importance that the process is fully integrated with 
departmental strategy and leadership. 
 

 
Figure 3: Timeline of AS in the Dunn School of Pathology 

 
Since 2013 our SAT (Table 1) has evolved to represent the full spectrum of the 
departmental community; junior, senior, academic and non-academic positions. A 
particularly important development is inclusion of Stephanie Barker (lab manager, LM) 
and Samantha Knight (services manager), representing non-academic staff. We have met 
at least termly since January 2013, continuously monitoring progress against our action 
plan, discussing new initiatives to maintain momentum, and in the last 12 months, 
analysing data and preparing for this renewal. SAT membership has grown from 6 
members in 2013 to 11 members today (Table 1). The team has changed regularly, 
consistent with our aim to maintain continuity whilst generating diversity to provide fresh 
ideas for each submission. SAT members have direct experience of issues central to the 
AS process: parental leave; caring for young families, school and university age children 
and elderly parents; the pressures of academic life at all levels; mentoring staff and 
making career development decisions. 
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 Name Title Role on SAT Gender  Description 

 

Ivan Ahel PI Chair Male 2 children, 1 at nursery and 1 at school. 
Shares childcare equally with his partner, 
also a Department PI. 

 

Stephanie 
Barker 

Lab 
manager 

Lab manager 
representative 

Female 2 children at secondary school. The 
youngest has a diagnosis of ASD.  Works 
part-time during school term time.  

 

Mathew 
Freeman 

Head of 
Department 

Professor of 
Pathology 

Deputy chair 
 

Male 2 adult children. Served on women in 
science/policy committees for the Royal 
Society, the MRC, Oxford University, and 
EMBO. 

 

Eva 
Gluenz 

Royal 
Society 
University 
Research 
Fellow 

PI 
representative 

Flexible 
working 

Female 
Group leader since 2011.  Took a total of 13 
months maternity leave for children born in 
2012 and 2015.    

 

Monika 
Gullerova 

Associate 
Professor 

PI 
representative 

Female Awarded L’Oréal/UNESCO Women in 
Science funding (2011). Became a mother in 
2017. Smooth return to work, supported by 
the Department. 

 

Samantha 
Knight 

Services 
manager 

PSS 
representative 

Female Started in 2001 and through hard work and 
with departmental support has been 
promoted whilst caring for 2 children.  

 

Rebecca 
Moore 

Postdoc Post-Doctoral 
Association 

Flexible 
working 

Maternity 
Mentor 

Female Whilst in the Department took 18 months of 
maternity leave, for 2 children, now both in 
primary school. 

 

Quentin 
Sattentau 

Associate 
Professor 

Departmental 
Harassment 
Adviser  

Undergraduate 
Tutor 

FEST member 

Male 3 children, 2 at University 1 at school. Took 
3 months parental leave per child, shared 
childcare equally with partner. 
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Andrew 
Souter 

HR manager HR data 
collation and 
analysis 

Male Departmental HR manager, career 
transition in 2018 from employment 
solicitor. 

 

Ana Wallis Graduate 
student 

Graduate 
Student 
Association 

Female Married during her DPhil, currently an adult 
carer for her husband. Awarded a BBSRC 
‘Science Communicator’ award for outreach 
work.  

 

Jo Peel HOD’s 
executive 
assistant 

Supports the 
committee 

Female Employed here since 2013. Appreciates the 
support from the department following a 
serious health issue last year. 

Table 1: SAT members  
 
(ii) an account of the self-assessment process 

SAT members sit on individual working groups (WG) reporting to the SAT and assisted by 
the divisional SAT advisory team (Figure 4), established in 2017/18 to carry out focused 
work on tasks relating to our AS activities. Each WG contains at least one SAT member, is 
gender-balanced, and may also recruit additional departmental members to address 
specific questions. WG tasks include attending external AS-related meetings and events, 
data collection and analysis, and drafting sections of the application. Individual sections 
of the current application were drafted by specific WGs and the SAT chair and HOD, and 
read and edited by SAT members. All members of the SAT and advisory team have directly 
contributed to the text, and the draft has been circulated to all departmental staff and 
edited by a lay-person. 

 
Figure 4: Structure of SAT WGs – Personal Development and PSS working groups will be added as a part of 
the new action plan (see page 14). 
 

A central element of the process has been communication and consultation within the 
Department, centred on our biennial departmental AS staff survey. Our first AS survey 
was in November 2012, and response rates have successively improved. Survey design 
changes in 2017 have allowed a more fine-grained analysis of data from discrete groups. 
As evidence of the significance and value people place on the survey, and its tailored 
design, our overall response rate in 2017 was 89% (90%F, 88%M).  By comparison, when 
we took part in a non-tailored MSD survey of 2016 our response rate was 54% (which was 
similar to the University rate of 53%). 

Athena SWAN Achievement 
Departmental survey returns increased from less than 50% in 2012 to 84% and 89% in 
2014 and 2017 respectively 
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We communicate survey results to all staff via emails from the HOD, and data are made 
available to everyone via our intranet (Image 2). Starting as a department with no AS 
knowledge in 2012, the AS culture is now deeply embedded, as demonstrated by 73% and 
84% staff (83%F, 85%M) awareness of the AS charter in our 2014 and 2017 surveys 
respectively. Our goal is to further change the culture of the Department in a way that 
supports not just our specific goals but also a wider belief in the underlying philosophy 
that AS encapsulates. To elaborate on the importance we have placed on communication, 
AS issues are discussed in multiple fora. AS is now a standing item of business at the termly 
departmental steering committee, annual HOD staff meetings, and at the annual PI 
retreat. It also features in the monthly departmental newsletters (introduced in the 2014 
action plan). External advice and consultation also forms an important element of our 
silver renewal. Members of the committee sit on divisional, University-wide and college 
AS committees, and we are supported by MSD and institutional equality specialists. AS is 
also regularly discussed at the MSD Board, of which the HOD is a member.  
 

 
Image 2: Departmental intranet Athena Swan landing page 

 
A primary goal throughout our AS journey has been to improve collection of relevant 
departmental data, led by the data monitoring WG. This provides the foundation for 
understanding our strengths and weaknesses, alerts us to issues of which we might 
otherwise be unaware, and allows for internal and external benchmarking and 
performance monitoring. In the last 5 years we have greatly improved and formalised the 
recording of information about the gender of all job and regrading applicants, uptake of 
career development courses, departmental committees, and mentoring relationships, 
and have recently initiated exit interviews for all students and staff. These have proved to 
be an extremely valuable source of data and reflection on a wide range of AS-relevant 
considerations. The final major goal of the SAT has been to continue to develop, update, 
and extend our action plan using SMART (Specific, Measurable, Achievable, Realistic and 
Time-bound) objectives.  
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(iii) plans for the future of the self-assessment team 

Our SAT is fully embedded in the fabric of the Department. Membership changes with an 
average term of ~3 years (staggered), with the HOD remaining an ex-officio member. The 
committee will continue to meet at least termly to consider feedback from WGs, 
particularly the action plan WG, (Ivan Ahel, Eva Gluenz, Rebecca Moore and Andrew 
Souter), and to implement planning of further steps. Through the self-assessment process 
we have identified several areas of specific focus, and as a result will be setting up discrete 
new working groups to address each of these areas: DSWG: Departmental Survey Working 
Group, PDWG: Personal Development Working Group, PSSWG: Professional and Support 
Staff Working Group, WLFG: Workload Focus Group, OFG: Outreach Focus Group. We will 
continue running a staff survey every 2 years, supplemented with group discussions and 
interviews to inform WG actions. We will keep improving the data collection based on the 
feedback/analyses and collect gendered data for all surveys/exit interviews. 
 
 

 Action Planned 
1.1 Set up additional working groups within SAT 
1.2 Departmental Survey Working Group (DSWG) to be established 
1.3 Revise exit interview questions 
1.4 HR manager to present report summary of leavers’ interviews 
1.5 Collect gendered data for all surveys  
3.1 Set up a Personal Development Working Group (PDWG) to review PDR process 

and support with career development 
5.7 Set up a workload focus group (WLFG) to identify where female and male PIs’ 

workloads differ 
6.1 Set up an Outreach Focus Group (OFG) 

 
(998 words)  
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4. A PICTURE OF THE DEPARTMENT 
Recommended word count: Bronze: 2000 words  |  Silver: 2000 words 
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 
 

(ii) Numbers of undergraduate students by gender 

Full- and part-time by programme. Provide data on course applications, offers, 
and acceptance rates, and degree attainment by gender. 

The Dunn School provides teaching for undergraduate students on the Pre-Clinical 
Medicine (~150/year) and Biomedical Sciences (~40/year) Cell and System Biology 
courses. The Department does not directly admit these students as this is done by 
the MSD and colleges.  

 
(iii) Numbers of men and women on postgraduate taught degrees  

Full- and part-time. Provide data on course application, offers and acceptance 
rates and degree completion rates by gender. 
N/A 
 

(iv) Numbers of men and women on postgraduate research degrees 
Full- and part-time. Provide data on course application, offers, acceptance and 
degree completion rates by gender. 
 
The Department offers a single course, namely the DPhil in Molecular Cell Biology 
in Health and Disease. Applicants are shortlisted by a gender-balanced panel of 5-8 
academics, including prospective supervisors, all of whom have received 
unconscious bias training. Applicants are ranked by average score, and the top 25-
30 applicants are invited for interview. Applicants unable to travel have a Skype 
interview. Following interview, applicants are again scored by the interview panel. 
The top ranked applicants are offered fully funded 4-year studentships. It has been 
departmental policy since 2011 to include female academics on all shortlisting and 
interview panels, and to monitor the gender balance at the offer stage. In addition 
to our directly admitted graduate students, the Department also hosts DPhil 
students who are admitted by several of the University’s Doctoral Training Centres. 
We are not involved in selection of these students but once they join the 
Department after a rotation year, they are fully embedded members of the 
graduate student body https://www.path.ox.ac.uk/content/graduate-student-
association. (see also Support for Students, page 44) 
 
Part-time study is possible and is usually accessed by students returning from 
parental leave or with other care responsibilities. Our course website informs 
prospective students that the Department provides generous parental leave and 
the option for parents to switch to part time. Nevertheless, only 52% of our 
students said they were aware of flexible working in 2017 survey. 
 
Action Planned 

5.6 Provide better information to students about flexible working options  
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We had no part-time research students in the last 4 years. The figures below refer 
to full-time students. 
 
Figure 5 gives a picture of all graduate students in the Department, including 
Doctoral Training Centre students. On average 60% are female. By comparison, 
females comprise 52% of students on all courses at the University of Oxford and 
60% for the whole Russell group JISC group (B1) Anatomy, Physiology & Pathology 
(HESA data). Figures 5 and 6 show the gender breakdown of the smaller number of 
graduate students admitted directly to our DPhil programme, of which the average 
was 53% female. 

 

 
Figure 5: All graduate students at the Dunn School, 2015-2017.  

 

 
Figure 6: Graduate students directly admitted by the Dunn School, 2015-2017.  
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The 5-year data (Figure 7) indicate that although there are annual fluctuations 
across these small cohorts, there are no significant differences between genders at 
application, offer or acceptance.  
 

 
Figure 7. The Dunn graduate student programme; 5-year average data 
 
Successful completion for DPhil students hosted by our Department is very high 
(90%). Only 7 students (3F/4M), including Doctoral Training Centre and self-
funded students, failed to complete/withdrew in the last 5 years. 

 
(v) Progression pipeline between undergraduate and postgraduate student levels 

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

The Department has none of its own undergraduate students and there is no direct 
pipeline into postgraduate study. We recruit our graduate students from across the 
world: 62% have been international since 2000.  

 

4.2. Academic and research staff data  
 

(i) Academic staff by grade, contract function and gender: research-only, teaching 
and research or teaching-only 

Look at the career pipeline and comment on and explain any differences between 
men and women. Identify any gender issues in the pipeline at particular 
grades/job type/academic contract type. 
 
Academic and research careers are complex, and have varied routes and 
trajectories. To describe most accurately our academic and research staff, we will 
consider PIs separately from more junior postdoctoral research assistants (PDRAs) 
and postgraduate research assistants (PGRAs). 
 
PIs 

Within the PI category there are several types of post. Statutory professors (SPs) 
are fully tenured professorships, the most senior academic position available in 
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Oxford. Post-holders are research-focused, but are encouraged to participate in 
teaching.  
 
There are also departmentally-underwritten faculty positions (RSIV and related), 
which are not formal University positions, although post-holders are treated as 
professorial faculty. These positions are senior and permanent, and are strategically 
appointed by the Department.  
 
Associate professorships are joint research and teaching positions and include 
departmental and college teaching obligations linked by a joint contract. 
 
The final category of PI is independent research career fellowship (CF) holders. 
These are funded by external governmental or charitable organisations, can be at 
all levels of seniority, and are fixed-term, sometimes renewable. At fellowship end 
some may stay in the Department, either through obtaining a more senior 
independent fellowship (at the most senior level, we must underwrite a permanent 
post) or by applying for a University faculty position. Many will, however, use their 
fellowship as a springboard to academic careers elsewhere. 
 
Additionally, we have three SPs beyond normal retirement age who do not 
participate in departmental decision making.  
 

 
Figure 8: Gender analysis of PIs by category, 2016-2018 
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Figure 9.  Benchmarking of Dunn School PI gender data against the Department of Biochemistry  

 
The overall data (Figures 8, 9) reveal a smaller proportion of women in AP and SP 
posts than in other categories. This is a concern, although similar trends are seen in 
other Oxford MSD departments and beyond, and our overall 31% (11/35) female 
PIs (in 2013 26%, 8/31) compares favourably to many departments. For example, 
the MSD Department of Biochemistry, which is the closest to our department in 
terms of research and structure, has 25%F PIs (13F:39M). Our number of senior 
women is improved by a higher proportion of women in strategic departmentally 
underwritten positions. 
 

Although the gender balance of our SPs has been static in recent years, the 
percentage of females is better than the MSD average (17% vs 9.4%), and is broadly 
aligned with the national average of 19%. In addition, we had hoped to improve 
these numbers in 2016 by appointing a new female SP (bringing the number of MSD 
female SP’s to 7, with the Department having 2 of these), but she ultimately did not 
take up the offered post (see also Recruitment, page 28).  
 
