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Section 1: An Overview of the Department and its Approach to
Gender Equality

1.1 Letter from the Head of Department

Prof. Tell Tuttle

Head of Department

Department of Pure and Applied Chemistry —
295 Cathedral Street g?é
Glasgow, G1 1XL Universityof <&
UK Strathclyde
e: chemistry.hod@strath.ac.uk Science

24th March 2022

To the Equality Charters Manager

| write in enthusiastic support of this application for an Athena SWAN Silver Award and can confirm that the
information presented (including qualitative and quantitative data) is an honest, accurate and true representation
of the Department of Pure and Applied Chemistry, University of Strathclyde.

Since its launch in 2018, the Department’s Self-Assessment Team (SAT) has been a significant driver for
change. Work undertaken by SAT, which includes representation from staff and students, has led to increased
training and development opportunities, better transparency in the allocation of roles; improved support for career
progression and mentoring; and a new staffing strategy including improved fair recruitment processes.
Recommendations from the SAT feed directly into annual strategic planning and played a crucial role in the
development of our Department’s contribution to the University’s five-year Strategic Plan (Vision 2025).

As | am only new in post, | have only been a member of the SAT in the final months in the leadup to submission.
However, our former Head of Department (Professor Duncan Graham) sat on the SAT from the outset and led
the Gender Equality sub-committee of the Equality, Diversity and Inclusion (EDI) Committee. As an academic
with longstanding interests in gender equality in the chemical sciences, | have a deep and sustained commitment
to this Charter and everything it stands for. | have always championed gender equality within my own research
group and discussed its implications at Departmental level. As HoD, | have inherited some processes and,
working with the EDI Chair, we have evaluated and designed improvements that we plan to action in our coming
Athena Swan cycle. This includes introducing a new approach to workload allocation modelling and providing
greater consistency across our annual Accountability and Development Reviews. Here, | will personally lead
workshops for appraisers and staff mentors and create mentoring and appraisal checklists for academic and
teaching staff.

| am immensely proud of the Department’s achievements to date in the field of gender equality, particularly
surrounding cultural change - but we must not be complacent, there is clearly still work to be done. Key
challenges include working towards a more inclusive and diverse Departmental body at all levels, from
undergraduate to PhD to Professor, looking not only at gender, but the intersectional influences on bias and
challenges faced within diverse populations. We also need to improve engagement of our undergraduate and
PGT students with the EDI Committees. During my remaining tenure as HoD (until 2025) | am committed to
working with our EDI Chair and the other members of the team to implement our comprehensive action plan to
address these challenges.

In summary, | am confident that the actions outlined in this application will ensure that gender equality and
improvement around this continues to be integral to the work of the Department in years to come.

Yours faithfully

“ToHe

Professor Tell Tuttle

Tell Tuttle

Head of Department

Professor of Theoretical Chemistry
BSc(Hons), MBA, PGCert, PhD, FHEA, FRSC
The place of useful learning

The University of Strathclyde is a charitable body, registered in Scotland, number SC015263



1.2 Description of Department

The Department of Pure and Applied Chemistry (PAC) sits within the Faculty of Science at the
University of Strathclyde. As a department, we're over 200 years old. In that time, we've built
a reputation for being at the forefront of chemistry education and research. We have recently
been ranked as the number 1 Chemistry Department in Scotland and number 3 in the UK
(Times/Sunday Times Good University Guide, 2021). The mission statement for the University
of Strathclyde is to be a World Leading Technological University while still maintaining our
founding ethos as a Place of Useful Learning. The Department is committed to this vision
through providing excellence in teaching across our undergraduate and postgraduate courses
as well as world class research across the multiple themes and areas of priority within the
University. Figure 1 outlines the Departmental structure which comprises a Teaching School
and a Research School with management structures and committees aligned to each School.
Oversight and governance across the Department is accountable to our Departmental Safety
Manager, Departmental Manager and Technical and Resource Manager who report directly
to the Head of Department (HoD — Professor Tell Tuttle).

