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Section 1: An overview of the department and its approach to 
gender equality 

1.1. Letter of endorsement from the head of the department 

 
Professor Emma Raven 
Head of the School of Chemistry 
University of Bristol 
Email: hos-chem@bristol.ac.uk 
Tel: 0117 455 7999 
 
 
31 January 2024 
 
Dear Athena Swan Awards Panel, 
 
I am delighted to give my full support to this Athena Swan (AS) Silver award application from 
the School of Chemistry (SoC) at the University of Bristol (UoB). In 2018, I became the first 
female Chemistry Head of School (HoS) at UoB, and thus understand the challenges faced 
by women in their careers and education. 
 
With my strong commitment to AS, I led the SoC Equity, Diversity and Inclusion committee 
(EDIC) between 2020–2022. As Head of Chemistry at Leicester, I led a successful AS Silver 
application, chairing most of the activities leading to the award. Working at a national level, 
with the Royal Society of Chemistry, I was involved in establishing the Diversity hub with 
colleagues from UK academia and industry. 
 
I am proud to lead a world-leading School that strives to promote and improve equality and 
inclusivity for both staff and students. Women remain in a minority within the discipline of 
Chemistry, especially at senior levels. From my own experiences, I know that mentoring and 
strong support is important to overcome confidence issues that prevent women pushing 
themselves forwards at critical points in their careers. I have therefore proactively mentored 
numerous female early career researchers within the School, of which several now hold 
permanent positions or their own fellowships. As HoS, I am proud that during my tenure  
(67%) of new permanent academic appointments have been women. I also play active role in 
mentoring female colleagues at other institutions, for example supporting them with 
promotions applications, prize nominations, or moves to new institutions. 
 
Due to our sustained and strong commitment to the principles of the AS charter, we have met 
and exceeded almost all targets in our 2018–2023 action plan. I have ensured that EDI matters 
are discussed at all staff meetings to create an inclusive and supportive environment for all 
members of the SoC. 
 
Under my tenure as HoS, we have: 
 

• Increased the number of female academic staff by over 200%. 

• Increased the recruitment of female undergraduate and postgraduate students. 

• Appointed the first female School Research Director, Prof Carmen Galan 

• Ensure the prominent visibility of diversity within the School through AS Beacon 
activities. 

• Promoted a culture of sensible working hours. 

• Proactively responded to reports of bullying and harassment. 

• Supported flexible working. 
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This work has ensured that the AS principles are entirely embedded and fully resourced within 
the SoC and are a high priority for everyone. These principles are now ingrained, which means 
when I finish my term as HoS later in 2024, they will remain central to the SoC’s strategy. I am 
confident that under the leadership of Professor Craig Butts, who will take over from me on 
31/7/24, these principles will continue to be a top priority for the School, and I will do everything 
that I can to support Craig in this endeavour. We are a world-leading School of Chemistry – 
one which others look to for guidance – and it is our responsibility to ensure that we continue 
to be a shining examples of good practice for others in the sector.  
 
Yours Faithfully, 
 
 
Emma Raven (she/her) 
 
 
 
 

 
 
 
 
Endorsement from Professor Craig Butts 
Incoming Head of the School of Chemistry 
Email: Craig.Butts@bristol.ac.uk  
 
 
It is with great pleasure that I give my strongest support to the SoC’s AS Silver award 
application. From August 2024, I will take on the role of HoS and one of my key priorities will 
be the delivery of our AS action plan, and to further cement our commitment to EDI into core 
School activities. 
 
I am passionate about supporting our colleagues as individuals and throughout my career I 
have aimed to build environments in which they can flourish. Most recently, I have focussed 
efforts on enabling equity of outcomes for those returning from career breaks (mostly women), 
by helping ensure they have every possible opportunity to re-establish their research careers. 
In my role as Faculty Research Director, I have pushed to enhance an existing UoB funding 
scheme for newly returned academic carers so that it fully funds caring costs as well as direct 
research-related costs, for example for those who are breastfeeding to attend a conference 
with their baby and another adult. In a second initiative, I conceived a scheme and was 
awarded monies to pay for access to expensive instrument facilities for those returning from 
career breaks and early career researchers, allowing them to generate pump-priming or critical 
enabling results to ramp their careers back up faster and more effectively. Within 12 months 
of this new scheme being in place we already saw new grant awards, research papers and 
Fellowship applications from recipients. 
 