We note a difference in the seniority profiles of men and women when considering 
all PI categories together. Of the 11F PIs, 6 (55%) are less than 10 years into their PI 
career. Amongst the 24M PIs, only 5 (21%) are in their first 10 years. This major 
difference is a direct consequence of a change in recruitment patterns: in the past, 
few female PIs were appointed; more recently they are common (since 2011 we 
appointed 6F and 8M group leaders; also see below). Given the extensive support 
we provide (see below) for career progression, our overall gender balance at more 
senior levels is therefore expected to improve over time. As an example of the 
impact of this approach, 2 out of the last 3 AP recruitments (both female) 
progressed from early career fellowships.  
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Although the number of women PIs has grown substantially, it started from a low 
base and is exacerbated by the relative paucity of University funded permanent 
posts, their low turnover, and the historically low numbers of female applicants for 
these positions. We are, however, pleased to note that there are signs that our 
efforts to increase the number of female applicants (Figure 10), a major emphasis 
of our previous AS action plan, appears to have had impact, and these actions will 
be expanded in the new action plan. 
 

 
Figure 10. Female applicants to University faculty positions advertised since 2012 
 
 

 Action Planned 

2.1 Target recruitment to appropriately qualified female applicants 
2.2 Identify and encourage and support female candidates into permanent 

positions and specifically aim to appoint at least one female SP to one of 
two forthcoming vacancies. 

2.3 Plan equal recruitment of male and female independent research fellows. 
 

 
 Contract Research Staff 
 

The large majority of staff in this category are PDRAs and PGRAs (Figures 11, 12). A 
smaller number are lab managers (LMs). 
 
Grade 8 (G8) research posts include: junior PIs funded by career development 
fellowships (because they are PIs, they are included in Figures 8, 9); research facility 
managers; senior PDRAs with additional responsibilities beyond research. This 
group is very heterogeneous and has a low turnover, making it difficult to identify 
obvious trends. In recent years, the proportion of women at G8 has grown, 
although this has mainly been caused by men leaving. Nevertheless, our current 
level of 40% women is still lower than for the MSD (49%), requiring new actions. 
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Athena SWAN Achievement 
Two out of the last three AP recruitments (both female) progressed from early 
career fellowships into permanent positions. 
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 Action Planned 
2.4 Explore reasons for drop-off in number of women beyond grade 7 
2.5 To have a grade 8 recruitment champion HR manager 
2.6 Promote knowledge of regrading process among line managers and grade 

7 staff 
 

Grade 7 (G7) is the largest class of PDRAs (74%), and here the gender balance is 
almost exactly equal. G7 PDRAs are almost always fixed-term contract, grant-
funded training posts. We need to understand if this is a gendered issue and have 
devised action point 1.3 to determine if this is so. 
 
Grade 6 (G6) posts are PGRAs and technicians, and here there is a clear 
preponderance of women (78%). This number is comparable to the MSD average 
of 79%. Most PGRA G6 post-holders would need a doctorate for further academic 
career progression. We support this, and currently have three (2F, 1M) G6 staff 
undertaking DPhil studies. A significant number of G6 PGRAs are newly graduated 
students who have opted to acquire some practical research experience prior to 
applying for doctorates in Oxford or elsewhere. 
 

 
Figure 11: Gender analysis of contract research staff by grade, 2016-2018.  
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Figure 12. Contract research staff at Dunn School, by gender, compared to Medical Sciences 
Division, 2017 
 

Part-time working 

Figure 13 shows that we currently have seven staff, all women, working part time. 

 

 
Figure 13: Gender analysis of full time vs. part-time research staff by grade, 2018 
 
 

SILVER APPLICATIONS ONLY 
Where relevant, comment on the transition of technical staff to academic roles. 
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Transition between support and academic roles 

Although transitioning from technical to academic roles is not very common, we 
support PGRAs and technicians registering for DPhils, subject to meeting entry 
requirements, and there have been three such cases between 2016 and 2018 (2F, 1M). 

Since a substantial number of G6 PGRAs are newly graduated students opting to 
acquire practical research experience prior to applying for PhD places in Oxford or 
elsewhere, it would be informative to track their later career progression and analyse 
patterns by gender. 
 

Action Planned  

1.3 Revise our exit interview questions to include more information about the 
reasons for leaving and the next destinations 

 

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

Comment on the proportions of men and women on these contracts. Comment 
on what is being done to ensure continuity of employment and to address any 
other issues, including redeployment schemes.   

 
Figure 14: Gender analysis of permanent and fixed term contract research staff by grade, 2018 
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“The transition from support staff to the laboratory manager at the Dunn 
School was a dream come true. I was able to enrol as a DPhil student along 
with the full-time laboratory manager position. Thanks to DPhil, I have 
gained the confidence and widened my perspective of the science. The DPhil 
has truly structured my life and I feel ready to embrace my laboratory 
manager position.”   
Lab Manager, 2017 survey 
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Proportions of men and women on G6, 7 and 8 are presented in Figure 14. This 
shows that the vast majority of non-PI research staff are on FTCs, including 100% 
G7 staff; there is no obvious gender imbalance, and the ratio of female to male FTC 
G6 staff reflects the higher proportion of females at this grade. We have nobody on 
a zero-hour contract. These numbers reflect the training nature of most of these 
posts, as well as the fact that their funding depends on research grants. We are 
constrained by the transient nature of grant funding but we look to support the 
transition from FTC to open-ended or permanent contracts where appropriate and 
eligible under University Policy.  
 
All SPs and APs and departmentally-funded PIs are on permanent contracts (Figure 
15). The overall greater proportion of female PIs on FTCs therefore represents the 
higher proportion of women recruited recently, many of whom (4F, 4M) have been 
externally-funded CFs. 
 

 
Figure 15: PIs, permanent and fixed term contacts by gender  

 
The only PIs on FTCs are those on externally-funded CFs. Their contracts co-
terminate with their fellowship. However, since 2014, the Department underwrites 
a 2-year contract extension for all early CF holders, should they be unsuccessful in 
obtaining renewal. Senior fellowship holders are likewise underwritten for a 5-year 
extension. The aim is to support their career development, providing time for them 
to consider other options, including reapplying for fellowships or applying for 
University positions at Oxford or elsewhere.  
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We support employees with FTCs and this often leads to continuity of employment 
within the University. As the expiry date of their contract approaches we discuss 
internal vacancies and explain how they are considered a priority candidate. We 
encourage use of the University Careers Service, which has many resources 
including formal coaching and CV writing workshops. We allow flexible time off to 
undertake job-search activities. We have also supported or contributed to the 
funding of training courses for individuals facing redundancy or termination of their 
FTC to facilitate a transition to other positions. 
 

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

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

A goal of our previous AS submission was to improve data capture. Accordingly, our 
previous action plan contained an action to trial exit interviews for our leavers, 
implemented in 2016. The trial was very successful with the majority of leavers 
attending exit interviews, and exit interviews are now a permanent departmental 
policy. Combined with a data form they give us a much clearer picture than 
previously. Figure 16 shows that, beyond retirement (5M, 0F, a consequence of 
demographics), there is no substantial gender imbalance in any of the reasons for 
leaving.  

 
Interestingly only 27% of women and 26% of men left because of FTC termination, 
which compares favourably to leavers across the MSD (35%F and 38%M). We 
consider this an indicator that our endeavours to maintain continuity of 
employment are effective.  
 

“The Department has already provided various levels of support for 
junior group leaders. Underwriting an additional two years beyond my 
current ECR fellowship will provide a major boost for my career 
development as well as relieving unnecessary stress of progressing into 
the next academic position.” 
Career fellowship holder, 2018 

Athena SWAN Achievement 
Established in 2016 as a consequence of a previous Action Plan, 91% of recent 
leavers have attended exit interviews. 
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Figure 16: Reasons for Termination of Academic Employment 2016 – 2018 
 
 

 
Figure 17: Destinations 2016 – 2018 
 

Figure 17 shows no obvious gender imbalance of leaver destinations. Between 
2016-2018 we captured 82% of leaver destinations, which is aligned with our 2015 
action plan and an improvement on the previous 77% capture rate. Our earlier 
leaver data collection was haphazard and incomplete. This is a clear achievement 
of our AS process. A high proportion (50%) stay in academic science. There are only 
13 individuals whose destination is not known (6M/7F). This may be because the 
leavers’ procedure is not subtle enough or because the individuals are reluctant to 
disclose their destination or, at the point of leaving, their plans were unclear. 
Nevertheless, based on the data in Figures 16 and 17, it is not expected that 
ascertaining the destinations of the “not known” category would reveal significant 
inequalities.    
 
To further improve the leavers’ process, we will implement additions to our action 
plan.  
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 Action Planned 
1.3 Revise our exit interview 
1.4 HR manager to report summary of leavers’ interviews at summer term 

departmental committee meeting for discussion and follow up 
 
(1,982 words)  
 
 
  



 

 28 
28 

5. SUPPORTING AND ADVANCING WOMEN’S CAREERS 

Recommended word count: Bronze: 6000 words  |  Silver: 6500 words 

5.1. Key career transition points: academic staff 

(i) Recruitment 

Break down data by gender and grade for applications to academic posts including 
shortlisted candidates, offer and acceptance rates. Comment on how the 
department’s recruitment processes ensure that women (and men where there is 
an underrepresentation in numbers) are encouraged to apply. 
 
For analysis we split recruitment data into: University faculty appointments; 
independent CF PIs; and PDRA and PGRA posts.  
 
Faculty appointments  

In our previous action plan we identified applications for faculty positions as the 
key stage at which the proportion of women was very low.  

 
 
3 faculty appointments were made in 2016-2018 period (Table 2). 
   

Female Male 
SP Cell biology 2016 Applied 4 10  

Shortlisted 1 1  
Appointed 0 1     

SP Immunology 2016 Applied 3 6  
Shortlisted 1 1  
Appointed* 1 0     

AP Cancer 2017 Applied 9 8  
Shortlisted 5 1  
Appointed 1 0 

Table 2. Academic faculty appointments 2016-2018, by gender. *This appointee was offered the 
post but eventually declined in favour of an offer from the US. 

 

Athena SWAN Achievements 

• Improved recruitment materials  

• Introduced requirement for shortlisting women for all group leader 
positions  

• Raised awareness amongst recruiters 

• Compulsory unconscious bias training 

• Targeting of suitable female candidates  
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Although numbers are small, they are encouraging and also indicate that our 
efforts since 2013 to encourage women to apply for professorial positions have 
had success (Figure 18). 
 

 
Figure 18: Percentage and numbers of female applicants to statutory and associate professor 
positions, 2010-2016 
 

We also note that women do well at shortlisting and appointment for PI positions 
(2016-2018, 70% women shortlisted; 67% appointed). Nevertheless, we have much 
to do: at the SP level we only have 1/6 females, aggravated by the offer made in 
2016 that was ultimately declined. We were reassured that the reasons for 
declining were personal and did not imply that the Department was unattractive to 
a female SP. At the AP level we also have more to do.  Two out of the last 3 to be 
appointed (2013-2018) were women, but we still currently only have 2 out of 11 in 
post (1 moved to SP in 2013).  

 

Independent externally-funded CF appointments 2016-2018 
 
The single recruitment in this category was Tanmay Bharat (M), who joined us as a 
Wellcome Trust CF.  
 
Although in the past there have been occasional internal recruitments into 
externally-funded CF positions (typically senior PDRAs applying for fellowships to 
become PIs), this is no longer the expected route. External funders have 
increasingly made it a condition that the applicant moves to a new location.  
 
Candidates for CFs approach the Department directly seeking sponsorship of their 
application. Careful consideration of the quality and appropriateness of their 
research and assessment of candidate suitability occurs via meetings with PIs and 
the candidate presenting in a seminar. If successful, candidates are supported in 
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Athena SWAN Achievement 
Percentage of female applicants for senior academic positions raised from 
13% in 2010-12, to 30% in 2012-14, and 40% in 2016-18 period.   
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applications for external CF funding and will move to the Department if funding is 
awarded. 
 
We have generally declined these approaches during 2016-18 because we are 
consolidating a wave of such recruitments made over the preceding 3 years (5 in 
that period: 2F, 3M), and are short of space. The single CF appointment (Bharat) 
was strategic. He trained in the institute where Cryo-Electron Microscopy was 
developed and was one of very few people in the world appropriately qualified to 
help establish our facility. 
 
The appointment of early CFs must be approached with care to ensure fairness. The 
system makes a formal gathered field approach unrealistic – there are many 
fellowships with different deadlines, and the initiative is in the hands of the 
applicants not the Department. Nevertheless, our commitment to equality and 
inclusiveness requires our approach to avoid unconscious bias or other kinds of 
unfairness. All such appointments are made in full consultation with all PIs. 
 

Contract Research Staff appointments 2016-2018 

In contrast to the PI recruitments described above, sufficient G6-8 PGRA and PDRA 
contract research staff are recruited to make a quantitative analysis meaningful 
(Figure 19). 

 
Figure 19: Gender analysis of recruitment of contract research staff by grade, 2016-2018 

 
The female recruitment profile for our contract research staff appointments 
appears healthy in 2016-2018. Our approach of emphasising family-friendly policies 
in recruitment material, the requirement for women on shortlists, raised awareness 
amongst recruiters, compulsory unconscious bias training, recruitment and 
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selection training, and targeting of suitable female candidates contributes to this. 
At G6, fewer men were shortlisted due to lower quality applications. 
 
We also note an issue that we will act upon in coming years. Figure 19 shows that 
women are less successful than men at G8. This is a potential concern, although it 
should be noted that in the 3-year period in question, only two appointments were 
made. Both were to scientific facility manager posts. Both included women on the 
shortlist and on the appointment committee, and the posts required rare specialist 
experience. We do not believe these two appointments reflect bias in the process, 
but we will monitor this for subsequent G8 appointments. 
 

 
 Action Planned 
2.5 To have a grade 8 Recruitment Champion HR manager 
2.6 Support requests for salary re-grades to grade 8 from eligible staff. 

 

(ii) Induction 

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

Overall, our induction process has improved substantially since we began our AS 
journey (see the box below). 
 

 

 All new staff are now provided with several layers of induction (Figure 20).  

 
Figure 20. Departmental induction  

 

Athena SWAN Achievement 
Our 2015 Action Plan contained an objective to ensure 80% of group leaders 
would complete the recruitment and selection training; in fact, 100% have now 
completed this mandatory training. 

Athena SWAN Achievements  

•  2012: 51% reported no formal induction 

•  2014: Introduction of induction checklist highlighting AS policies 

•  2014: 62% reported effective induction process 

•  2017: 71% reported effective induction process (70%F/71%M) 

•  2016-18: 62.5% completed online induction and 70% equality and 
diversity training 
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The PDRAs receive the Postdoc Handbook (developed by our Postdoc Association 
(PDA) in 2017) covering topics on integration, training and career development, and 
parenting (Figure 21). In 2017 the PDA established a ‘Postdoc Pal’ scheme: all new 
PDRAs are paired with an experienced PDRA from another group, aiming to 
accelerate integration into the wider department. This initiative mirrors the student 
'buddies' (see page 44) and was driven by informal discussions amongst members 
of the PDA. Monthly happy hours, organised by postdocs and students, and regular 
postdoc coffee mornings further add to the overall induction process 

 
Figure 21 Postdoc Handbook index  
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The induction process is increasingly appreciated by our staff (Figure 22).  