Departmental Departmental Technical and Resource
Safety Manager Manager Manager
Teaching + KE Research + KE

DoT PGC
[ooxe |

‘ Final Year Co-ordinator ‘

| Catalysis and Synthesis |

‘ Third Year Co-ordinator ‘

‘ Second year Co-ordinator ‘ | S Bl ) G |

: X Computational + Materials |
‘ First Year Co-ordinator ‘ | P

‘ Laboratory Co-ordinator ‘
| Teaching Associates/Fellows |
Academic Staff
| Technical + administrative |
Teaching School Research School

Figure 1. Pure and Applied Chemistry — Departmental Structure

Our Teaching School, led by the Director of Teaching (DoT, Dr Lorraine Gibson van Mil) offers
5 undergraduate courses covering Chemistry and additional specialisations within Chemistry.
These include: MChem Chemistry; MChem Forensic & Analytical Chemistry; MChem
Chemistry with Teaching; MChem Chemistry with Drug Discovery; and MSci Applied
Chemistry & Chemical Engineering. All our courses are fully accredited by the Royal Society
of Chemistry (RSC). Uniquely, our MChem Forensic & Analytical Chemistry degree is jointly
accredited by The Chartered Society of Forensic Sciences and our MSci Applied Chemistry &
Chemical Engineering degree is jointly accredited by the Institution of Chemical Engineers
professional bodies. All of our courses have been ranked within the Top 10 in UK for Chemistry
(Complete Uni Guide 2022). The accreditation of our degrees by prestigious and



internationally recognised professional bodies, ensures that our students are well equipped to
make a mark on the world with a highly rewarding career following graduation.

The Centre for Forensic Science, which is ranked No. 1 in the UK for Forensic Science
(Complete Uni Guide 2022) is primarily based in the Teaching School although also
undertakes some research activities. This Centre contributes not only to undergraduate
teaching via the MChem Forensic & Analytical Chemistry course, but also offers a
postgraduate taught Masters in Forensic Science. This MSc in Forensic Science is the longest
running course of its type in the UK, with full accreditation from the Chartered Society of
Forensic Sciences. Here students have the opportunity to participate in major practical crime
scene and courtroom exercises, input by forensic practitioners and professional scientists and
can optionally choose specialisation in either forensic biology or forensic chemistry.

The Research School is led by the Director of Research (Professor Glenn Burley). Our
research spans a wide range of topics from analytical chemistry to materials science and from
biological chemistry to theoretical chemistry. The research within PAC is divided into 5
thematic sections, where each thematic section is led by a Section Head. These sections
include: Bionanotechnology & Analytical Chemistry, Catalysis & Synthesis, Chemical Biology
& Medicinal Chemistry, Materials & Computational Chemistry, and Forensic Science. In
addition to thematic sections, PAC houses various world leading centres and training
programmes including: Centre for Process Analytics & Control Technology (CPACT); Centre
for Molecular Nanometrology; Centre for Doctoral Training in Optical Medical Imaging
(OPTIMA); Strathclyde-GSK Collaborative MPhil/PhD Programme; Centre for Forensic
Science; and Continuous Manufacturing & Crystallisation (CMAC). Researchers within the
Research School also contribute towards undergraduate teaching within the Teaching School,
keeping our course material and content current and relatable to the students. Staff are
assigned a line manager who they can liaise with on all aspects of Departmental life from
requests for leave or support. They also attend Annual Development and Accountability
Reviews where, together with their line manager, they reflect on the previous year’s activity
and set their personal goals and workload for the year ahead.

PAC is supported by a total of 38 professional support staff and 103 academic staff (85
teaching & research and 18 teaching) (Table 1).

The gender distribution across the department is as follows: 76% of professional technical and
operational are female, within academic posts there is a notable disparity where despite an
overall 38% female population, females are not equally represented across all roles. For
example, in the Teaching job family, females are over-represented (61% of total teaching
staff). PAC currently has 609 registered students which at undergraduate level represent a
44/56 M/F gender balance. This is above the RSC’s recommendation that ‘An undergraduate
chemistry degree intake that is 44% female is evidence of a relatively healthy gender balance
and potential for the pipeline of talent. It is a positive foundation on which to build effective
progression and retention policies and procedures’ in their Diversity landscape of the Chemical
Sciences report. There is some fluctuation of gender balance between postgraduate taught
and research paths, but overall, the student population possesses a 59% female
representation. These figures will be discussed in more detail in Section 2 and 3.




Table 1. PAC staff gender breakdown across job families.