The School has set a series of ambitious targets for the 2024–2028 AS action plan that build 
on our current upward trajectory of hiring outstanding female staff. I am confident that our 
pinpointed actions will further increase the number of women in academic positions to 40%; 
boost the seniority of female academic staff within the SoC by supporting the careers and 
promotion aspirations of junior female academic staff; bring greater prominence to female 
technical role models; diversify and decolonise our undergraduate curriculum to ensure we 
highlight the previously overlooked contributions of women and under-represented groups.  
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My goal is to help ensure that these comprehensive and targeted actions will further enrich 
our vibrant, world-leading School and ultimately pave the way to a future AS Gold application. 
 
Yours Faithfully, 
 
 
 
Craig Butts (he/him) 
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1.2. Description of the department 

The School of Chemistry (SoC) at the University of Bristol (UoB) is a vibrant world-leading 
Chemistry department, comprised of a culturally and geographically diverse cohort of students 
and staff. Currently we have 152 staff on academic pathways  and 54 professional 
services staff . 

Many of our successes as a School are through team-driven discoveries underpinned by a 
collegiate supportive environment. This special workplace provided the basis for our 
tremendous success in the last Research Excellence Framework (REF2021) assessment 
where the SoC was ranked 1st out of 41 Chemistry departments in the UK, based on the 
assessed categories of outputs, impact and environment. 

We lead three main undergraduate (UG) programmes which we award BSc or MSci degrees 
in: Chemistry, Chemical Physics, Chemistry with Computing and have a total of 607 
undergraduate students (47.3%F:52.7%M). Our Chemistry degrees are ranked in the top 10 
within the UK by the Guardian and Times Higher Education Guides for Chemistry teaching. In 
2023, we launched our first taught Masters programme in Scientific Computing with Data 
Science, and will launch a second MSc programme focused on Environmental and Analytical 
Chemistry in 2024. 

 

Figure 1 – Undergraduate students celebrating their graduation with staff in summer 2023 on the rainbow steps. 

At the postgraduate (PG) level, the department has a total of 264 PG (PhD, MScR and MSc) 
students (46.2%F:53.8%M). One of the main social spaces in our department is the highly 
valued coffee lounge (Figure 2) where students and staff meet for coffee breaks, hold informal 
meetings, socialise over lunch and celebrate major departmental achievements. 
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Figure 2 – Refurbished coffee lounge centrally located in the department at lunch time January 2024. 

There are three academic pathways at UoB, with each pathway dedicated to different 
proportions of teaching and research. Pathway 1 (P1) balances both teaching and research. 
Pathway 2 (P2) is focused on conducting research: a mixture of PDRA staff and independent 
researchers. Pathway 3 (P3) is primarily focused on education pedagogy and teaching. P1 
and P3 staff deliver all UG lectures within the SoC. 

Our professional services team comprises both technical and administrative staff. Technical 
staff are managed by the School Technical Manager who reports to the School Manager. The 
School Manager line-manages all administrative staff. 

The SoC was one of 5 schools in the Faculty of Science (FoS) until 2023 and is now part of 
the new Faculty of Science and Engineering (FoSE). The high-level organisational structure 
of the School is shown in Figure 3, which is led by our Head of School (HoS, F) and supported 
by our School Manager (F). Our academic staff are organised into three sections, each with 

an associated section head (3M), aligned to thematic areas of research and teaching: 
Inorganic and Materials (I&M), Organic and Biological (O&B) and Physical and Theoretical 
(P&T) Chemistry. All P1 academic staff are line-managed through this structure.  

 

Figure 3 – SoC Structure. 



 

7 
 

1.3. Governance and recognition of equality, diversity and inclusion work 

The SoC Equity, Diversity and Inclusion committee (EDIC) meets 6 per year. Currently, the 
committee represents PG students and every staff group within the school. Through our work 
to embed EDI within the SoC, the EDIC has joint members with every other SoC committee 
(Figure 4). This means issues relating to EDI arising from other committees are rapidly 
communicated and addressed by the EDIC. It has also facilitated an integrated approach to 
EDI, leading to many fruitful cross-committee collaborations. Actions are rolled out more 
speedily, we gain greater attendance at events, and the Athena Swan (AS) action plan can be 
more effectively implemented. 

 

Figure 4 – Connections between the SoC EDIC and other school, faculty and UoB committees, and associated 
committee chairs. Double-headed arrows indicate information transfer by shared committee members. 

Feedback is relayed to the EDIC in multiple forms, such as suggestions received via prominent 
suggestion boxes, a dedicated EDI mailbox and anonymised feedback from surveys. 