 

 
Figure 22. Research staff agreeing with the statement, “Induction was effective”, by gender, 2014-
2017. 

 
Despite these improvements, the satisfaction levels are currently 70% and we 
believe that further improvement is required. 
 

 Action Planned 
2.7 Update induction checklist and starter’s pack in line with feedback 
2.8 HR to hold an induction/probation sign-off meeting 3 months after the 

start date 
2.9 Amend survey to capture satisfaction with induction received in 

preceding 3 years 
 

(iii) Promotion 

Provide data on staff applying for promotion and comment on applications and 
success rates by gender, grade and full- and part-time status. Comment on how 
staff are encouraged and supported through the process.  

There is no formal PI promotion process at Oxford: the main route to progression 
is through applying for higher-grade posts in open competition.  
 
Regrading 
 
Regrading is assessed by the central University, following submission of a detailed 
job description and statement from a line manager. The only PI-relevant regrading 
is for career fellowship holders: all University faculty are on fixed academic grades. 
Since 2016, 2 PIs (1F, 1M) have been regraded from G8-G9 upon successful 
completion of mid-term reviews, and 2 PIs (1F, 1M), who have been awarded senior 
fellowships, have been regraded G9-G10. Other research staff who work ‘above’ 
their grade can also apply for regrading. In practice numbers are small (Figure 23). 
Note that G6 (PGRA) to G7 (PDRA) regrading does not occur directly, except 
occasionally where a PGRA is awarded a DPhil in post. In 2016-2017, only one 
research staff application was unsuccessful, a female in 2016. 
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Figure 23: Gender analysis of G7 – G8 regrading 2016-2018, all staff 
 
These numbers indicate that while there is annual variation and numbers are small, 
women have been regraded at a slightly lower rate than men. Combined with the 
lower percentages of females at G8, this drives new action plan points.  

 
 

 Action Planned 
2.6 Support requests for salary re-grades to grade 8 from eligible staff. 
3.5 We will include on the intranet information about re-grading and 

promotion and record annually the staff put forward for re-grading and 
proportion M/F 

 
Recognition of Distinction Exercise (RoD) 
 
The annual RoD exercise invites APs and other senior PIs to apply for the title of 
Professor. In the same exercise, junior academics can apply for two other honorary 
titles: AP for people at or above G9, or University Research Lecturer (URL) for G8. 
The award of title does not change work duties but does recognise contributions to 
research, teaching and good citizenship, on a par to that expected of SPs or APs at 
major research universities. Since 2017, the award of full professorial title also 
makes the holders eligible for the Professorial Merit Pay scheme. Since eligibility is 
based on seniority and fulfilling criteria in research, teaching and citizenship, the 
number of potential candidates is limited. The HOD actively encourages eligible 
candidates to apply, and writes support letters. Since 2015, both eligible candidates 
(1F 2015, 1M 2017) for AP titles were successful. All more junior eligible PIs have 
achieved URL title (3F, 1M). We will continue to promote this scheme to increase 
the number of women in senior roles.  
 

Action Planned 

3.4 We will continue promote the RoD scheme and support individuals to 
submit high-quality applications and ensure that part-time working 
patterns are highlighted and considered. 
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Reward and Recognition Scheme (RRS) 

The RRS financially rewards exceptional performance, either by advancement to 
the next salary scale increment or by payment of a lump sum. Overall, gender 
balance in the RRS is healthy, although Figure 24 shows lower success of males in 
2018. Although this is probably an anomaly, we will monitor and log applications.  
We note that there is an improvement in the number of successful female 
applications from 2016-2018. 
 

 
Figure 24: Gender analysis of success rate of RRS applications, research staff 2016-2018  
 

After noting in 2016/2017 that our gender breakdown of applications was not 
representative of the eligible staff body, we changed the process. Instead of relying 
on line managers to propose, a committee now examines all eligible staff in a 
gathered field. As a result, in 2018 the gender profile of applications now reflects 
all staff in post (Figure 25). We will continue to log data from this process annually.  
 

 
Figure 25. RRS applications from research staff, by gender, shown by proportion of staff in post  
2016-2018.  
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(iv) Department submissions to the Research Excellence Framework (REF) 

Provide data on the staff, by gender, submitted to REF versus those that were 
eligible. Compare this to the data for the Research Assessment Exercise 2008. 
Comment on any gender imbalances identified. 

 Figure 26: Gender analysis of RAE (2008) and REF (2014) returns  

 
The increase in females submitted to the 2014 REF compared to the 2008 Research 
Assessment Exercise (RAE, Figure 26), reflects the substantial additional 
recruitment of female PIs over that period. In both cases, eligible staff were defined 
by objective criteria, predetermined by the University’s RAE/REF teams and the 
rules of the national exercises, removing the possibility of gender selection bias. In 
the upcoming 2021 REF, all independent research staff must be submitted, again 
preventing any gender bias.  

  

 

SILVER APPLICATIONS ONLY -  

5.2. Key career transition points: professional and support staff 

(i) Induction 

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

(ii) Promotion 

Provide data on staff applying for promotion, and comment on 
applications and success rates by gender, grade and full- and part-time 
status. Comment on how staff are encouraged and supported through 
the process. 
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(i) Induction 

PSS members cover a diverse range of roles including HR, finance, health & safety, 
stores and facilities, so staff induction must be tailored to individuals and roles. PSS 
follow a similar induction process to researchers (see Induction, page 31): they 
receive a welcome email including a weblink with tailored training and 
personal/professional development resources, followed by face-to-face induction 
(Figure 20). Their line manager and team induct them to the relevant working 
practices and rules, and additional training includes mandatory online training 
modules and bespoke practical training relevant to their field: e.g. manual handling, 
radiation worker or HR Information Services training. 
 

 
In 2015 44% of PSS felt they received an effective induction; in 2017 this improved 
to 56% (Figure 27). Nevertheless, this level of satisfaction is still lower than for 
research staff (70%, page 37) and we aim to improve induction for PSS. 
 

 
Figure 27. PSS agreeing with the statement, “Induction was effective”, by gender, 2014-2017  

 
 

 Action Planned 
4.1 Run a workshop to improve engagement with PSS 
4.2 Introduction of a scheme for PSS analogous to our ‘Postdoc Pal’ 

scheme 
 

(ii) Promotion 

We have fostered a culture of aspiration in our PSS by encouraging an ethic of 
working beyond the immediate scope of the job description. PSS have expanded 
their responsibilities in this way and a high proportion (28%, 8/29) of PSS have been 
successfully regraded over the last 3 years (Figure 28).   
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“The induction I had was great thanks to the nicely formalised induction 
schedule. Throughout the whole process I was very efficiently familiarised 
with the department.” 
Member of PSS, 2017 survey 
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Figure 28: Gender analysis of regrading at G3-6, all relating to PSS, 2016-2018 
 
As with research staff, the annual Reward and Recognition Scheme financially 
rewards exceptional performance. Our PSS are well represented in the RRS scheme: 
in 2016, 38% of women PSS and 47% of men were successful; in 2018, 50% F, 37.5% 
M (Figure 29). 
 

 
Figure 29: Gender analysis of success rate of PSS RRS applications, 2016-2018  
 

5.3. Career development: academic staff 

(i) Training  

Describe the training available to staff at all levels in the department. Provide 
details of uptake by gender and how existing staff are kept up to date with training. 
How is its effectiveness monitored and developed in response to levels of uptake 
and evaluation? 

The Department enthusiastically supports staff training as part of career 
development, and this is appreciated (Figure 30).  
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Figure 30. Research staff agreeing with the statement, “My manager takes interest in my training 
and development”, by gender, 2014-2017 
 

Much training is centrally provided by the Oxford Learning Institute (OLI). 129 OLI 
courses were completed by 170 of our research staff between 2016-2018 (Figures 
31 and 32), with no overall substantial gender differences. More specialist scientific 
and transferable skills training courses are run by the MSD and are introduced in 
departmental induction material and regularly promoted through many channels. 
 

 
 
Figure 31. Uptake of training, research staff, by gender 

 
The Department also organises selected local training to optimise uptake. Courses 
include unconscious bias training (mandatory for all PIs and recruiters, an action 
point in our 2015 action plan) and bullying and harassment awareness. 

 
In our 2012 survey, 61% of research staff were clear about the training and 
development opportunities available to them and these numbers increased to 
71% in 2017 (no gender difference).  
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Athena SWAN Achievement 
100% of our PIs completed the unconscious bias and bullying and harassment 
courses. 
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Figure 32. Training courses taken by research staff 
 

(ii) Appraisal/development review  

Describe current appraisal/development review schemes for staff at all levels, 
including postdoctoral researchers and provide data on uptake by gender. Provide 
details of any appraisal/review training offered and the uptake of this, as well as 
staff feedback about the process.   

The PDR, administered by line managers, ensures all staff have an opportunity to 
reflect upon their career aspirations, receive guidance, and identify support, 
training or mentoring needs. Our PDR scheme is appreciated by staff, as evidenced 
by the 2017 survey (Figure 33). 
 

  
 
Figure 33. Analysis of PDR appreciation, from 2014 and 2017 surveys. Research staff. % agreeing 
with statement ‘I have had a PDR at the Dunn School which I found helpful and constructive’. NB 
lab managers and RAs were not treated as a separate category in 2014 survey. 
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Our PDR process has been a success. Introduced in 2013 for our AS bronze 
application, it is compulsory for all staff (except students, whose development is 
reviewed University-wide). Our HR Team run well-attended training sessions for 
appraisers. 

  

Feedback from appraisers and appraisees has led to ongoing modification of the 
form. Since our last AS submission we added a checklist to encourage discussion of 
public engagement, mentoring, possibility of RoD, committee membership and 
external positions of influence. 
 

 

We note from our survey that PDR is more appreciated by PIs than PDRAs and LMs, 
possibly reflecting that PIs are assessed by the HOD who is very experienced. This 
will be addressed by training for less experienced line managers.  
 
Action Planned 

3.2 Line managers encouraged to complete PDR training. 
 

(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.  

Although there are common themes, tailored support is offered at different career 
stages, so we address them separately. 
 
Postdoc to next step, academic or otherwise 
  
General advice about career options, primarily the responsibility of the PI, is given 
and is an explicit component of the annual PDR.  
 
The Department sponsors the PDA (set-up in 2015 as an action plan point), which 
organises careers events, and provides opportunities for acquiring transferable 
skills including organising symposia, participation in committees, and writing. We 
are aware that not all PDRAs will remain in academic careers, and we encourage 
discussion of other career options as part of a positive choice, rather than 
promoting a culture that sees departure from academia as failure. In this respect, 
two workshops have been organised thus far: Medical Writing (21F and 4 M 
participants) and Consulting, which is taking place in December 2018. 
 

Athena SWAN Achievement 
Since 2015, we have maintained 100% completion of the PDR process.  

“PDR is a great initiative. PDR is also very helpful in providing all kinds of 
information for training and other opportunities”. 
Postdoc, 2017 survey  
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In a response to a request from the PDA, the HOD has written and circulated 
notes about career progression, available on the Departmental intranet.  
 

 
Peer mentoring scheme. As part of our last action plan, we instituted a PDRA peer 
mentoring scheme. Participants are organised into groups of 4-6 (mixed gender), 
and meet regularly to discuss postdoc life, including career progression plans. 31 
PDRAs (18F/13M) – one third of the total – have participated so far. There is an 
emphasis on peer group support, but each group has a PI mentor who attends 
alternate meetings. Of the 7 groups, 2 are supported by female PIs (reflecting the 
proportion in the Department). This scheme was launched in October 2017 and 
feedback after the first round is very positive; new peer groups have recently been 
established.  

 

 
In preparation for our 2015 AS silver submission the HOD established an annual 
town hall-style PDRA meeting in which careers and next steps feature extensively. 
The impetus was a concern that PDRA were not getting consistent career advice 
and a desire to ensure that PDRAs have a strong voice in the Department.  
 
Another source of career advice is the new monthly ‘Get to know your PI’ talks, 
established by the PDA in February 2018, in which a PI informally discusses their 
career transitions. In the first round 4F and 7M PI presenters were scheduled. These 
have proved to be very popular and are well-attended (typically around 30 PDRA 
and graduate students). 

 

“Nadia enthusiastically explained what the career is about and what it 
takes for a postdoctoral researcher to become a medical writer. To my 
surprise, not every position entails a lot of actual writing - digital 
communications, for example, is more related to public relations. This 
talk has definitely put medical writing on a map as a possible route for 
my career progression.” 
Postdoc feedback, 2018  

“It is refreshing to see the commitment to advancing postdoc careers, 
especially coming from the head of Department. I found this honest and 
thoughtful summary of the probably career paths and advice on the next 
steps to be very welcome.” 
Postdoc feedback, 2018 

Athena SWAN Achievement 
Since 2015 we introduced a PDRA peer mentoring scheme and 'Get to Know Your 
PIs' talks. Both received very positive feedback. 

“Very satisfying to explore peer-mentoring, worked well in our group. 
This should be mandatory.”  
Postdoc feedback, 2018 
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We offer all PDRAs the opportunity of practice interviews, typically organised by 
the PI, but including other PIs with relevant experience. Similar support is offered 
for written material: grant and fellowship applications, personal statements.  

 
 

 

 
Figure 34: Percentage of PDRA agreeing with the statements above 

 
Our survey data shows that support is recognised (Figure 34), but a significant 
portion of PDRAs remain unclear about the training and development 
opportunities, which will be addressed.   

 
 

 Action Planned 
3.6 Ensure consistency of questions in future surveys to fully capture 

awareness and uptake of development, training and mentoring 
opportunities. 

3.7 In the February issue of the departmental newsletter the HOD will 
write about available development courses.  

 
 

Career progression support for Lab Managers and PGRAs 
 
This group typically has a different set of career ambitions to PDRAs, although the 
distinction is not sharp since many lab managers and some long-term RAs have 
PhDs. The same principles as described above for PDRAs apply: they participate in 
all PDRA schemes, PDRs include mandatory discussion of career progression, there 
are multiple sources of advice, and the Department provides tailored support. For 
many of these staff, the goal is to remain in post long-term, and career progression 
occurs by mentoring, developing experience, and sometimes regrading.  
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"I found the support of senior group leaders in the department incredibly 
valuable as I prepared for a job talk. I was very happy to be offered a PI 
position at the Babraham Institute, and I am sure that the support the 
Dunn School offered helped me to succeed."  
Claudia Ribeiro de Almeida, started her own lab in Cambridge, 2018 
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Junior to senior PI transition 
 
The move to senior positions is largely governed by scientific success, for which 
there is no formula. But the University and Department can support both the 
science and the careers of junior PIs. At the University level, two female-specific 
mentorship programmes are offered by the OLI: the Oxford Women’s Development 
Programme (OWDP), and Oxford Senior Women’s Mentoring Network (OSWMN), 
focusing on senior academics wishing to explore their leadership potential. We 
publicise these by email and in the departmental newsletter, and they are discussed 
as part of the PDR process. The HOD also approaches females at the appropriate 
career stage to encourage application to OSWMN. 
 