Job Family mnﬁ_

Professional &

Management

Administration 12 92 1 8 13
Technical 14 70 6 30 20
Total Support Staff 29 76 9 24 38
Professor 2 16 10 84 12
Reader 4 57 & 43 7
Senior Lecturer 1 14 6 86

Lecturer 0 0 100

Chancellors Fellow & 88 6 67

Research Associate 18 45 22 55| 40
Research Assistant 3 50 ) 50

Knowledge Exchange 1 50 1 50

Associate

Total Academic Staff 32 38 53 62 85
Professor of Teaching 1 100 0 0 1
Senior Teaching Fellow 1 88} 2 67 3
Teaching Fellow 2 40 8 60

Teaching Associate 5 83 1 17 6
Teaching Assistant 2 67 1 B8] 6
Total Teaching Staff 1" 61 7 39 18

Table 2. PAC student gender breakdown across type of study academic year 21/22.

Undergraduate

Postgraduate 63 86 10 14 73
Taught

Postgraduate 88 44 70 56 158
Research

Total Students 492 59 348 41 840

1.3 Governance and Recognition of EDI Work

PAC ascribes to the philosophy and policies regarding equality and diversity that are described
in the University of Strathclyde Institutional Equality, Diversity & Inclusion (EDI) Policy, which
includes new and updated policies on gender equality, dress code and LGBT+ as well as the
legal obligations around pay, impact assessments and procurement. However, the department
has made a commitment internally to strive to move beyond these obligations. This
commitment to equality and diversity was previously recognised by the award of an Athena
Swan Bronze award in December 2017. After this, the Department's commitment has
strengthened and in 2019 a Departmental EDI Committee was introduced, chaired by Dr Clare
Hoskins. The EDI Committee is the Departments’ representative body who advocate for, and
recognise the differing needs of individuals including, recruitment, selection, training,
appraisal, development and promotion of staff (meeting every 2 months). The ultimate aim
being for a positive influence over the Departmental culture and to raise awareness to ensure

7



that everyone that works or is a student within Pure and Applied Chemistry will feel valued
irrespective of their personal circumstances. As well as linking and providing signposting to
the University led EDI webpages. The committee is formed of both staff and students (outlined

in Section 1.5) and is divided into four subcommittees looking at specific EDI aspects relating
to: 1) Gender Equality (led by the Head of Department), 2) Race Equality, 3) Disability &
Wellbeing Equality and 4) LGBTQ+ Equality (Figure 2) and has a dedicated administrator (Ms
Lorraine Stewart).

DISABILITY &

WELLBEING LGBTQ+

EDI Chair

Each subcommittee is charged with organising various activities in order to raise awareness
and promote discussions within the department, inviting external guests where appropriate.
The chair of the EDI Committee sits on the Department’s Operations Committee as an ex
officio member to provide input and guidance into all operational decisions within the
department (Figure 3) as well as being a member of the Departmental Recruitment Panel. EDI
is also a standing item on the Departmental Meeting agenda, both meetings allow for
meaningful contribution to policy, with evidence-based material from an annual culture survey
which was implemented in 2020.

OPERATIONS
COMMITTEE
| | |
TEACHING RESEARCH &
SAFETY COMMITTEE KNOWLEDGE EDI COMMITTEE
COMMITTEE - EXCHANGE COMMITTEE

— UG RECRUITMENT

Figure 2. EDI Committee Structure

mmm INTERNATIONAL RECRUITMENT
Promotions Panel

— STAFF-STUDENT LIAISON COMMITTEE

Professoriate

— YEAR AUDITS

(69 III

— LAB COORDINATORS Departmental Meeting

Figure 3. PAC Committee organisation and management.



1.4 Development, Evaluation and Effectiveness of Policies

Within the Department the EDI Committee sends out an annual culture survey (Appendix 1).
This is used to inform the Operations Committees of staff concerns or ideas on how the
environment or policies within the Department could be improved and if new approaches
should be implemented. The Head of Department runs a Departmental meeting every 2
months with the entire staff body to engage in open conversation as to success, challenges,
progress and anything else to do with Departmental life. In these meetings new policies would
also be discussed in an open dialog with input from all levels and job families sought.
Additional to this, the EDI Committee has developed a confidential reporting mechanism which
allows staff who do not feel comfortable to share their opinions, which will then be passed onto
the relevant decision maker for consideration.

In terms of decisions which affect the student body, PAC has three separate Student Staff
Liaison Committees (SSLCs) which are forums to allow the student body to have their say via
their Class Representatives and give input into any aspect of student life from course
evaluation and assessment schedule to student engagement and social events. These three
SSLCs cover undergraduate, postgraduate taught and postgraduate research students. SSLC
used to run once per term, but since the pandemic these have become more regular with
monthly meetings. There is no plan to reduce this frequency once in person learning fully
resumes. Aside from SSLC, any new (or change in) policy which relates to students or
teaching is also scrutinised at Teaching Committee.