Reflecting one of UoB’s central strategies to create “an inclusive infrastructure, diversity of 
representation and a culture of belonging”, EDI is a key priority within the School. 
Consequently, the chair of EDIC meets with the HoS every 6 weeks to report progress, review 
and enhance implementation of actions and highlight where HoS intervention is required. The 
EDIC chair also sits on the School Executive Board (SEB ) which is the SoC’s 
governance and decision-making body, and where the EDIC chair raises EDI issues within 
the School. The EDIC chair also represents the School on the FoSE EDI committee which is 
chaired by the Associate Dean of Science and Engineering. 

EDI news stories and events are given prominence within the School and highlighted in our 
regular internal newsletter, the SoC website and via social media. Further, EDI is a standing 
item on every SoC committee agenda, and presentations are made regularly on specific EDI 
topics at School assemblies (all staff meetings) by either the EDIC chair, an invited speaker 
or the HoS. 
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Reflecting the SoC’s valuation and appreciation of EDI work, membership of the EDIC is 
rewarded within our work allocation model (20 hours), with a block of time afforded to the EDI 
chair (200 hours). 

 

1.4. Development, evaluation and effectiveness of policies 

The SoC follows and implements all University EDI policies either centrally through the HoS 
or via the relevant SoC committee(s). We have devised additional local policies based on the 
needs of our community: 

• Core Hours for SoC Events and Meetings: We ensure that all school meetings and 
events take place within core (10am – 4 pm) hours, so that those with caring 
responsibilities (which typically disproportionately fall to women) are better able to plan 
and attend. 

• Meeting-Free Fridays: The increase in workload and incremental rise in the number 
of meetings across the institution has had adverse effects on the wellbeing of our staff. 
To counter this, the SoC introduced the meeting-free Friday policy. The policy has 
been positively received among all staff, allowing for un-interrupted time to focus on 
their respective duties. 

• Code of Conduct for SoC Events: Inappropriate behaviour within Universities 
adversely affects women more than men by a factor of at least two. To counter this 
issue, we devised a policy that states our expectations for all participants at SoC 
events, and the procedures to follow if participants experience or witness unacceptable 
behaviour. The document is circulated to all staff and students annually and sent to all 
external visitors attending events that we organise. 

Our local AS actions and EDI policies are reviewed before approval by SEB. Once 
implemented, they are evaluated through formal feedback mechanisms (e.g. culture and 
targeted surveys) and focus groups. From these feedback mechanisms we have evolved our 
policies and enhanced the working lives of staff and students in the SoC. 

 

The full list of our national EDI activities and work to the develop and evolve University policies 
are given in Appendix 2.13. The main policy changes within UoB we have driven, or made 
significant contributions to, are: 

• Returning Carers Scheme: In his leadership role as FoS research director, the 
incoming SoC HoS Prof Craig Butts has been instrumental in enhancing our University 
fund for newly returned academic carers, and extending this to cover more pathways. 
Applicants who are breastfeeding can now claim for their travel costs, and those 
associated with another adult and the applicant’s baby to attend conferences or 
training. This ensures the legal right to breastfeed is not seen as a barrier to re-
establishing their research after a break. This is the first of its kind at a UK HE 
institution. 

“I wanted to say thank you for preparing an amazing event, it was very helpful to 

realise we all experience similar things. 

(F) Anonymised Feedback sent to EDI mailbox 
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• Workplace Adjustments policy: The SoC EDIC were asked by the University EDIC 
to consult on and inform a new University-wide workplace adjustments guidelines for 
line managers. This is especially important for neurodiverse staff, and women tend to 
be diagnosed with neurodiversity later in their lives. 

• Improving the lives of GEM staff and students: The Being BME in STEM report by 
Dr Lara Lalemi and Dr Natalie Pridmore laid out a set of recommendations to the 
University. Many have now been embedded as UoB policies or priorities and include 
funding opportunities to support global ethnic majority (GEM) students to study at UoB; 
decolonisation of the curriculum; greater representation of GEM role models; funding 
for dedicated GEM networks. 

 

1.5. Athena Swan self-assessment process 

The EDIC (Table 1) acts as the SoC Swan Self-Assessment Team (SAT) and meet 6 times 
per calendar year to discuss the delivery of our AS action plan (8F:8M). Membership of the 
committee is open to any School member and rotates on a regular basis. We maintain 
representation from all academic staff pathways, technical and administrative staff and PG 
students. UG students relay EDI issues to the Student Staff Liaison Committee which reports 
directly to the Teaching and Learning Committee. The membership of the EDIC is diverse with 
members having lived experiences of different protected characteristics (e.g. LGBTQIA+, 
GEM). In 2022, the SoC recruited an Operations Manager (F) (0.6 FTE) who dedicates 30% 
of their role (1 day per week) to co-lead this AS submission and implement the action plan. 