A senior PI mentors each of our non-tenured PIs. This is distinct from the annual 
PDR process, in that mentors are distinct from line managers. Feedback has been 
extremely positive: 100% (10/10) of women and 100% (13/13) of men find it 
valuable.  
 
Catalysed by the observation that despite their formal mentoring, early career PIs 
were struggling with issues surrounding running a group, we recently established 
an informal termly group for all younger PIs (6F, 2M) to discuss amongst themselves 
and some senior PIs (2M, 1F) and the HOD, the pressures and stresses of running 
an academic group. The plan was that confidential and informal group discussions 
would be helpful and supportive, and early feedback is very positive. 

 
A further initiative, initiated as part of our 2015 action plan, is to pay the cost 
(€2600) of attending the EMBO Lab Management course. This has proved popular 
and 4 junior PIs (2F/2M) have attended in the last three years. We will continue to 
offer this to new recruits. 
 
For senior PIs, the HOD actively supports further progression, for example prize and 
award nominations, and new career opportunities. 
 

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

Comment and reflect on support given to students at any level to enable them 
to make informed decisions about their career (including the transition to a 
sustainable academic career). 

We provide extensive support for all graduate students hosted by the department. 
 
Induction. The Department provides a structured induction programme for 
incoming students which has been improved as a result of iterative feedback. It 
includes short introductory talks and workshops covering critical areas such as 
safety and experimental methods. All students are allocated a second-year student 

"The informal discussion group convened by Matthew has been a great 
way of sharing and discussing some of my concerns as I establish my 
group. As well as the general support, I found the practical advice from 
our head of finance very helpful. I now understand better how to 
manage my grant spending." 
Feedback from a junior PI, 2018 
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‘buddy’ (Image 3), a system started by the Graduate Student Association (GSA) in 
2015. 

 

 
        Image 3. Student Buddies 
 

 
Training. There is an extensive Departmental training programme for all students. 
This supports the mandatory literature review, and presentations for compulsory 
poster (1st and 2nd year) and oral (3rd year) presentations at the annual 
Departmental Graduate Students Symposium. 

 
The Department provides generous support to the GSA for organisation of 
workshops and symposia (3 in 2018), enabling students to arrange high profile 
external speakers. The GSA invites two speakers a term (gender balanced), 
representing a variety of potential careers. The GSA also organised a multi-
department ‘Medical Sciences Careers Day’. Building on this experience, in 2017 
the ‘Future of Science’ event was run by the GSA committee which included 12 
guest speakers (5F, 7M) including Nobel laureates. The GSA also organised a ‘Speed 
Science’ event to encourage collaborations with researchers from other specialties 
(Image 4).  

“Having a Buddy from the department was a very welcoming start to my 
DPhil at the Dunn School of Pathology. It was immensely comforting to 
have a friendly face to go to with all my small questions and concerns.” 
DPhil student, 2017 survey 

Athena SWAN Achievement 
The Graduate Student Symposium was introduced by the Department in 2004 and 
has been so successful that it has been widely copied around Oxford and beyond. 
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 Image 4. ‘Speed Science’ event  

 
Our 2017 survey revealed that 78% of females and 71% of male students were clear 
about training and career development opportunities available to them. Equivalent 
numbers were 93%F and 91%M in 2014, suggesting that additional efforts are 
needed to update and communicate information about opportunities. 

  

 Action Planned 
3.3 Include career development and career guidance in the students’ 

Training Needs Analysis (TNA) forms. 
3.7 In the February issue of the departmental newsletter the HOD will write 

about available development courses 
 

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

Comment and reflect on support given to staff who apply for funding and what 
support is offered to those who are unsuccessful.  

Research grant applications including fellowships are essential career steps for 
PDRA and PIs at all stages. Over the last five years, the Department has built a 
strong support system. As described below, we offer feedback at early planning 
stages, advice on drafts, and practice interviews. One specific aspect of this is the 

“My favourite talk without any doubt was by Roger Highfield. It was 
encouraging, exciting and make me think why I decided to be a 
passionate scientist!” 
Feedback comment, 2017 GSA survey 
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monthly PI lunches, started in 2013 to strengthen scientific interactions within the 
Department. Each PI gives an informal talk to the other PIs, often floating ideas for 
upcoming proposals. 

 
We encourage PIs to seek feedback on grant proposal drafts. We have also 
developed a very effective system of practice interviews for grants and fellowships, 
allowing all PIs to take advantage of the accrued experience within the department. 
Our success rate of these coached applications is very high and we had the highest 
direct research income/academic among MSD preclinical departments. 
 

 
Action Planned 

3.8 Increase percentage of coached grants  
  

 
The HOD meets unsuccessful applicants to discuss plans. The Department is in the 
fortunate position to have access to bridging funding from the EPA Research 
Fund, an endowment based on the patent income from antibiotics. In the years 
2016 – 2018, 3F and 4M have successfully received this kind of support. 
 
 
 
 
 
 
 
 

 

Athena SWAN Achievement 
In 2016-2018, 12 group leaders (5F, 7M) were coached for grant preparation and 
practice interviews and the overall success rate was 92% (4/5F, 7/7M). For non-
coached application the success was 30%. 
 

“The well-structured support by the Department helped me with a 
successful application for my Senior Research Fellowship in form of 
writing advice and mock interviews. This was all really useful. Based on 
the feedback received I changed my presentation structure and felt much 
more confident at the real interview.” 
Feedback from a Senior Research Fellow, 2018 

“As a junior group leader, I found our group leader lunches extremely 
useful. In a truly informal environment, I was able to get valuable 
feedback from other group leaders, which helped me to think about my 
research vision and the way I present it. Overall, this was one of the key 
aspects that helped me to successfully prepare my Senior Fellowship 
application.” 
Junior group leader, 2018  
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(i) Training.  

Our PSS receive specific training during induction, and are encouraged to take other 
training. The Department endeavours to fund training, and recent examples include 
fully funding an MSc in HR for two female employees.  
 

 
 
Training for PSS is also provided by OLI, and uptake is high among PSS. 32 staff in 
post undertook 54 courses from 2015 – 2018 (Figure 35).  
 

SILVER APPLICATIONS ONLY  

5.4. Career development: professional and support staff 

(i) Training 

Describe the training available to staff at all levels in the department. 
Provide details of uptake by gender and how existing staff are kept up 
to date with training. How is its effectiveness monitored and developed 
in response to levels of uptake and evaluation? 

(vi) Appraisal/development review 

Describe current appraisal/development review schemes for 
professional and support staff at all levels and provide data on uptake 
by gender. Provide details of any appraisal/review training offered and 
the uptake of this, as well as staff feedback about the process. 

(ii) Support given to professional and support staff for career progression 

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

“I was thinking for a while to apply for MSc course in HR Management 
but was concerned about how to balance full-time job and the study. 
When I was offered a substantial financial support (50% of fees were 
paid by the Dunn School), I knew I’d manage it one way or another. 
Thanks to the flexible working culture I slightly decreased my working 
hours to ensure I have enough free time to do my assignments. I also had 
a few days of study leave to attend my exams. My line manager was very 
supportive as well as and encouraged me to apply my new skills at 
workplace.” 
PSS feedback, 2017 
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 Figure 35. OLI training courses taken by PSS by gender 
 

Two of our PSS have undertaken courses in Business Administration and Customer 
Service provided by the Work Learn and Development Scheme.  
 
Training is well appreciated is by PSS and improving compared to 2014 survey 
(Figure 36).  
 

 
Figure 36: Percentage of support and admin staff agreeing with the statements, 2014 and 2017 
 

(ii) Appraisal/development review 
As with all staff, 100% of PSS have annual PDRs. They are encouraged to discuss 
career progression. Many are also informally mentored by their managers. Our 
survey indicates that appreciation of PDR (Figure 37) is relatively high but static in 
the last years. This is part of our motivation for increasing career development 
support for PSS (see the next section, page 51).  
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Figure 37: Analysis of PDR appreciation, from November 2017 survey. Professional and support 
staff. % agreeing with statement ‘I have had a PDR at the Dunn School which I found helpful and 
constructive’. 

 
(iii) Support given to Professional and support staff for career progression  
 
As mentioned above in section 5.2(ii) a high proportion of PSS have achieved a 
regrade or an award in the RRS. All PSS are supported in the same way as other 
staff.  
 
PSS do not have an official mentoring scheme but informal mentoring 
arrangements similar to the above are encouraged and do emerge. In 2017 15% of 
PSS were involved in a mentoring relationship, with 100% of participants agreeing 
that the relationship was worthwhile and helpful to their career progression.  
 
As the Department does not have an administrator, many administrative functions 
are shared between the PSS managers. This increase in portfolios cascades 
throughout the PSS and creates a fluid workforce that is not rigidly wedded to one 
discipline. This has facilitated career opportunities by providing exposure to 
multidisciplinary projects. We have HR staff who work closely with finance on 
projects like casual payroll, and finance staff with responsibility for HR systems. This 
has given PSS diverse skill sets beyond the silo of their immediate discipline (see 
also Frances Wright case study page 69). 
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Mini case study 
One of our staff members was originally employed for reception cover and 
expressed a desire for exposure to other administrative responsibilities. We 
supported the staff member, training them in other disciplines so their role is now 
split equally between HR, Admin, Finance, Stores and Facilities. They have 
developed technical skills to enable them to conduct PAT testing, data 
reconciliation and accounts management. This development was recognised in a 
regrading of their role. This transition was a result of a mentorship between the 
individual and their line manager. 
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The support has been increasingly appreciated by PSS (Figure 38). 

 
Figure 38: PSS % agreeing with statement ‘My lab manager takes interest in my professional 
development’. 

 
64% PSS (60%F, 69%M) agreed with the statement, ‘I am clear about the training 
and development opportunities available to me’. Although these numbers are 
slightly higher than in our 2014 survey (61%), we are not content and we are 
planning a number of new actions to improve career development opportunities 
for the PSS.  
 
 

 Action Planned 
4.1 Establish a PSS work group and run a workshop which will promote 

awareness of career development opportunities. 
4.3 Re-design PDR form for PSS and provide guidance to staff and managers 
4.4 Raise awareness of staff training opportunities and funding sources for 

PSS  
4.5 We will hold a series of talks to promote a better understanding of the 

variety of jobs in the department 
  
 

5.5. Flexible working and managing career breaks 
Note:  Present professional and support staff and academic data separately  
 
(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.  

All employees of Oxford University are eligible for 52 weeks maternity leave which, 
under shared parental leave rules, can normally be shared between both parents. 
Eligible staff receive 26 weeks full pay, 13 weeks at the SMP level and 13 weeks 
unpaid leave to give a total of up to 52 weeks. The Department enhances these 
maternity benefits in the case where a grant funded contract ends during maternity 
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leave. In this situation, the Department fully funds the maternity leave, allowing 
employees to retain continuous service whilst being paid. To promote this bridging 
funding better the Intranet maternity section will be updated with details of this 
policy. 
 
Before maternity or adoption leave, HR arranges a meeting to ensure support, 
understanding and clarity about access to relevant information. Shared Parental 
Leave is discussed. The HR team encourage contact before, during and after 
maternity leave. One particularly appreciated initiative that we took as part of our 
2015 action plan was provision of free parking places for expectant mothers. 

 

 
We established a maternity mentoring scheme (our previous action plan), whereby 
soon-to-be mothers are paired with an experienced mother. It supports discussion 
of personal experiences that may be outside the scope of the department’s 
knowledge (for example ante-natal classes, birthing arrangements, child friendly 
activities). We currently have seven maternity mentors from the entire spectrum 
of staff roles and categories. The Scheme is promoted on the Departmental 
website. The scheme is informal and adaptable with focus on the needs of the 
expectant mother. Initial feedback for the scheme has been excellent and in the 
next Departmental survey we will ask about uptake and feedback. 
 

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

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

The Department offers as many keep-in-touch days as the individual feels are 
necessary, although recent parents do not necessarily welcome too much contact 
with the workplace, wishing instead to focus on their family. Maternity mentors 
remain an important part of the individual’s support network and the relationship 
continues throughout the maternity period and after their return to work. 

Athena SWAN Achievements 

•  A free car parking space scheme was implemented for expectant mothers. In   
2016, 2/4 pregnant women used it; in 2017, 4/5; and in 2018, 7/10 used it. 

• We established a maternity mentoring scheme. 

“I am deeply grateful to the head of Department for introducing the 
priority for the car parking during and after pregnancy. This generous 
help had enormous impact on my work/home balance and greatly 
relieved pressure.” 
Member of staff, 2016 
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(iii) Cover and support for maternity and adoption leave: returning to work  
Explain what support the department offers to staff on return from maternity 
or adoption leave. Comment on any funding provided to support returning staff.   
 
Shortly before the anticipated return-to-work date, our HR team and the individual 
discuss the return, including flexible working arrangements. Expectant mothers are 
encouraged to apply for a place in a University/college nursery, and the 
Department sponsors priority places at University nurseries (we have bought 7 
places in the last 3 years, costing £1000 each). New parents receive priority for one 
of our limited number of parking places, and we have a dedicated room that can be 
used for breastfeeding.  
 
Women returning from maternity leave are provided with reduced teaching, 
examining and committee commitments. Furthermore, we advise returning 
mothers about applying for the Returning Carers Fund (RCF) which supports the 
reestablishment of research for those who have taken a break for caring 
responsibilities. Since 2015 we have had 3 successful applications to the RCF – a 
total value of £13,518 – covering a technician’s salary, access to research facilities 
and a research visit to foreign collaborators. 
 
Continuing discussions will include future childcare options, the flexible working 
policy, clarification regarding provision for annual leave during maternity leave, and 
encouragement to check information about tax-free childcare options. Although 
the University nursery provides daytime childcare there was no out-of-hours 
support. As a part of our new action plan we will introduce several improvements 
of the maternity leave support, including creating a fund for additional childcare 
provision (to provide additional carers' support when attending scientific 
conferences).  