At University level, staff are requested to fill in an annual confidential survey aligning with the
University’s values. Here staff have the option to raise any ideas, concerns or suggestions to
help update or implement changes throughout the Institution. Where new policies are being
developed, staff are invited to numerous “Town Hall” meetings for input and invited to give
feedback once policies have been implemented.

1.5 Athena Swan Self-Assessment Process

The PAC EDI Committee formed the Athena Swan self-assessment team (SAT). Formerly
known as the CASSAT (Chemistry Athena Swan Self Assessment Team), the EDI Committee
rebranded and widened its remit to include all aspects of equality and inclusion in 2019 after
its new Chair Dr Clare Hoskins was appointed. The EDI Committee formed the SAT and
hereafter, will only be referred to as the EDI Committee.

In order to give the broadest reflection of the Department, Dr Hoskins formed a core team by
inviting key-role holders who had authority over various aspects of the Department to sit on
the Committee or for them to nominate another staff member who could participate on their
behalf. All staff who serve on the EDI Committee have done so out of their own willingness,
and their line managers have been asked to take this role into consideration when discussing
their workload; with an indicative 0.1 FTE for Committee members, and 0.2 FTE for the Chair.
Aside from staff the EDI Committee also has representation from the student body at
postgraduate and undergraduate level. The members of the EDI Committee and the areas
which they represent are outlined in Table 3. Here, we tried to keep a gender ratio as much
as possible. We struggled to recruit undergraduate students onto the Committee, perhaps due
to the added pressures owing to the pandemic, but this is something we are actively working
on (Section 4, Action 4.3).



Table 3. Membership of the EDI Committee who formed the Athena Swan SAT.

Dr Clare Hoskins

Ms Lorraine Stewart
Professor Tell Tuttle

Dr Lorraine Gibson van Mil

Ms Angela Anderson

Dr Bronagh Murphy
Mr lan Graham

Dr Aaron Lau

Dr Alan Kennedy
Dr Kirsty Ross

Ms Ashleigh Logue

Dr Gavin Craig

Mr Jim Tweedie

Dr Adeolu Oluwasanmi

Ms Christina McKendry

Reader

Administrative Assistant
Head of Department
Director of Teaching

Postgraduate Research
Admissions

Teaching Associate
Departmental Manager
Senior Lecturer
Reader

Outreach Officer

Student Recruitment
Coordinator

Chancellor’s Fellow

Facility & Technical Resource
Manager

Research Associate

PhD Student

Ratio M:F

m m £ Mmoo m

EDI Chair
Administration

Head of Department
Teaching

Postgraduate Research

Postgraduate Taught
Industrial Placements
Disability Office
Undergraduate Recruitment
Outreach

Communications

Chancellors Fellow’s

Technicians

Research Staff

Students

The EDI Committee is sub-divided into four themes to ensure a thorough and dedicated
approach to awareness raising, event organisation and discussion surrounding proposing
effective changes which may be implemented within the Department towards positive change.
The EDI Committee meets every 2-months, a set agenda is circulated ahead of the meeting
with invitation for additional items through any other business. Figure 4 shows a typical EDI
agenda, where discussion takes place on previous actions, core business such as the Athena
Swan progression, updates from the sub-committees and also a ‘“You say, we listen’ standing
item where we encourage discussion points from the entire Department surrounding issues
which have not been identified by the Committee but are perhaps subjects which need advice
or policy development. In this item, confidential reported items are also discussed.
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DEPARTMENT OF PURE AND APPLIED CHEMISTRY

EQUALITY, DIVERSITY AND INCLUSION COMMITTEE

There will be an EDI Meeting at xxx via Zoom
on XXXX

AGENDA

1. Apologies

2. Minutes from previous meeting

3. EDI Issues raised ‘You say, we listen’
4. Sub-group updates

Gender

Race

Disability & Wellbeing
LGBTQ+

o0 oo

5. EDI Survey

6. Athena Swan Action Plan
a. Data collection and review

7. Any other business

8. Date of next meeting

Figure 4. Example of the EDI Committee Agenda covering EDI issues including gender
equality and the Athena Swan Submission.