Table 1. EDIC /SAT Membership (8F:8M). 

 Name and Group Job Title and 
Current Roles 

Committee 
Membership 

Role in SAT 

 

 

Dr Basile 
Curchod  

(M, P1 Academic, 
FT) 

He/Him 

 

Associate 
Professor, 
Research Theme 
Lead, 
School 
Academic 
Integrity Officer 

 

EDIC, 
Research 
Committee, 
Teaching and 
Learning 
Committee, 
P&T section 
meetings 

 

Academic Staff 
Representative 
and Catalyst 
Fund Lead 

 

 

Mr Stephen 
Donovan 

(M, Administrative, 
FT) 

He/Him 

 

Executive 
Assistant, 
Administrator to 
the EDIC 

 

 

EDIC 

 

Administrative 
Staff 
Representative 
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Dr Mohamed 
Elsherbani 

(M, P2 Academic, 
FT) 

He/Him 

 

 

Postdoctoral 
Research 
Associate 

 

 

EDIC 

 

 

PDRA 
representative 

 

 

Dr Natalie Fey 

(F, P1 Academic, 
FT) 

She/Her 

 

Associate 
Professor, 
Programme 
Director for 
Chemistry with 
Computing 

 

EDIC, 
Teaching and 
Learning 
Committee, 
P&T section 
meetings 

 

 

Academic Staff 
Representative 

 

 

Mr Chris Glinski 

(M, Technical, FT) 

He/Him 

 

Synthetic 
Chemistry 
Technician 

 

EDIC, 
Safety 
Committee 

 

Technical Staff 
Representative 

 

 

Dr Michael 
Howlett  

(M, P2 Academic, 
FT) 

He/Him 

 

EPSRC Doctoral 
Prize Fellow 

 

EDIC 

 

PDRA 
representative 

 

 

Dr Sofia Oliveira 

(F, P2 Academic, 
FT) 

She/Her 

 

BBSRC 
Discovery 
Research Fellow 

 

EDIC, 
P&T section 
meetings 

 

Research 
Fellow 
Representative 
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Dr Tom Oliver  

(M, P1 Academic, 
FT) 

He/Him 

 

Associate 
Professor, 
EDIC co-chair 

 

EDIC, 
SEB, 
P&T section 
meetings 

 

 

SAT co-lead 

 

 

Dr Avinash Patil 

(M, P2 Academic, 
FT) 

He/Him 

 

Research 
Fellow, 
Director of 
Graduate 
Studies 

 

EDIC, 
Graduate 
Consultative 
Committee 
(Chair), 
SEB 
I&M section 
meeting 

 

 

GEM 
Ambassador 

 

 

Dr Natalie 
Pridmore 

(F, Technical, FT) 

She/Her 

 

Technical 
Specialist 

 

EDIC 

 

Technical Staff 
Representative 

 

 

 

Prof Emma 
Raven 

(F, P1 Academic, 
FT) 

She/Her 

 

Professor,  
Head of School 

 

EDIC, 
SEB 

 

Head of 
School 

 

 

Dr Michaela K 
Reay 

(F, P2 Academic, 
FT) 

She/Her 

 

Postdoctoral 
Research 
Associate 

 

EDIC, 
Sustainability 
Committee 

 

PDRA 
representative 
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Dr Mélanie 
Roffet-Salque 

(F, P1 Academic, 
FT) 

She/Her 

 

Proleptic 
Lecturer in 
Environmental 
Chemistry and 
Royal Society 
Dorothy Hodgkin 
Fellow.  

 

EDIC, 
Graduate 
Consultative 
Committee, 
O&B section 
meeting 

 

Research 
Fellow 
Representative 

 

 

Mrs Lucy Shaw 

(F, Administrative, 
PT) 

She/Her 

 

Operations 
Manager (School 
Projects), 
EDIC co-chair 

 

EDIC, 
Graduate 
Consultative 
Committee 

 

 

SAT co-lead 

 

 

Mrs Clare 
Westlake 

(F, Administrative, 
FT) 

She/Her 

 

Executive 
Administration 
Manager 

 

 

EDIC 

 

Administrative 
Staff 
Representative 

 

 

Mr Will Whitaker 

(M, Student, FT) 

He/Him 

 

Postgraduate 
Student  

 

EDIC, 
Graduate 
Consultative 
Committee 

 