 
 

 Action Planned 
5.1 Clarify the department’s maternity grant bridging funding policy and 

promote this fund better 
5.2 Gather feedback about the maternity mentor scheme. 
5.3 Establish a fund that will provide funding for additional care whilst staff 

member is at a conference away from home 
5.4 Set up an opt-in parents and carers mailing list 

"I am very grateful that the department introduced the maternity 
mentors scheme. Before going on my first maternity leave I really wanted 
to talk to someone about balancing my scientific career and having young 
kids and I was paired with two mentors. I really valued the help I received 
from them. I had discussions with both mentors before going on my first 
maternity leave and we mostly talked about their experiences about 
coming back to work and how to achieve work-life balance. In addition, 
one of my mentors had some incredibly helpful advice on how to progress 
in my scientific career whilst having young kids. Both were always 
available for me if I encountered problems or needed advice."  
Feedback from a maternity mentee, 2017 
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(iv) Maternity return rate  

Provide data and comment on the maternity return rate in the department. Data of 
staff whose contracts are not renewed while on maternity leave should be included 
in the section along with commentary. 

We are proud of the level of Departmental support offered through all stages of 
the maternity process. In the years 2016-2018, 13 academic staff and 3 PSS took 
maternity leave. 100% returned.  
 

SILVER APPLICATIONS ONLY 

Provide data and comment on the proportion of staff remaining 
in post six, 12 and 18 months after return from maternity leave. 

 

Staff that returned after the maternity leave remained in post for a varying time, as 
shown in Figure 39.  
 

 
Figure 39: Length of remaining in post after return from maternity leave, 2016-2018  
 
Two of the 3 individuals that left the department within 6 months of returning from 
maternity leave cited the living costs of Oxford as a factor in their reason for leaving. 
They decided to move back to their home country to have closer proximity to their 
familial support network.  Overall, the numbers in Figure 39 are comparable to the 
average staff turnover rates.  

 

(v) Paternity, shared parental, adoption, and parental leave uptake 

Provide data and comment on the uptake of these types of leave by gender and 
grade. Comment on what the department does to promote and encourage take-up 
of paternity leave and shared parental leave. 

The Department has energetically publicised introduction of shared parental leave 
and paternity leave options. This includes emails from HR, highlights in the 
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departmental newsletter, and clear information on the intranet site. In the years 
2016-2018, 6 academic and scientific staff (1 G6, 2 G7, 2 G8 and 1 G10) and 1 PSS 
member (G5) took paternity leave (compared to 2 in 2012-2015). All returned.  
 
Shared parental leave is a newer concept and we have only had 1 G8 male scientist 
take it so far. Although shared parental leave may also increase, we suspect that 
many people are taking advantage of the relative flexibility and independence of 
research careers to spend time with new babies informally, without registering for 
shared leave.  
 

(vi) Flexible working  

Provide information on the flexible working arrangements available.   

The Department has an accommodating approach to flexible working and we do 
our best to agree to all requests received. For 2016-2018 17 people made 24 
requests (Table 3). All were approved. 
 
 

 Research staff Professional & support 
staff 

Increase in hours 8F 1F 

Decrease in hours 10F, 1M 4F 

 Table 3. Count of flexible working arrangements from 2016-2018 

 
Our flexible working arrangements include but are not limited to: term-time only 
working, full-time across four days and home working. We aim to accommodate 
flexible working wherever possible, offering it in advertised job descriptions, during 
recruitment and at any time during a person’s contract.  

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

Outline what policy and practice exists to support and enable staff who work part-
time after a career break to transition back to full-time roles. 

Transition back to full-time work is discussed with line managers, the HR team as 
well as in the annual PDR. Transition is always specific to the individual and their 
circumstances, but we often encourage a phased return to work for a trial period. 
This is reviewed periodically and amended as appropriate. This can often result in 

Mini case study: Dr Rebecca Moore 
"Since 2016 I have had a number of different flexible working arrangements 
depending on the stages of childcare that my children were at.  From September 
2016 until December 2016 I officially worked school hours to allow my eldest 
daughter to settle into school, earlier this year I had a verbal agreement with my 
supervisor that I would start early and leave early on certain days of the week to 
fit in with after school clubs and currently I have officially reduced my working 
hours for another 3-month period to allow my youngest daughter to settle into 
school.  I feel very comfortable in discussing different flexible working options 
with my supervisor and do not feel that this in any way effects my position within 
the department." 
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staff members having seasonal changes to their working arrangements, for 
example different hours or additional flexibility in school holidays.  All requests for 
flexible working have been granted. 

5.6. Organisation and culture 

(i) Culture 

Demonstrate how the department actively considers gender equality and 
inclusivity. Provide details of how the Athena SWAN Charter principles have been, 
and will continue to be, embedded into the culture and workings of 
the department.   

 
The Dunn School aims to adhere to policies and practices that encourage a friendly, 
collegiate, inclusive and supportive culture for all (Figure 40). An atmosphere is 
encouraged where all members of the Department share a common set of goals 
with minimum consideration of hierarchy. Senior members of the Department aim 
to be accessible and to promote interactions between their groups. The HOD 
actively and very visibly promotes the AS process and principles.  
 

 
Figure 40. Agreement with the statement ‘Values are shared between people at the Dunn School’ 
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AS principles are embedded in everything we do, so not everything is easily listed, 
but highlights since 2015 are noted in the box below. 

 

 

Also influenced by AS principles, the HOD holds annual town hall meetings with 
students, PDRAs and PSS. Discussion topics are chosen by participants, but the 
opportunity is taken to describe departmental plans and things happening behind 
the scenes. In addition to these organised processes, the HOD makes himself readily 
available to any member of the Department for private meetings. 
 
We introduce several new initiatives in our new action plan to further promote the 
family friendly policies. 
 
 

 Action Planned 
5.4 Set up an opt-in parents and carers mailing list to allow parents and carers to 

communicate ideas 
5.5 Support a grant application for funding of a new confocal microscope that will 

give priority to parents and carers 
 
 

Athena SWAN Achievements 

• Since 2015, all meetings and seminars, and most social events, are held between 
10:00 – 16:00 

• Weekly post-seminar social events between 15h00 and 16h00 are open to all 

• We avoid school holidays when organising meetings and seminars 

• The HOD's monthly newsletter describes news, policy, careers – all emphasising 
aspects of Athena SWAN culture 

• All non-science areas of the Department are designated as open to children 

• Athena SWAN policy and culture is a standing agenda item on departmental 
committee meetings 

• We emphasise family and children friendly activities at the Summer and 
Christmas parties 

• We hold a Women’s coffee morning and group photograph (Image 5) for 
International Women’s day 
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Image 5. Dunn School Women pose for International Women’s Day. The Dunn School promote 
international Women’s Day by taking a photo and sharing this on their website  
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Departmental decision-making transparency is well appreciated (Figure 41), 
although it is lowest among PSS. We also note a gender gap among PIs. The higher 
proportion of male PIs agreeing that decision making is transparent presumably 
reflects the higher proportion of male PIs in senior positions.  
 

 
Figure 41. Percentage agreeing with the statement “Information and knowledge are shared openly 
within the Dunn School”. November 2017 survey.  
 

Action Planned  
4.5 We will hold a series of talks to promote a better understanding of the 

variety of jobs in the department. 
 

The GSA and PDA are important elements in our aim to reduce hierarchy and 
increase openness and inclusiveness in decision-making. The HOD regularly meets 
representatives of the two associations to discuss departmental policy and current 
priority topics, and representatives are formally invited to termly departmental 
committee meetings, their reports are a standing agenda item. Students and PDRAs 
are also appointed as members of most other standing committees.  

 
(ii) HR policies  

Describe how the department monitors the consistency in application of 
HR policies for equality, dignity at work, bullying, harassment, grievance 
and disciplinary processes. Describe actions taken to address any identified 
differences between policy and practice. Comment on how the department ensures 
staff with management responsibilities are kept informed and updated on HR 
polices. 

The Department’s HR team comprises a qualified employment lawyer and an 
officer completing an MSc in HR Management. 
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Where feasible, Dunn School HR policies exceed University minimum standards. 
Examples include both our visa expense policy and our decision to underwrite 
maternity pay where grants end, both of which are more generous. 
 
In our previous action plan we introduced a number of improvements to combat 
occasional instances of bullying and harassment. 
 

  
Awareness of anti-bullying policies is high (Figure 42). 
 

 
Figure 42. Awareness of anti-bullying and harassment policies and mechanisms 
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Athena SWAN Achievements 

• We have held Athena SWAN-relevant training including unconscious bias, 
assertiveness and recruitment 

• Important policy and training updates are communicated to all staff 
regularly 

• An HR report is a standing item on departmental committee meeting 

• Selected HR items are relayed in monthly HOD departmental newsletter 

Athena SWAN Achievements 

• Since 2015: 100% PI attendance at compulsory unconscious bias OLI course 

• 2015: 100% PI attendance at compulsory bullying and harassment OLI 
course 

• Since 2015: renewal of trained harassment advisors ensuring gender 
balance 

• 2017 established anti-bullying WG chaired by the HOD 

• 2016, 2017: strong participation in anti-bullying week with a morning of 
talks 

• 2016, 2017: circulated anonymised cases of bullying & harassment to the 
Department 
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Nevertheless, annual surveys report a low but persistent level of bullying 
behaviour, and this has not decreased satisfactorily over time despite much effort. 
In 2012 17% of staff reported experiencing bullying behaviour and this was 9% in 
2017 (no statistically relevant gender differences) (Table 4 and 5). As a comparison 
the MSD average of staff experiencing bullying was 12% in 2018. 
 

Experienced 
bullying 

2012 2014 2016 2017 

Female 18% 8% 12% 7% 

Male 15% 4% 13% 12% 

 

Witnessed 

bullying 

2012 2014 2016 2017 

Female 28% 8% 19% 25% 

Male 28% 15% 15% 18% 

Table 4. % of staff reporting experiencing or witnessing bullying, by gender.  

 

 Experienced Witnessed 

 Female Male Female Male 

Students 4/44 

9% 

2/21 

10% 

7/44 

16% 

3/21 

14% 

Postdocs 2/46 

4% 

8/42 

19% 

15/46 

33% 

11/42 

26% 

Lab 

managers/RAs 

2/16 

13% 

0/7 

0% 

5/16 

31% 

1/7 

14% 

Support/ 

Admin 

0/16 

0% 

1/11 

9% 

5/16 

31% 

4/11 

36% 

PIs 2/12 

17% 

1/23 

4% 

1/12 

8% 

0/23 

0% 

Table 5. Reports of experiencing and witnessing bullying behaviour by role and gender. November 

2017 survey. 

 
As a response to this moderate but unacceptable level of reported bullying 
behaviour we set up the Antibullying Working Group (ABWG) in 2017, comprising 
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HOD, SAT chair, director of graduate studies, harassment officers and PDRA, PSS 
and HR representatives. This group has discussed the issue extensively, and 
believes that the very high degree of awareness that now exists in the Department 
contributes to the increased reporting. This is, in some ways, a positive outcome: 
people feel that there is a point to reporting their experiences. Nevertheless, we 
are unhappy with this reported level and are strengthening our actions in this area, 
including introduction of focused annual meetings of PIs where anonymised 
examples of behaviour will be discussed.  
 

 Action Planned 
7.1 The anti-bullying training session will be repeated in 2019 and will be 

compulsory for all group leaders and, from 2019, for all line managers.  
7.2 We are introducing an annual meeting of group leaders with Dunn 

School HR personnel to discuss HR issues. 
7.3 Run a Responsible Bystander Training. 
7.4 We are introducing a departmentally sponsored mindfulness course for 

all staff. 
 

(iii) Representation of men and women on committees  

Provide data for all department committees broken down by gender and staff type. 
Identify the most influential committees. Explain how potential committee 
members are identified and comment on any consideration given to gender 
equality in the selection of representatives and what the department is doing 
to address any gender imbalances. Comment on how the issue of ‘committee 
overload’ is addressed where there are small numbers of women or men. 

 

Committee %Female %Male 

Departmental Committee 12 
29%1 

29 
71% 

Site Management Group  1 
17%2 

5 
83% 

Safety Advisory Committee 2 
22%3 

7 
78% 

Animal Welfare and Ethical Review 
Committee 

6 
55% 

5 
45% 

Graduate Studies Committee 3 
38% 

5 
62% 

Animal Facility Management Committee 2 
33% 

4 
67% 

Computing Committee  3 
43% 

4 
57% 

Athena Swan Self-Assessment Team 6 
55% 

5 
45% 

Table 6. Percentage and absolute numbers of departmental committees, 2018 by gender. 1 This 
represents the full faculty and senior staff; all members are ex officio so there is no discretion about 
membership. 2 This committee is also all ex officio. 3 When statutory external membership of this 
committee is included, the proportion of females is 40%. 
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Departmental committee Membership is assigned by the HOD (Table 6), with an 
aim of balancing female representation (and other forms of diversity, including for 
example career stage, work role) against committee overload. Where practicable, 
all committees should have female representation at least equal to the proportion 
of female group leaders (35%).  
 
Our PI Annual Workload Survey monitors committee membership and overall 
workload. There clearly is a pressure on women to participate – one female SP is 
involved in 14 committees within and outside Oxford. However, the survey shows 
enthusiasm for engagement with both the internal and external scientific 
community. An obvious method of reducing overload of female PIs is to appoint 
other female staff categories onto committees, and every departmental committee 
has at least one female member who is not a PI. 
 
In our previous action plan we instated an annual rolling review of all committees, 
(remit and membership), to ensure relevance and appropriate terms of reference 
and membership.  This has triggered abandoning a superfluous imaging committee 
and reformation of the Computing Committee.  

 
(iv) Participation on influential external committees  

How are staff encouraged to participate in other influential external committees 
and what procedures are in place to encourage women (or men if they are 
underrepresented) to participate in these committees?  

The main systematic approach to collecting external committee and other role data 
for PIs is through the Annual Workload Survey. This flags concerns about PIs who 
are not developing an appropriate external profile, and those who are overloaded, 
and this is discussed via the annual PDRs. The appropriate amount of external 
committee work depends on individual career stage, field, other responsibilities 
(families and caring), and personal preference. Too little external exposure can limit 
an academic profile and influence whereas too much can limit time available for 
primary working and family roles. Examples of women on senior external 
committees include Professor Elizabeth Robertson chairing the Wellcome Trust 
Expert Review Group on Cell and Developmental Biology, and being President of 
the International Society for Differentiation; and Professor Susan Lea on the 
Scientific Advisory Board for EMBL-EBI Molecular and Cellular Structure Cluster and 
the MRC Molecular and Cellular Medicine Board and Career Strategy Board. 

 
(v) Workload model  

Describe any workload allocation model in place and what it includes. Comment on 
ways in which the model is monitored for gender bias and whether it is taken into 
account at appraisal/development review and in promotion criteria. Comment on 
the rotation of responsibilities and if staff consider the model to be transparent and 
fair.   