The EDI Committee reviewed the previous Athena Swan Bronze submission with a keen eye
on the feedback letter and action plan. The Committee acknowledged that gender ratios of the
PAC staff body, were unlikely to change overnight as highlighted in the feedback letter. Whilst
working to redress the imbalance across the job families (and grades), a key ethos for the EDI
Committee was in culture and environment, we decided to focus our efforts on environmental
changes and inclusivity within the Department, as there is a strong belief particularly within
the chemical sciences (across the whole sector, not just in Strathclyde) that until the
environment becomes more welcoming and inclusive to women, staff recruitment and
particularly retention is unlikely to change. Therefore, a large part of our workload was
consumed with education of existing staff members, and shifting attitudes towards a more
progressive environment (Section 2.2), which we feel we have had great success in. Aside
from this, the EDI team developed Staff and Student cultural surveys, first released in 2020,
which run annually (Appendix 1). This survey allowed us to ask for personal opinions on
various aspects of university life. For example, staff were invited to comment on equity,
inclusion in promotions and workload allocation etc., while students’ questions focussed on
environment and support within their studies. These surveys consisted of a mix of scaled
response questions as well as open ended questions that included direct questions regarding
current state of the Department as well as aspirational wish statements. The survey along with
the previous action plan, have helped immensely in setting the strategy for EDI direction and
implementation of change in the previous years and also moving forward.

The EDI Committee will continue to run at the same frequency beyond the Athena Swan
submission, with the action plan remaining as a very important subsection of the EDI
Committee meeting agenda. Workload for EDI Committee members will continue to be taken
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into consideration within workload distribution by line managers, to ensure no staff member
becomes overburdened. Tenure on the EDI Committee is for 3-years, at the time when any
staff member wishes to step down, an open call for recruitment of substitute members (staff
or student) with the required skillset will be actioned in order to ensure a transparent and fair
process is maintained.

All data quoted and analysed in these reports came from the University central Sunbird
database, Human Resources or the Departments own repository.
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Section 2: An Evaluation of the Department’s Progress and Success

2.1. Evaluating Progress Against the Previous Action Plan

Our data collection has highlighted the under-representation of women in academic positions,
yet our undergraduate and postgraduate cohort were fairly balanced. This observation was
coherent with the chemical science sector as outlined in the RSC’s “Breaking the Barriers”
report. This report outlined the need to implement more progressive policies and shifting the
cultural attitudes within Chemistry Departments, to provide an enriching and rewarding
environment to increase our female applicant and retention numbers, fixing the ‘leaky pipeline’
from PhD study to professor. In order to redress this imbalance, we focussed on six broad
areas: 1) Baseline Data and Supporting Evidence; 2) Self-Assessment Process; 3) Key Career
Transition Points; 4) Career Development; 5) Flexible Working and Managing Career Breaks;
and 6) Organisation and Culture. The previous action plan, shown in Table 4, demonstrates
progress against all the previous actions.

Table 4. Previous action plan objectives with success rating beside each action (green: good
progress/complete, amber: progress but more to do, red: not achieved).

Action Objective
Number

Baseline Data and Supporting Evidence

Monitor and report on UG/PGT/PGR
population, intake, application/ offer
rate, retention and degree performance
by gender to identify trends or
imbalances and actions required

Monitor and report on staff population,
recruitment (applications, offers,
accepts), promotion, type of contract, by
gender

Establish staff and student surveys on
gender inclusion

Monitor academic leavers by gender
and grade and implement exit interviews

Collate data on Department’s shortlisted
job applicants and offers made

Monitor Department’s success rate in
promotion cases

Self-Assessment Process

Embed role of Athena SWAN
Departmental Culture

Student Support

—_
w



Ensure female students and staff take
part in the University Open Days

Continue to encourage final year UG
students to complete the Careers
Service destinations survey

Investigate any differences in the
responses from male and female
students in the Careers Service
destinations survey

Key Career Transition Points

Promote PGR degrees, targeting our
current female students as well as
external applicants and increase
number of female PGR students

Expand support for female PGR
students to overcome any barriers to
progression

Ensure  advertisements for  staff
positions encourage applications from
female applicants

Target well qualified female candidates
to apply for new positions

Ensure equality training for all staff and
unconscious bias awareness

Ensure effectiveness and uniformity of
induction process

N

Increase staff participation in the
University’s Mentorship Scheme

Career Development

Provide enhanced support for career
progression for female academic and
research staff

Improve transparency of promotion
process and identify any gender barriers

To monitor number of research
publications and impact cases suitable
for REF submission by gender

Provide female staff with leadership
training opportunities

1
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Ensure effectiveness and uniformity of
ADR process and identify any gender
barriers