PG Student 
Representative 

 

Data that were instrumental in setting actions were collected from the following sources: 

• Student and staff data provided by the University 

• Recruitment and promotions provided by University HR 

• Subject-specific benchmark data from the Higher Education Standards Agency 
(HESA) 

 

In designing the new Action plan for maximal impact, we undertook the following consultative 

exercises: 

• Focus groups in 2020 and 2023 with the following groups: PDRAs (P2), PG students, 
administrative staff, technical staff, GEM staff, senior P1 and P3 academic staff, junior 
P1 and P3 academic staff. The latter two groups were broken down further into male 
and female staff to delve into gender specific issues. Dr Patricia Neville (School of 
Dentistry, UoB) led the 2023 SoC focus groups, and we will reciprocate in 2024. 
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Section 2: An evaluation of the department’s progress and success 

2.1 Evaluating progress against the previous action plan 

Throughout 2018–2023, the EDIC has reviewed and updated our Swan action plan to ensure 
all actions remain relevant and responsive to suggestions made by the community. The 
implementation of the action plan is managed through the EDIC, with members taking on 
responsibility for actions, including working with other committees to achieve goals.  

The SAT’s assessment of progress against the 2018–2023 Swan action plan is detailed in 
Table 2, with each action (prefixed ‘C’ to indicate part of the current action plan) evaluated 
against the following criteria: red (R) = no action taken, amber (A) = in progress or green (G) 
= successfully completed. 

85% of actions were fully completed, with 15% in progress. The net result of the EDIC and 
SoC’s work over the last 5 years are great advances in enhancing the working lives of many 
within the SoC and significant increases of female academic (P1, P3) staff (>200%) and 
female UG (47.3%F population and close to benchmark) and PG students (46.2%F and far 
above benchmark). This success has been achieved against a backdrop of significant 
challenges including: 

• The SARS-CoV-2 pandemic had a profound effect on staff workloads/availability, 
especially those with caring responsibilities (which typically falls more on women).  
Decisions on targeting resources had to be concentrated and targeted to actions that 
had the biggest impact on increasing diversity and supporting the lives of those who 
work and study within the SoC. 

• The quality of data provided by the University has significantly improved. We now 
review data annually, allowing the EDIC to respond more rapidly. 

 

Figure 5 – Evaluation of the 2018–2023 action plan. 

Where actions have been rated amber, one or more of the following is true: 

• Action has been taken but the target set has yet to have been reached (C1.2, C5.4 
and C5.7). Targeted steps in the future action plan have been identified to build on the 
work undertaken (3.1, 3.6 and 1.7, respectively), and to meet these targets. 

• Success was initially achieved against a key action to increase the number of female 
seminar speakers to 50% (C2.7), but subsequently declined, demonstrating that 
annual monitoring alone was ineffective to sustain this target. Actions have been 
proposed in the new action plan (1.3) to monitor progress more closely, identifying the 
responsible action holder and how and when interventions will occur. 

• The SARS-CoV-2 pandemic resulted in higher-than-usual staff turnover in the EDIC 
making it difficult to fully implement an action to follow the destinations of our female 
PG students (C1.4) on the original target timescale. We have incorporated continuation 
of this into a new action (2.3) addressing part of the academic ‘pipeline’ in our future 
work.
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2.2. Evaluating success against department’s key priorities 

a. Priority 1: Increase the proportion of women and those from the global 
ethnic majority, working and studying in the School 

The SoC is proud of its success in increasing the proportion of women and those from GEM 
backgrounds on academic contracts and in our undergraduate and postgraduate student 
populations over the last 5 years.  

Between 2018 and 2023, (67%) new permanent (open-ended contract) P1 and 
P3 SoC academic appointments were women. These outstanding staff were appointed via 
new academic positions or the offer of proleptic appointments to existing independent 
research fellows within the SoC. 

Overall, the percentage of women on all academic (P1 P2, P3) pathways grew from 26% in 
2019/20 to 31% in 2021/22, matching the HESA benchmark in 2021/22 of 31%. The total 
percentage of female P1–P3 staff fell slightly to 29% in 2022/23 due to a fall in female PDRA 
staff (Figure 6) – PDRAs are the dominant sub-group of our P2 staff. Understanding the 
reason for this drop will be addressed in future action 2.3. 

 
Figure 6 – Percentage of female staff on the three academic pathways between 2019–2023. 

The percentage of female P1 and P3 academic staff, has increased by more than a factor 
of 2 since 2018, from 15% in 2019/20 to 32% in 2022/23. 