Recognising the huge range of different roles in the Department, even within a staff 
category, we do not apply a specific workload allocation model but monitor 
workload through the annual PDR process. However, for PIs (since 2015) we also 
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assess workload via the Annual Workload Survey using the criteria below (Figure 
43) 
 

 
Figure 43. Schematic of workload breakdown for PIs 
 
In the Oxford 'joint appointment' system, college teaching done by APs is subject 
to a contract separate from the University, and our Annual Workload Survey 
confirms that the primary workload component under departmental control is 
University teaching consisting of lecturing, seminars and practical classes. College 
tutorial teaching is independently regulated and the 6 weighted hours/week termly 
load is standard, although a reduced stint can often be negotiated in early years. 
The Annual Workload Survey show that individual workloads range from 8 to about 
50 contact hours per year, the variation being balanced by other responsibilities 
such as research and administrative duties. As well as ensuring fairness, our system 
ensures that all are being given full credit and recognition for their contributions 
(see Box below). 
 

 
Research workload is not centrally managed, as academic life gives considerable 
freedom for individuals to establish their own working patterns. Nevertheless, the 
departmental culture of openness about work stress means that ensuring a 
reasonable work-life balance is discussed at all levels, from students to PIs. 

Our 2017 departmental survey shows that satisfaction with workload is fairly high 
but has not improved in recent years (Figure 44). 

Athena SWAN Achievements 

• Since 2015: Annual workload survey quantifies workload across University 
and College roles 

• Since 2015: annual discussion of workload with HOD 

• Protection of new staff from excessive teaching, examining & 
administrative duties 

• Rebalancing of research/teaching duties dependent upon relative activity 
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Figure 44. % of staff agreeing with the statement, “My workload is reasonable”, 2012-2017 
 
 

 
Figure 45. Different staff categories agreeing with the statement, “My workload is reasonable”, by 
gender, 2017 
 

We also note the gender issues within PIs and PSS (Figure 45), which will be 
addressed. 

 
 Action Planned 
 5.7 Organise a workload focus group (WLFG) 
 5.8 Encourage line managers to discuss perceptions of individual workload 

with staff at annual PDR 
 
(vi) Timing of departmental meetings and social gatherings  

Describe the consideration given to those with caring responsibilities and part-time 
staff around the timing of departmental meetings and social gatherings.  

All significant meetings and seminars, and almost all social events, fall within core 
hours of 10am to 4pm. For example, since 2015, 100% of departmental seminars 
and committees have occurred within core hours, and since 2017 we have added 
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an early event to our Christmas party for families with children (see also Box in 
Culture section, page 57). As far as is practicable, we also avoid school holidays 
and half-terms, the dates of which are circulated to senior managers. 

In the 2017 survey 85% of all staff, with no significant differences between genders 
or staff categories, agreed with the statement, ‘Departmental and team meetings 
and seminars are timed to take account of caring or family responsibilities’.  
 

(vii) Visibility of role models 

Describe how the institution builds gender equality into organisation of events. 
Comment on the gender balance of speakers and chairpersons in seminars, 
workshops and other relevant activities. Comment on publicity materials, including 
the department’s website and images used. 

All our female members of staff – at all levels of seniority – are role models. But 
more substantially, we act to ensure that we actively promote female role models 
wherever possible. Department website and seminar series are gender balanced 
(see the box below). We emphasise collaborations across grades rather than just 
senior individuals. We further promote visibility of role models by updating the 
intranet with information about women’s networks in Oxford such as “Oxford 
Women’s Network”. 

 
 

 
 
 
 
 
(viii) Outreach activities  

Provide data on the staff and students from the department involved in outreach 
and engagement activities by gender and grade. How is staff and student 
contribution to outreach and engagement activities formally recognised? Comment 
on the participant uptake of these activities by gender.   

We maintain a log of all public engagement activity in which members of the Dunn 
School participate (Figure 46). Our outreach activities are featured as news stories 
on our website, where there is also a dedicated section about public engagement. 
We have developed a culture where the value of outreach and engagement is 
celebrated, and scientists are encouraged to participate.  

"I very much enjoyed Ruth McKernan's talk. It was truly inspiring." 
Feedback comment, 2017 GSA survey 

Athena SWAN Achievements 

• Analysis of gender equality in Departmental events 

• 2017: 46% Departmental seminar series speakers female compared to 19% 
in 2013, 24% in 2015 and 60% in 2016 

• Since 2013 – Prestigious annual Departmental Norman Heatley seminar, 
4F/1M 

• Staff representation images on Departmental website (55%F) 
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Figure 46: Public engagement events by category, 2015-2018 

 
Growing departmental value placed on engagement has led to substantially 
increased activity. In the years 2017-2018, we logged 73 events, in which 62 
different members of the Department participated (Figure 47; Image 6). 
 

  
Figure 47: number of logged engagement events by year 
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Image 6. Secondary school outreach event 

From these numbers, it is notable that 15/16 students logged as participating were 
female and, at the contract research staff level, there was also a preponderance of 
women (Figure 48). Since these positions are filled almost equally by men and 
women, this indicates a strong bias in favour of female participation. We have 
planned further activities to improve the gender balance. 

Figure 48: Logged participation in outreach activities by position and gender, 2016-2018 

Action Planned 
6.1 Encourage more male students and contract research staff to get involved in 

outreach activities – convene Outreach Focus Group (OFG) 
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SILVER APPLICATIONS ONLY 

6. CASE STUDIES: IMPACT ON INDIVIDUALS 

Recommended word count: Silver 1000 words 

Two individuals working in the department should describe how the 
department’s activities have benefitted them.  

The subject of one of these case studies should be a member of the self-
assessment team. 

The second case study should be related to someone else in the department. 
More information on case studies is available in the awards handbook. 

 

Frances Wright 

I first started working for the Dunn School in 2008 and initially started as the Secretary to 
the Personnel Administrator. The Department was extremely positive and encouraged me 
to attend courses. In the first 2 years I completed the University internal personnel 
training and a CIPD level 3 course which required me to have day release from work. 

The Department supported my career by changing my job role into that of HR assistant 
and encouraging me to continue training. In 2009 I went on my first maternity leave and 
was offered excellent Departmental support, not only in maternity pay but also by 
covering my duties and allowing me the option to complete keep in touch days.  

After 9 months maternity leave, I applied for flexible working which was approved and I 
reduced my working days to 3 to allow me to continue to look after my daughter. At the 
same time, the Department continued to support my career and my role changed to that 
of HR Officer.  

In 2013 I went on my second maternity leave, this time for 6 months. Again, I was 
supported at every step of the way, time was always made for midwife appointments etc. 
Again, I was provided with excellent cover during my time away. 

On my return at the end of 2013, whilst still part-time, I was offered the position of HR 
Manager. Within a year, I applied for flexible working again and was able to change my 
days to 4 working days in the office and 1 day working at home. This not only helped with 
my childcare and my ability to stay at home with my son, but also allowed me to continue 
to build the career I loved. 

In 2014 the department supported my desire to do an MSc with the Open University and 
allowed me the time to attend exams. At the same time, I was also supported by the HOD 
in my application to attend the University course on Leadership and Management over 5 
working days. Both these opportunities were key to my career progression. 

As a result of the excellent support I’ve received from the Department, I’ve recently 
secured the post of Domestic Bursar at Balliol College, a tremendous move for my career 
and one that undoubtedly would not have occurred without Departmental support not 
just with my career, but in my family life too. The Department made sure that meetings 
were held at times I could attend and not during school holidays. Allowances were always 
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made where sick children were concerned and, on occasion, my children have come to 
work with me when all my other childcare arrangements had failed. They too felt part of 
the Dunn School family. 

In particular the HOD, as my line manager, was always happy to support my career and 
made sure that I was able to attend courses, exams and study leave during work time. 
During my 10 years working for the Dunn School, I always felt my work/life balance was 
pretty good. 

 

Dr Monika Gullerova 

I came to the Dunn School in 2006. Throughout my postdoctoral studies I benefited from 
regular seminar exposure, had training in experimental techniques and was supported by 
the Department for sabbaticals at Harvard (funded by EMBO) and Kyoto Universities. 
After I published my main research projects, I was encouraged to apply for the 
“L’Oréal/UNESCO Women in Science” award and was successful in 2011.  

The next stage of my career was to set up my own group and independent research 
programme. I applied for career development awards based in the Department’s newly 
opened OMPI building. Although generally the trend is to move to a different University, 
the MRC recognised my research fit with the other newly recruited research groups in 
OMPI and understood that my work would complement the growing genome instability 
research theme. During this period of getting established, the HOD provided great 
support, which was crucial for my success. I was given a mentor, Professor Tang, who was 
always happy to advise and support on issues. I also attended the EMBO Lab management 
course in Germany paid for by the Department, where I learned managerial and research 
structuring techniques, which I found very useful for running my lab. In 2013 my success 
in molecular biology was recognised by the Slovakian government.  

More recently, the Department facilitated my transition to a senior fellowship and an 
Associated Professor in medicine, providing me with support to obtain my grant funding 
as well as a permanent position in Oxford. This has been the most important step in my 
career, because it has allowed me to consider my future scientific programme from a 
longer-term perspective. Last year I became a mother, which many women might 
perceive as a rather challenging situation in combination with highly demanding research 
career. However, I was greatly supported by the Department and my maternity leave did 
not affect the performance of my lab. My return to work went smoothly thanks to the 
University’s childcare services.  

The Dunn School shows a real commitment to family support e.g. seminars are organised 
within core working hours, I was provided free parking when needed. Very recently, I’ve 
raised an issue about booking pressures for the heavily used confocal microscopes, and 
as reflected in our action plan, the HOD is now committed to applying for a grant that will 
allow us to buy another confocal microscope, for preferential use by parents between 
9am-5pm. Finally, it is crucial to present our work at international scientific meetings 
around the word, which means being absent from home for several days. Although the 
University nursery provides daytime childcare there is no out-of-hours support. As per our 
action Plan, the HOD is now creating a fund for additional childcare provision. This is a 
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further evidence of Departmental commitment to supporting women in science and my 
career goes from strength to strength. This year I was celebrated as an “inspiring Slovak” 
by the British government for my outstanding contribution to UK/ Slovakian diplomatic 
relations.   

(996 words) 

7. FURTHER INFORMATION 

Recommended word count: Bronze: 500 words  |  Silver: 500 words 

Please comment here on any other elements that are relevant to the application. 

 

8. ACTION PLAN 
The action plan should present prioritised actions to address the issues identified 
in this application. 

Please present the action plan in the form of a table. For each action define an 
appropriate success/outcome measure, identify the person/position(s) responsible 
for the action, and timescales for completion.  

The plan should cover current initiatives and your aspirations for the next four years. 
Actions, and their measures of success, should be Specific, Measurable, Achievable, 
Relevant and Time-bound (SMART). 

See the awards handbook for an example template for an action plan.   
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Action Plan, Sir William Dunn School of Pathology, University of Oxford 
 

 

ABWG:  Anti-Bullying Working Group 

AS:  Athena Swan 

AP:  Associate Professor 

DSWG:  Departmental Survey Working Group 

GSA:   Graduate Student Association 

HOD:  Head Of Department 

HR:  Human Resources 

OFG:  Outreach Focus Group 

 

 

PDRA:  Post Doctoral Research Fellow 

PDWG:  Personal Development Working Group 

PSS  Professional and Support Staff 

PSSWG:  Professional and Support Staff Working Group 

RoD:  Recognition of Distinction 

SAT:  Self-Assessment Team 

SP:  Statutory Professor 

WLFG:  Workload Focus Group 

 

Priority areas highlighted in blue 

1. Data Collection 

Reference 

Page No. 

Goal Action Rationale Owned by Timeframe Measurable 
outcome 

p14 To organise the 

planning of AS actions 

efficiently.  

1.1 Set up additional 

Working Groups (WG) 

within SAT. New WG 

are listed in this Action 

Plan (1.2, 3.1, 4.1). 

The SAT has been effective but 

as the membership broadened 

we set up additional dedicated 

WGs in 2017/18 for the 

preparation of this application. 

We are expanding this and 

have set up WGs in key areas 

outlined in this Action Plan to 

enable focused data collection 

and analysis, and recording 

impact delivered by the Action 

Plan.  

SAT WGs in place 

from 2018 

 

Review of 

WGs at SAT 

meeting in 

spring 2021 

WG activities logged 

in SAT minutes. 

 

Specific outcomes 

as listed for each 

WG in this Action 

Plan. 
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p14 To capture the 

opinions of staff and 

students in the 

Department at regular 

intervals in a 

departmental survey 

and track data over 

time to identify trends 

and any gender 

disparities that need 

actions. 

1.2 A Departmental 

Survey Working Group 

(DSWG) to be 

established to amend 

the departmental 

survey with the various 

actions listed 

throughout this Action 

Plan. 

As a central element 

underpinning our AS process 

we introduced biennial 

Departmental staff surveys in 

2012. Returns increased from 

less than 50% in 2012 to 84% 

and 89% in 2014 and 2017 

respectively. In our 2017 

survey we improved 

consultation by recording data 

by staff groups and achieved a 

high response rate. A 

dedicated WG will ensure all 

amendments to the 

departmental survey listed 

throughout this Action Plan 

are implemented. 

SAT DSWG 2019 2019 survey has all 

amendments that 

result from new 

actions described in 

this application. 

p14, p23, 

p27  

 

 

Improve qualitative 

approaches to data 

collection in exit 
interviews when 

people leave, to 

illuminate staff 

experiences beyond 

the departmental 

survey. 

1.3 Revise our exit 

interview questions to 

include:  

• Reasons for leaving 

• Next destination. This 

will be used to capture 

information about 

progression of Grade 6 

(G6) staff to a DPhil 

programme and 

progression of G7 staff 

to PI positions and 

identify if there is a 

gender-related issue 

(linked to action 2.4). 

We conduct exit interviews 

with >80% of departmental 

leavers and these interviews 

include questions on next 

positions giving a clearer 

picture of the career directions 

taken by staff than the leavers 

form captures. Reflecting on 

these achievements we have 

realised that, although the exit 

interviews are very useful to 

capture information about the 

department, more can be 

done to get more complete 

data from the exit interviews, 

in particular focussing on 

leaver destinations and 

HR From 2019 Revised exit 

interviews 

implemented by 

Hilary Term 2019. 

At least 90% 

completion of exit 

interviews by Hilary 

Term 2021. 
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reasons behind the move. 

These data will be crucial to 

identify if there are gender-

related issues impacting on 

career progression (linked to 

action 2.4) and enable us to 

pinpoint where to target 

future actions. 

p14, p27 

 

 

As above 1.4 HR manager to 

present report 

summary of leavers’ 

interviews at summer 

term departmental 

steering committee 

meeting for discussion 

and follow up. 