Support female PDRAs in their training
and career progression

Make opportunities for personal
development more visible to female UG
students, to tackle barriers for female
academic progression

Monitor Research and KE income and
research bid support by gender

i
N

Flexible Working and Managing Career Breaks

Clarify and promote procedures for
flexible working, including ‘informal’ or
departmental arrangements which are
not fixed in staff contracts by HR

Promote a parent friendly working
environment for both female and male
staff

Increase support for staff who take
maternity, shared parental, adoption, or
paternity leave to ensure smooth
transitions and ability to balance career
progression and family life

Raise awareness of support for work/life
balance among female staff and PGR
students

Organisation and Culture

Create and maintain an Athena SWAN/
Equality web page within the
Department website

N

Increase visibility of females in student
recruitment and job  advertising
material/web pages

Increase the visibility of female role
models amongst students and staff

Increase UG and PGR student
engagement with the Athena SWAN
charter

1N

a

Monitor gender balance on committees
and encourage women to seek
membership

I
I
I
I
_

1
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7.6 Review new Department workload
model

7.7 Promote engagement with outreach
activities amongst staff and PGRs

For Section 1 — Baseline Data and Supporting Evidence, all appropriate structures were put
in place in order to accurately collect the data required, with oversight and monitoring by the
EDI. Additionally, during this time, the University set up a central Athena Swan data repository
which is populated, updated and managed by the University’s Equality and Diversity
Directorate. To satisfy the action in Section 2 — Self-Assessment Process, EDI (including
Athena Swan) was embedded into the Departmental culture (Action 2.1) not only via the
collecting and monitoring of data, but also with EDI becoming a standing agenda item on
Operations Committee (for Departmental Management) and the Departmental Meeting (for all
staff).

Our focus on Student Support (Section 3) saw us successfully showcase better gender
diversity on our open days and welcome weeks (Action 3.1), with a move to online provisions,
this was also included in online video content. Including female staff talking about their career
journeys. This has allowed us to increase our female intake on undergraduate student cohorts
from 45% in 17/18 to 56% in 21/22. Actions 3.2 & 3.3 could not be completed as the Careers
Service Destination survey no longer exists. However, in order to ensure our student support
was as good as it could be, and to replace this initiative we developed a Departmental LinkedIn
account to track graduate destinations, developed a new graduate and employability skills
training (GEST) programme that is embedded from first year across each of the undergraduate
degree programmes. To enable this we also created two new staff roles (employability skills
lead and graduate attributes lead) to implement and run the programme. This year we are also
giving final year undergraduate students the opportunity to join six graduate employability
masterclasses (GEMs) which look at career pathways across all levels in industry.

For Section 4 on Career Transition Points we have continued to promote Postgraduate
Research (PGR) options to female students (Action 4.1) which has resulted in us maintaining
a gender balance of 56/44 M/F, which is strong for the sector with a reported drop to 39%
females in postgraduate courses according to the RSC. We have identified barriers for female
PGR students (Action 4.2) which included us pledging maternity support for non-UKRI PGR
mothers, before this was actioned at University level. To combat the lack of facilities for breast
milk expression or breast feeding, we recently refurbished a room the ‘Rest Room’ which is
private, comfortable and has cold storage for breast milk to be stored, Figure 5. The
Department has been very successful in Actions 4.2 & 4.3 with the recruitment of 21 female
(19 male) academic staff over the previous self-assessment period, via the Chancellor
Fellow’s scheme and via targeted recruitment via the Strathclyde Global Talent scheme.
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Figure 5. Image of the Rest Room for parental use on returning to work or other exceptional
circumstances.

The Department has worked alongside the University to develop an induction programme
(Action 4.6), however, on reflection and with input into our staff survey, we believe that this
may not be consistently used across the Department, this is something we are planning to
work on moving forward, included in our new action plan (Section 4, Action 2.1). We have also
seen an uptake across all genders in staff signing up to act as mentors via the Strathclyde
Mentoring Programme with 0/2 M/F in 17/18 to 4/2 M/F in 21/22 (Action 4.7).

Support for Career Progression (Section 5) has seen a focus on progression and transparency
(Actions 5.1 & 5.2). Our action to increase female staff putting forward for promotion have
generally increased the number of women going for and being successful in promotion (Figure
6).

Number
N
1

) .
0 T T T T 1

17/18 18/19 19/20 20/21 21/22

mApplied OSuccessful

Figure 6. Number of female academics applying vs. being successful for promotion. *21/22
cycle is only 50% through, with one more promotional round to come.
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