Figure 7 shows the increase in GEM staff in P1–P3 staff roles has also increased from 
17% to 29% over the same period. The increases in female GEM staff (140%) are substantial, 
but not as significant as those for male GEM staff (160%). 
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Figure 7 – Percentage of GEM staff on P1–P3. 

These substantiative increases of diversity in our P1–P3 staff were achieved by:  

• Improving recruitment documents and job descriptions, ensuring that they did not use 
coded gendered language and removed recruitment criteria which are not genuinely 
essential. Studies have shown the latter greatly deter female and GEM candidates 
from applying. 

• Making targeted approaches to women for academic openings and inviting them to 
apply. Research shows that women are less likely to apply for a position than men if 
they feel they do not meet all the essential and desirable criteria. Targeted approaches 
have been an effective method to combat this effect. 

• Improving the flexible and family-friendly working policies in the SoC, and the quality 
of information available to applicants about these. 

• Increased awareness and reduced the effects of unconscious bias in recruitment. Prof 
Havi Carel gave a talk to staff, explaining the evidence for unconscious bias, its effects, 
and what we can do to combat it. University EDI training, which covers unconscious 
bias, has been promoted extensively to all staff. 

• Improved diversity on interview panels, and increased completion of unconscious bias 
training. All pathway 1 academic jobs advertised at grade K (Lecturer) and above have 
had at least one female academic staff member on the interview panel. 

• Increased the visibility of women and GEM staff, fostering a culture of inclusion and 
belonging (see Priority 2). 

We have also successfully substantially increased the proportion of female and GEM 
UG (47.3%) and PG students (46.2%) within the School. 

 

Figure 8 – Percentage of female UGs and PGs compared to HESA benchmark. 

The proportion of female students has increased on both UG and PG programmes within 

the action plan period (Figure 8), and women now comprise 47.3% of the undergraduate 
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population, which is markedly higher than 43.1% in 2019/20, and close to the 2021/22 

HESA benchmark of 48.8%. At the PG level, we have exceeded the 2021/22 HESA 

benchmark of 43.2%, and 46.2% of our PG cohort are now women. We have achieved 

these through greater visibility of female and GEM role models at recruitment events, online 

accessible material, and by the greater proportion of women and GEM role models within our 

staff. 

 

Figure 9 – Percentage of UG and PG students who are GEM. 

The proportions of both female and male students who are from the global ethnic majority has 

substantially increased between 2019/20 and 2022/23 from 16% to 22% at the UG level 

and from 23% to 35% for PGs (Figure 9). The percentage of female student populations who 

are GEM are marginally higher than in male GEM cohorts.  

To achieve these important increases in GEM students, we have: 

• Increased the prominence of female and GEM role models on web and publicity 
content aimed at prospective UG and PG students, and at recruitment events.  

• Ensured that changes to our UG offer have not negatively impacted female students 
and reduced the numbers of applications from this group. 

• Created a culture of inclusion and belonging within the SoC by ensuring the prominent 
visibility of diversity (see Priority 2). Prospective students experience this culture at 
recruitment events and interviews.  

Changes to the overall proportion of female staff and students are reflected in the positive 

responses received in our 2023 Culture Survey, where 72% of respondents felt that School 

leadership actively supports gender equality (55%F:84%M: ). 

 

b. Priority 2: Ensure the prominent visibility of diversity within the School 
 
The SoC has driven forward its work in ensuring that diversity is highlighted in all areas. 95% 
of respondents responded positively (75%: 79%F:72%M: ) or neutrally (20%: 
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19%F:23%M: ) to the statement I feel like I belong in my department in the 2023 culture 
survey. 

 
We have increased the visibility of women within the SoC by: 

• Restructuring first year undergraduate teaching so female academic staff are more 
prominent. Within the first 8 weeks of the Chemistry course students encounter a wide 
selection of women through their lectures and labs. This has been achieved without 
increasing workload for female academic staff. 

• Organising events, when SARS-CoV-2 allowed, for International Women’s Day to 
promote career success stories of women within the SoC (Figure 10). 

• Redesigning web and publicity material to feature a greater number of women.  

• Developing and promoting the Red Heroes Project, to provide period products to staff 
and students who need them. Funds have been raised from staff and students of all 
genders to support this project. 

 

 

 
Figure 10 –International Women’s Day Event, 2023. 

 

Positive indicators resulting from these actions include: 

• 98% of women responding positively (79%) or neutrally (19%) to the statement I feel 
like I belong in my department on the 2023 Culture Survey.  

• High attendance at International Women’s Day Events, and in 2023 ~40% of 150 
attendees were men. 