As for 1.3 above HR Annually Report captured in 

departmental 

steering committee 

meeting minutes. 

p14 

 

To collect gendered 
data in all surveys. 

1.5 To collect gendered 

data in all surveys. New 

departmental policy to 

be communicated to all 

members of 

Department asking for 

surveys run by 

graduate students, PDA 

and other 

departmental 

groupings to analyse 

data by gender. 

Enabling monitoring of AS 

actions and design of targeted 

future actions. 

HOD From 2019 Gendered data 

available for all 

surveys in 

Department from 

2020. 
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2. HR Policies 

Reference 

Page No. 

Goal Action Rationale Owned by Timeframe Measurable 
outcome 

p20 Increase the 

proportion of females 

in senior academic 
positions. 

 

This is a priority area 

in this Action Plan. 

2.1 Target recruitment 

to appropriately 

qualified female 

applicants by 

distributing adverts for 

senior positions via 

women’s networks 

including WISE. 

We are pleased to note that 

our efforts to increase the 

number of female applicants, 

a major emphasis of our 

previous AS Action Plan, 

appears to have had an 

impact. Two out of the last 

three AP recruitments (both 

female) progressed from early 

career fellowships into 

permanent positions, one is 

featured in a case study in this 

application. Although the 

number of women PIs has 

grown substantially, it started 

from a low base and there are 

still fewer females in AP and 

SP positions than in other 

categories. 

HR Ongoing Achieve a gender 

balance for both 

shortlisted and 

offered roles in 

new recruitments 

to academic 

positions. 

p20 As above 2.2 Identify, encourage 

and support female 

candidates into 

permanent positions by 

operating search 

committees for all SP 

appointments, reaching 

out to potential 

candidates of both 

genders, particularly 

As for 2.1 above HR, HOD, all 

recruiters 

by 2021 Recruited at least 1 

additional female 

SP by 2021. 
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seeking out strong 

female candidates. 

Ensure gender balance 

in applications for two 

vacant SP positions. 

 

p20 Increase the 

proportion of females 

in PI positions. 

 

2.3 To enable equal 

recruitment of male and 

female independent 

research fellows: 

If a prospective 

candidate is invited to 

give a talk with a view to 

sponsoring an 

application, PIs are 

asked to put forward 

other candidates to 

allow for comparison 

and we will ensure equal 

gender representation. 

Due to the recent efforts, 

currently there are 5 female 

and 4 male independent 

research fellows (5F / 3M in 

2016) and we would like to 

maintain a 50%+ female 

cohort of new independent 

research fellows. Because of 

our strong support for career 

progression, this should 

eventually affect the numbers 

of women in senior positions. 

HOD, all PIs ongoing Record gender of 

candidates who are 

sponsored for a 

fellowship 

application. 

 

Achieve a gender 

balanced pool of 

candidates for the 

next independent 

research fellow 

once recruitment 

begins again. 

 

By 2021 at least 

two more 

professorial level 

women in post . 

p21 

 

 

Understand better the 

transition to 

independence for 

departing G7 staff. 

2.4 Explore reasons for 

drop-off in number of 

women beyond G7: 

To identify focus areas for 

future actions we must 

explore the reasons for the 

drop-off of women in G8+ and 

academic positions. The 

HR, DSWG from 2019 Data on transition 

of Dunn School 

postdocs to 

independent 
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- Analyse exit interview 

data (action 1.3) for 

progression to PI 

positions for departing 

G7 staff and identify if 

there is a gender-related 

issue. 

- Amend survey to 

capture career 

ambitions of G7 

researchers to see if 

there is a gender bias in 

expectations for making 

transition to PI and 

reasons. 

- Report on findings at 

the Departmental 

Committee Meeting. 

proportion M / F at PDRA 

stage is about equal, but the 

proportion of F is lower in G8 

positions and academic 

positions. We must 

specifically understand better 

which G7 staff are making the 

transition to independence 

and why. We noted that in the 

2017 survey 28% of female 

postdocs answered yes to the 

question “Were you ever told 

that you shouldn’t pursue a 

career in academic research?” 

compared to 0% of males but 

we need better data on next 

destinations (action 1.3) to 

assess whether there is a 

gender difference in the 

number of departing G7 staff 

who leave the Department to 

take up a G8 post and/or an 

independent research 

position. 

research positions 

by gender. 

 

Data on 

expectations of 

career progression 

by gender. 

 

Report on findings 

in Departmental 

Committee 

Meeting. 

p21, p31 To increase the 
number of women in 
G8 posts through 

recruitment 

2.5 To have a G8 

Recruitment Champion 

involved in all G8 

recruitments (in either 

shortlisting and/or 

interview panel) to 

ensure consistency. 

Assessment of the data 

gathered since 2015 showed a 

slight gender recruitment 

imbalance with women 

slightly more successful than 

men at G6, equal to men at 

G7 (the main postdoc grade), 

but less successful than men 

at G8. The G8 position covers 

a wide spectrum of roles such 

as facility managers, lab 

HR manager from 2019 Appointment of a 

grade 8 

Recruitment 

Champion. 

 

Recording of G8 

recruitment stats 

by HR annually. 
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managers, junior PIs, senior 

PDRAs. This means installing a 

universal provision, practice 

or policy is difficult. We 

monitor G8 appointments, 

which only occur, on average, 

every couple of years. 

 

To achieve women 

on all shortlists for 

every G8 post. 

 

p21, p31, 

p34 

To increase the 

number of women in 

G8 posts through 

regrading. 

2.6 Promote knowledge 

of regrading process 

among line managers 

and G7 staff and support 

requests for salary re-

grades to G8 from 

eligible staff. 

 

Outside of recruitment the 

main entry point to G8 is via 

regrading – since 2016 we 

have had 3F and 6M regrades 

despite equal proportions of F 

and M at G7 (51%F 49%M). 

Therefore we will put in place 

processes to support women 

from G7 to access the 

regrading mechanism. 

HR, all PIs 

and line 

managers 

HoD to do an 

annual 

regrading 

spotlight in 

his HoD 

meetings 

from 

MT2019 

 

HR to inform 

line 

managers of 

eligible staff 

as part of 

PDR process 

annually 

from 2019 

Applications for 

regrading from G7 

to G8 gender 

balanced from 

2019 

 

Achieve a 50:50 

gender balance at 

grade 8 by 2022 

p33 To provide an 

improved induction 
process and new 

starter pack. 

2.7 Update induction 

checklist and starter’s 

pack in line with 

feedback so that all 

induction material can 

be accessed 

As our survey data suggests 

we need to improve the 

cogency and effectiveness of 

our induction, which is 

addressed here by providing 

and promoting updated 

induction documents and in 

HR by summer 

term 2019 

Updated induction 

checklist and 

starter’s pack e-

mailed to new 

recruits prior to 

arrival and 
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electronically from one 

central source. 

the following action 2.8. The 

impact of these 

improvements is evaluated 

through action 2.9. 

available from 

intranet. 

p33 As above 2.8 HR to hold an 

induction/probation 

sign-off meeting 3 

months after the start 

date. 

 

We have identified that we 

need a mechanism to ensure 

that the new starter has a 

touch point with HR after they 

start to check they are feeling 

settled, have completed 

mandatory online courses, 

induction checklist tasks and 

to capture any indicators of 

bullying or harassment. 

HR from 2019 Record a sign-off 

meeting rate of 

>80% for all new 

starters. 

p33 To evaluate impact of 

induction process 

improvements. 

2.9 Amend survey to 

capture satisfaction with 

induction received in the 

preceding 3 years. 

The 2017 survey revealed that 

for PSS only 56% F and 54% M 

agreed that “On joining the 

department I received an 

effective induction”. The data 

do not consider whether the 

induction was received before 

the implementation of AS 

actions. 

For this reason we need to 

capture the data specifically 

from people that have been 

inducted after the last 

departmental survey and after 

the implementation of new 

actions (2.7 and 2.8) to track 

changes and/or 

improvements. 

DSWG 2019 and 

2021 surveys 

In 2019 survey, 

>80% and in 2021 

survey >90% of 

staff feel they have 

been properly 

inducted and are 

aware of key 

departmental 

polices. 
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3. Career Development 

Reference 

Page No. 

Goal Action Rationale Owned by Timeframe Measurable outcome 

p14 To evaluate and improve 
the PDR process 

 

The PDR process and 

personal development 

more broadly is a priority 

area in this Action Plan. 

3.1 Set up a Personal 

Development Working 

Group (PDWG, action 1.1) 

to review the PDR process 

and support with career 

development across the 

Department.  

Although the survey shows high 

appreciation for the PDR process, 

analysis identified a need to improve 

it further. The PDR forms already have 

a checklist of topics expected to be 

covered. We want to investigate 

whether these are the correct areas 

of focus, and also whether different 

staff groups need more differentiated 

PDR forms. 

SAT, PDWG Implementation 

of updated PDR 

from 2019 

New Personal 

Development Working 

Group (PDWG) to 

produce 

recommendations and 

report to HR for 

discussion at the 

Departmental 

Committee meeting. 

 

Increase PDR 

satisfaction rates for 

PDRAs and lab 

managers to 80% and 

maintain satisfaction for 

PIs in 2019 survey. 

 

Identification of key 

areas for improvement 

for different staff 

groups including PSS 

(linked to action 4.3) 

p41 Improve uptake of PDR 

training for line managers. 

3.2 To ensure a more 

consistent approach to 

PDRs, all managers are 

The survey revealed that PDR 

satisfaction is variable across different 

staff groups, with female PDRA being 

PDWG, HR From 2020 80% of line managers 

have completed PDR 

training from 2020. 
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encouraged to complete 

PDR training which will be 

organised by the 

department and new 

managers are requested to 

do the “personal 

development review: 

online course” offered by 

the Oxford Learning 

Institute. 

least satisfied (58%) and PIs being 

most satisfied (in particular women – 

100%). PDRs of PIs are done by the 

HoD. The experience of individual 

managers varies and to achieve 

consistency of PDRs, managers will be 

encouraged to complete training.  

p46 Improve graduate student 

satisfaction with career 

development advice 

3.3 Include career 

development and career 

guidance in the graduate 

student’s Training Needs 

Analysis forms, which are 

discussed between 

supervisors and graduate 

students during transfer 

and confirmation of status 

meetings in the student’s 

first and third year, 

respectively. 

The survey showed a decline in the 

graduate student satisfaction with 

career development since 2014. In 

2014, 93%F and 91%M students were 

clear about training and career 

development opportunities available 

to them. This dropped to 78% of F and 

71% of M in 2017, highlighting a need 

for better career development 

support for graduate students. These 

meetings between graduate students 

and their supervisors allow for a 

focused discussion of career 

ambitions and strategies for achieving 

aims, outside of the day-to-day 

conversations about the student’s 

scientific progress. 

 

Director of 

Graduate 

studies, 

Graduate 

Studies 

Administrator 

Modified 

Training Needs 

Analysis forms in 

use from 

academic year 

2019-20 

Modified Training 

Needs Analysis form. 

 

Increased graduate 

students satisfaction 

with career 

development to >90% in 

2021 survey. 

p34 Make more Recognition of 
Distinction (RoD) 
promotions 

 

3.4 Continue promoting 

the RoD scheme. Identify 

annually all eligible 

candidates for RoD. 

Featuring it in the 

We have had 6 people promoted in 

the last 5 years: AP titles were 

awarded to 1F and 1M and all more 

junior eligible PIs have achieved URL 

title (3F, 1M). 

HR, HOD Annually Over the period 2019-

22 we aim to achieve on 

average one RoD award 

per year. 
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newsletter and providing 

information on the 

intranet. Support 

individuals to submit high-

quality applications. 

Ensure that part-time 

working patterns are 

highlighted and 

considered. 

100% of eligible staff are considered 

for Recognition of Distinction (RoD) 

submission every year as part of PDR 

process and consideration is recorded 

on the PDR form. 

p34 To ensure equal 

consideration of males and 

females in regrading of 

posts 

3.5 We will include on the 

intranet information about 

regrading and promotion, 

and record annually the 

staff put forward for 

regrading and promotion 

and the proportion of M/F. 

Between 2016-18, 9 staff were 

regraded (3F, 6M). Regrading is 

assessed by the central University, 

following submission of a detailed job 

description and statement from a line 

manager. While numbers are small, 

we noted that women have been 

regraded at a slightly lower rate than 

men. This action is linked to the goal 

of increasing the number of F in G8 

positions (actions 2.5 and 2.6). 

 

HR HR to inform line 

managers of 

eligible staff as 

part of PDR 

process annually 

from 2019 

Over a 3-year rolling 

period, a proportionate 

number of men and 

women are regraded, 

achieving regrades for 

all eligible staff. 

 

p43 To quantify existing 

awareness and uptake of 

training and development 
opportunities open to 

staff and students. 

 

3.6 Ensure consistency of 

questions in future surveys 

to fully capture awareness 

and uptake of 

development, training and 

mentoring opportunities. 

There has been some inconsistency in 

past survey questions regarding 

personal development; in 2016 we 

surveyed the uptake of courses (42%) 

while in 2014 and 2017 we surveyed 

awareness of courses (53% in 2014 

and 69% in 2017). 

DSWG 2019 and 2021 

survey 

Consistent questions in 

2019 and 2021 surveys 

allowing direct 

comparison of data and 

quantification of 

change. 

p43, p46 

 

To improve career 
transition support for 

researchers by promoting 

awareness and uptake of 

3.7 In the February issue of 

the departmental 

newsletter the HOD will 

write annually about 

A number of survey comments 

suggested the need for more career 

development opportunities and the 

knowledge of them, for example. 

PDWG, HOD Annual 

promotion in 

February 

newsletter 

2019 and 2021 surveys 

show >80% awareness 

and increased uptake of 

training and 
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training and development 

opportunities open to staff 

and students. 

 

Career transition support 

is a priority area in this 

Action Plan. 

available development 

courses to help raise 

awareness. The new 

Personal Development 

Working Group (action 1.1) 

will help to identify 

courses and this 

information will be logged 

on the Intranet to include 

course overviews, 

eligibility and how and 

when to apply. 

“While I am aware the university has 

training and career development 

opportunities, I feel they are not 

easily accessible or bundled 

together.”  

 “…It would be great if the Dunn 

School could take a more (pro-) active 

role in training and career 

development.” Postdoc, 2017 survey 

 

There are a range of relevant courses 

including the new Oxford Women’s 

Development Programme, Beacon, Ad 

Feminam, the EMBO Female Leaders 

in Science course which could benefit 

the career development of staff and 

students and should therefore be 

highlighted in the newsletter which is 

sent to all members of the 

department. 

development 

opportunities. 