 

We have increased the visibility of colleagues from GEM backgrounds within the School by: 

• Creating the Bristol Inspirational Scientists Board (Figure 11) to celebrate the 
significant achievements of UG and PG students (  in 2023) from 
underrepresented backgrounds in STEM subjects. 

• Creating a GEM ambassador who acts as a figurehead for GEM student and staff, and 
member of the EDIC. 

• Holding events examining the experiences of GEM staff and students, including 
Building a Minority Ethnic Community (2023) and Being BME in STEM (2019).  
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Figure 11 – Celebration of the Inspirational Bristol Scientists, 2023 

 

The response to these actions has meant: 

• Highly positive feedback that the Bristol Inspirational Scientists Board has built a sense 
of belonging for those from GEM backgrounds within the Faculty and School. 

• At least two other Schools within UoB have adopted similar schemes and 
demonstrates the impact of our work beyond our own staff and students. 

• Changes to University-level policies (Section 1.4), through the report produced as 
part of the Being BME in STEM conference in 2019. 

 

 

 

 

“The SoC’s fantastic Inspirational Bristol Scientists Board provided the blueprint 

for the School of Biological Sciences Student Celebration Board, which stands 

proudly in our atrium celebrating our graduates from different ethnically 

minoritised groups, providing inspiration to our current staff and students."  

Dr Dave Lawson, EDI Champion, Faculty of Life Sciences 
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Figure 12 – Top: Launch of LGBTQIA+ flagpole, 2018. Bottom right: Post-Pride mingle, 2023. 

 
 

Our actions have led to the following positive outcomes: 

• All staff who defined their gender in a way other than male or female in the 2023 
Culture survey responding positively when asked whether they felt like they 
belonged in the department. 

•  
 

• >60% of staff use pronouns in their email signatures and in online meetings. 

• The School’s flagpole installation inspired other Schools within the University 
to follow our leading work to support and raise the profile of LGBTQIA+ staff and 
students.   

 

 
 

  

“Inspired by the SoC LGBTQIA+ flagpole, we installed a similar flagpole in the 

Biomedical Sciences. We have received very positive feedback from staff and 

students regarding the visible support of the LGBTQIA+ community.”  

Dr Marc Van der Kamp, EDI Chair, UoB Biochemistry 
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Section 3: An assessment of the department’s gender equality 
context 

3.1  Culture, inclusion and belonging 

a. Values, tradition, leadership, practices and behaviours 

 

We are delighted that 75% (79%F:72%M: ) of respondents feel like they belong 
within the SoC (2023 Culture Survey) as confirmation that we have created and promote 
an inclusive and supportive environment for all. Overall, 74% (73%F:75%M: ) of 
respondents to the survey felt that their contributions were valued within the SoC demonstrating 
a general culture of mutual support and respect. 

 
The SoC has embedded EDI into its decision-making process by changes to the SoC 
management structure during the last action plan period. We strive to be as inclusive as possible 
and abide by the following principles: 
 

i. Representative: EDIC membership includes staff and students with many different lived 
experiences of protected characteristics. 

ii. Consultative: we ask the community via focus groups, suggestions box, EDI mailbox, 
surveys, all SoC committee meetings, for feedback on our actions or proposed initiatives, 
and to raise issues with us.  

iii. Beacon: we share our good practices with other Schools in the University (e.g. Bristol 
Inspirational Board, Bystander training scenarios) and through the Great Western 
Universities (GW4) partners and other UK Universities. 

iv. Evolution: our actions, policies and procedures are continually reviewed and changed 
to make further improvements to our working environment and culture. 

 
Our Culture Survey showed that 72% of respondents feel that the School actively supports 
gender equality. The result reflects the dedicated efforts our HoS, Prof Emma Raven (F) has 
made to improve diversity, significantly increasing the number of academic P1 and P3 staff who 
are women. The SAT observed that positive responses to this question were markedly lower 
(55%) for female than male or non-binary (F:84%M: ) respondents signalling more work 
is required to more clearly communicate actions (future Action 3.1). 

 
We invested >£60k to refurbish a central part of our school, the Chemistry coffee lounge, to help 
foster a sense of belonging in the recovery post SARS-CoV-2 pandemic. Feedback on this 
project, through focus groups, has been overwhelmingly positive, with no gendered difference.  
 