 

Updated information 

available on Intranet by 

2019. 

 

50% increase in uptake 

of training by 2021. 

p47 To improve career 
transition support for 

researchers by increasing 

grant/fellowship success 

rates. 

 

This is a priority area in 

this Action Plan. 

3.8 Increase percentage of 

coached 

grants/fellowships. 

We have developed a very effective 

system of supporting applications for 

grants and fellowships. Everyone, 

however senior, can take advantage 

of the accrued experience within the 

department. This ranges from 

feedback on written grant proposals / 

fellowship applications to interview 

practice with a panel of senior 

members of the department. These 

fellowships are often the first step to 

PDWG 2020 Maintain overall higher 

success rates for grant 

applications. Achieve 

>40%. 

 

Aim to provide support 

for >75% of submitted 

grants. 
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independence and therefore a key 

decision point in a researcher’s 

career. The success rate of coached 

grants/fellowships was much higher 

than for grant applications that had 

not received this support in the last 3 

years (89% vs 30%). 

 

4. Promoting Equal Opportunities for Professional and Support Staff (PSS) 

Reference 

Page No. 

Goal Action Rationale Owned by Timeframe Measurable 
outcome 

P37  and 

p51 

Improve support 
mechanisms for PSS. 

 

This is a priority area in 

this Action Plan. 

4.1 Establish a PSS WG 

(action 1.1.) and run a 

workshop which will 

promote awareness of 

career development 

opportunities. The 

workshop will include 

but not be limited to: 

an introduction to the 

AS process, an 

interactive feedback 

session on the 

induction process, 

training, appraisal and 

promote awareness of 

career development 

opportunities. 

While we have provided 

support for PSS in the 

department, it has been more 

ad-hoc in previous years than 

our support for researchers, 

therefore a specific WG is 

necessary to promote better 

integration of PSS. 

PSSWG from 2018 Establish PSSWG  

 

Workshop run in 

2019.  

 

50% of eligible staff 

attend first 

workshop. 

 

>80% awareness of 

this annual event in 

2019 and 2021 

survey. 
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p37 To improve the 

mentorship process for 

PSS. 

4.2 Introduction of a 

scheme for PSS 

analogous to our 

‘Postdoc Pal’ scheme, 

which will be reviewed 

by the newly formed 

PSS Working Group 

(PSSWG, action 1.1) 

after 2 years. 

Only 47% of F and 36% of M 

were aware of mentorship 

programmes in 2017 survey. 

A “Pal” will be offered to all 

PSS staff from 2019. 

HR and 

PSSWG 

Pilot scheme 

in 2019 

 

Review of 

scheme in 

2021 

>75% awareness of 

mentorship 

programmes 

recorded in 2019 

survey. 

 

>50% uptake for new 

PSS starting between 

2019 and 2022. 

 

p51 To improve PDR 

process for PSS. 

4.3 We will re-design 

PDR form for PSS and 

provide guidance to 

staff and managers for 

effective PDR using the 

new form.  

In action 3.1 the Personal 

Development Working Group 

will review the PDR process 

and career development 

support across the 

Department. This process will 

identify key areas for 

improvement of the PDR for 

PSS. In the 2017 survey, 71% 

of F and 63% of M agreed 

with the statement “I have 

had a PDR whilst at the Dunn 

School that I found helpful 

and constructive.” 0% of F 

but 18% of M disagreed. 

PDWG 2019 Recommendation 

from PDWG review 

implemented in PDR 

form from 2019. 

 

2021 survey shows 

>75% satisfaction 

with PDR. 

p51 To improve 

communication of 

4.4 To raise awareness 

of training and career 

development for PSS: 

The 2017 survey showed two-

thirds of PSS are aware of 

training and career 

HOD, PDWG, 

HR, Line 

Managers 

ongoing Survey shows >75% 

awareness of 

information on 
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development 

opportunities for PSS. 

Promote recently 

launched University 

initiatives to support 

PSS, including Careers 

Network, Work Learn 

Develop programme, 

mentorship scheme 

and conference on 

careers in HR, Finance, 

Departmental 

Administration and 

Development. 

Raise awareness of 

staff training 

opportunities and 

funding sources for 

PSS by circulating in 

departmental 

newsletter (e.g. 

Erasmus scheme 

promoted by the 

University) and log on 

a dedicated intranet 

page. 

(links to action 3.7) 

development opportunities 

(60% F / 72% M), but fewer 

than half (47% F / 45% M) are 

aware of funding for training 

and career development. PSS 

have received support with 

training when requested, for 

example as described in one 

of our case studies. The goal 

now is to raise awareness of 

this for all PSS. 

career development 

and training schemes 

and  the funding 

available. 

 

At least 3 PSS per 

year apply for 

funding for external 

training via 

department. 

 

At least 1 PSS gains 

professional 

qualification via the 

University’s Work 

Learn Develop 

programme 

p51, p59 

 

To foster integration of 

PSS with other 

members of the 

department. 

4.5 We will hold a 

series of talks to 

promote a better 

understanding of the 

variety of jobs in the 

department: 

The 2017 survey revealed 

that one quarter of PSS feel 

under-valued (19% F / 27% M 

did not agree they “feel 

valued for the contribution I 

make to the effective running 

of the Dunn School.”). 

PSSWG annually Improved job 

satisfaction in the 

2019 and 2021 

surveys. 

 

>90% feel valued. 
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- Researchers will give 

informal lay talks to 

non-scientific staff. 

- PSS team 

representatives will be 

invited to give talks to 

scientists about their 

jobs and the support 

they give to the 

functioning of the 

Department. 

 

5. Supporting Parents and Carers Maternity and family friendly policies 

Reference 

Page No. 

Goal Action Rationale Owned by Timeframe Measurable 
outcome 

p53 

 

To inform members 

of the Department 

about funding policies 

covering maternity 

and parental leave. 

5.1 Clarify the 

Department’s 

maternity grant 

bridging funding policy 

and promote this fund 

better by making it 

part of the pre 

maternity discussion 

with HR and post on 

the Intranet maternity 

section. 

We need a Department 

specific policy on maternity 

leave grant bridging funding as 

awareness of this fund in the 

2016 survey was only 44%.   

HR from 2019 Increased 

awareness of policy 

in 2019 survey to 

>75%. 
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p53 To provide support to 

expectant mothers 

though maternity 
mentor scheme. 

5.2 Gathering feedback 

about maternity 

mentor scheme in 

2019 and surveys. 

As a result of informal 

feedback from parents and 

expectant mothers this was 

started as a Silver action and 

we would like to assess 

impact. Gathering feedback 

will help us to evaluate the 

usefulness and impact of this 

scheme so that we can 

continue to provide the best 

support to expectant mothers. 

DSWG 2019 and 

2021 surveys 

Feedback from 80% 

of mentors and 

mentees. 

p53 To provide and 

publicise additional 

funding for carers 

5.3 Establishment of a 

fund that will provide 

funding for additional 

care, whilst staff 

member is at 

conference away from 

home and promote in 

Departmental 

newsletter. 

Expenses incurred while 

traveling to a conference are 

reimbursed, such as 

subsistence and travel costs. 

However a cost not previously 

considered was the care 

required to bridge gaps in 

childcare arising due to the 

carer attending the 

conference. 

HOD, Finance from 2018 90% research staff 

aware of fund (no 

gender difference). 

Significant uptake 

and positive 

feedback. 

 

p53, p57 To promote family 
friendly workplace 

5.4 Set up an opt-in 

parents and carers 

mailing list to allow 

parents and carers to 

communicate ideas 

and ask questions 

related to child/caring 

responsibilities and to 

allow the Department 

to promote child-

friendly policies and 

The idea and request came 

from our Postdoctoral 

association (PDA). All staff will 

be invited to opt-in to this 

mailing list by e-mail and this 

list will be used by parents and 

carers who wish to receive 

these messages for targeted 

information sharing.  

IT from 2019 Monitor use of the 

mailing list and 

include a question 

in the 2019 survey 

to evaluate 

usefulness. 
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information to 

targeted group. 

p57 Support access to 

microscopes during 

core hours 

5.5 Support a grant 

application for funding 

of a new confocal 

microscope that will 

give priority booking 

between 9am-4pm to 

those requiring core 

hours use, such as 

parents and carers or 

those with public 

transport restrictions. 

Feedback from microscope 

users to the bioimaging facility 

manager reported that it was 

increasingly difficult to access 

microscopes during core hours 

due to high demand. 

 

SAT, 

microscope 

facility 

manager 

2020 Acquisition of 

microscope for 

core-hour users by 

2020. 

 

Setting up a 

booking system 

where carers have 

priority booking 

p15 Support flexible 

working for graduate 

students. 

 

5.6 To provide better 

information to 

students about flexible 
working options by 

improving information 

to students at 

induction and e-mail to 

all current students 

from course 

administrator. 

In 2017 survey only 52% of 

students said they were aware 

of flexible working. 

Graduate 

studies 

administrator. 

from 2019-

20 academic 

year. 

Increased 

awareness >75% in 

2019 survey. 

p14, p65 Identify reasons for 

differences in 

perception of 

workload by gender 

across all staff and 

graduate students 

groups. 

5.7 Organise a 

workload focus group 

(WLFG) to identify 

where female and 

male PIs’ workloads 

differ. The WLFG will 

report to the SAT and 

HOD to amend annual 

PI workload survey to 

be more quantitative 

In the departmental survey 

2017: 75% of all staff agreed 

that “my workload is 

reasonable” (76% 2012, 74% 

2014). 93% F and 73% M 

agreed. 

A higher proportion of female 

PIs didn’t agree that their 

workload was reasonable 

WLFG, SAT surveys 2019 Amended survey 

questions in 2019 

PI workload survey 

and departmental 

survey. 

 

Achieve 

quantitative and 
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and invite qualitative 

feedback about total 

workload. 

With the DSWG, 

amend departmental 

survey for all staff to 

probe whether 

perceived workload is 

an issue compounded 

by other 

responsibilities, e.g. 

caring for family? 

(3/11) than male (3/22). This 

may reflect the typically 

higher caring responsibilities 

that women bear and it is an 

issue that needs to be probed 

deeper. 

This gender bias is a concern. 

qualitative data by 

gender from 2019. 

 

 

p65 Enable discussion and 

adjustments of 

workload 

5.8 Encourage 

managers to discuss 

perceptions of 

individual workload 

with staff at annual 

PDR and adjust 

workload if feasible. 

As for 5.7 above WLFG, Line 

Managers 

Annually Achieve equality in 

perception of 

workload by 2021. 

 

6. Outreach 

Reference 

Page No. 

Goal Action Rationale Owned by Timeframe Measurable 
outcome 

p14 and 

p68 

To promote 

engagement in 

outreach activities. 

 

6.1 We will run an 

Outreach Focus Group 

(OFG) to explore 

people’s motivation 

for engaging with 

outreach, and possible 

Despite our rapidly increasing 

programme of outreach we 

noted that more F students 

than M students and CRS 

participate in outreach 

OFG 2019 Equal numbers of F 

and M students and 

CRS participate in 

outreach activities 

from 2020. 
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barriers. With input 

from the PDA and GSA 

the OFG will aim to 

encourage more male 

students and contract 

research staff to get 

involved in outreach 

activities and actively 

seek men to take part. 

activities (GS 15 F vs. 1 M, CRS 

20 F vs. 9 M in 2016-18).  

 

7. Promoting Respect, Resilience and Wellbeing 

Reference 

Page No. 

Goal Action Rationale Owned by Timeframe Measurable 
outcome 

p62 To signal zero 
tolerance for bullying 

and reduce bullying 

7.1 The anti-bullying 

training session will be 

repeated in 2019 and 

will be compulsory for 

all PIs and, from 2019, 

for all line managers. 

In our Bronze and Silver AS 

Action Plans we tackled 

bullying and harassment by 

strengthening departmental 

polices and promoting training. 

For example, since 2015 we 

achieved 100% PI attendance 

at compulsory unconscious bias 

course and 100% PI attendance 

at compulsory bullying and 

harassment course. As a result 

of our actions, high awareness 

of anti-bullying policies was 

reported in our 2017 survey. 

Nevertheless, annual surveys 

report a low but persistent 

level of bullying behaviour. In 

ABWG 2019 100% training 

record for PIs and 

line managers. 

 

Reduce incidence 

of experienced or 

witnessed bullying 

reported in 2019 

and 2021 surveys to 

<5%. 
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2012 17% of staff reported 

bullying behaviour and this was 

9% in 2017 (no gender 

differences). This issue 

therefore remains a priority. 

We have appointed new anti-

bullying and harassment 

advisers and have established 

an Anti-Bullying Working Group 

(ABWG) chaired by the HOD 

which meets twice a year. 

Signalling zero tolerance will 

remain a major theme and we 

will extend the training to all 

line managers. With this policy 

and new actions 7.2-7.4 we 

hope to achieve a measureable 

reduction in the reported 

incidences of bullying. 

p62 To continue raising 
awareness of bullying. 

7.2 We are introducing 

an annual meeting of 

PIs (mid-September) 

with Departmental HR 

personnel to discuss HR 

issues including: 

mentoring, PDR 

process, bullying and 

harassment and 

wellbeing. Anonymised 

examples of bullying 

behaviour will be 

discussed and 

commented on in a 

safe environment to 

facilitate knowledge 

PIs play a key part in 

understanding and resolving 

any instances of bullying and 

that the approach taken in 

these cases needs to be 

consistent. 

 

HR, ABWG Annual from 

September 

2019. 

>90% attendance of 

PIs at these 

meetings. 
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transfer, discussion and 

uniformity of approach.  

p62 To promote 

responsible bystander 
training 

7.3 Run a Responsible 

Bystander training 

session. 

Survey data shows 25% of F 

and 18% of M witnessed 

bullying in 2017 (28% for both 

in 2012). Responsible 

Bystander training helps to 

understand why bystanders 

might not intervene, explore 

your options as a bystander 

and could ultimately empower 

witnesses to act appropriately 

in such situations. The 

University Equality and 

Diversity Unit offers such 

training. 

ABWG run training 

in 2019 and 

2021 

30% uptake by 

2021 

p62 To promote resilience 
and wellbeing 

7.4 We are introducing 

a departmentally 

sponsored mindfulness 

course for all staff. 

We hypothesised that some of 

the incidence of bully and 

harassment could have 

stemmed from people feeling 

stressed and projecting that 

stress onto those around them. 

Therefore, to enable all staff 

and students to build resilience 

and reduce stress, thus tackling 

the root causes of the issue of 

bullying, we initiated new 

actions focusing on wellbeing. 

ABWG pilot in 2019 >5% of staff 

attending the 

course by 2021. 

 

 