The sense of belonging felt by staff and students within the School supports our strong belief 
that this is a safe and positive place to work and study, regardless of background. Nonetheless, 
bad behaviour is a reality of all workplaces. Knowledge of reporting procedures was generally 
good (2023 Culture Survey) for academic (81% positive) and professional staff (88% positive), 
however women were less likely to know how to report bullying and harassment than men 
(76%F:89%M: ). The SAT discovered that PGs had poorer knowledge of how to report 
bad behaviour in the 2022 PG survey which has prompted our future actions 4.1 and 4.2.  
 
The culture survey revealed many important aspects of the School’s mental health, with 63% of 
female respondents responding positively they felt that their mental health and/or wellbeing were 
supported by the School, falling to 37% for men. Responses were more positive on where to 
find advice/support at work (88%F:67%M: ). The SAT viewed this as an important 
priority, and will be addressed in action 3.5. 
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quantitative feedback), and we have shared our approach with other Schools who have run 
similar sessions. 
 

 
 

High academic staff workloads present a persistent challenge across the sector. It is, 
nonetheless, concerning that 29% (29%F:30%M) of academic staff do not feel that workload is 
allocated fairly within the School. The 2023 Culture Survey was carried out before the re-launch 
of the School’s workload model, which the SAT expects to have a significant impact on these 
responses, but we acknowledge that there is further work to ensure that all workload allocation 
is equitable, and will be addressed in future action 1.6. 
 

 
3.2 Key priorities for future action 

Our future AS action plan (2024–2028) is detailed in section 4, with the key priorities outlined 
below. To achieve these ambitious goals, the EDIC co-chairs will organise the EDIC into sub-
groups, each delivering specific actions. The impact of actions will be evaluated by targeted 
surveys after initiatives/events or by additional questions in annual Culture Surveys. 
 
Priority 1: Further Increasing Diversity (Actions 1.1–1.7) 
 
We will build on our significant progress and upward trajectory in the number of P1 and P3 
female (increase of 200% between 2018–2023) and GEM (increase of 170%) academic staff 
so that by 2028 40% of P1 and P3 academic staff will be women (1.1), and 35% of P1-P3 staff 
will be GEM. We will make these increases through further improvements to our recruitment 
processes. 
 
Recognising that independent research fellowships are one of the immediate pipelines for new 
academic staff  concentrating efforts to attract promising female candidates 
will be a priority. To achieve these goals we will: 
 

• Advertise clearly our desire to support independent fellowship applications. 

• Levy the large networks our academic staff have and identify highly qualified female 
candidates and candidates from GEM communities and encourage them to apply. In 
doing so, we will explain the strong mentoring and support they will receive at the SoC. 

• Utilise the RSC ‘Catalyst fund’ to provide monies for female candidates to visit the SoC 
prior to a job opening. This will allow them to experience first-hand the supportive and 
inclusive environment we have fostered, meet with current female research fellows to 
discuss their experiences and speak with academic staff who may act as their mentor. 

 
For all new academic positions, the following additional actions will be taken: 
 

• Require that CVs are submitted in narrative form, moving away from metric-driven 
CVs, allowing candidates to demonstrate expertise and skills in the context of the 
advertised position. 

 
We have made significant progress in increasing the proportion of female UG and PG students 
within the SoC (47.3% and 46.2%, respectively). The UG female population is slightly below 

“Having the opportunity to analyse these workplace interactions was thought-

provoking, and I feel better able to deal with these situations if and when they 

arise.”  

Anonymous Feedback, 2022 Active Bystander Training 
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the HESA benchmark (49%) and the percentage of women at the PG level is above the HESA 
benchmark (43%). To further our drive towards gender parity in our student populations and 
increase GEM representation (1.2), we will undertake the following actions: 
 

• Redesign recruitment pages to highlight success stories of female students or those 
from under-represented backgrounds and remove any linguistic gender coding. 

• Ensure our outreach programme reaches local Bristol schools with significant GEM 
populations.  

• Highlight, mentor and support potential UG and PG students from black backgrounds 
to apply for UoB scholarships such as (i) the Black Future Scholarship that offers 
stipends to black UG students; or (ii) Opportunity Bristol that provides full scholarships 
to PG students from black backgrounds to pursue MRes degrees.  

 
Visibility of a diverse range of role models is essential to inspire junior members of our School. 
We will improve this across all areas, including industrial representatives in UG and PG 
teaching, speakers in our seminars or organised symposia (1.3). 50% of these external role 
models will be women, and 15% from GEM communities. We will achieve this by: 
 

• HoS communication to periodically re-iterate to staff responsible for organising events 
with external visitors/speakers this is a key priority for the SoC. Invitations monitored 
on a quarterly basis by EDI and Research committees. This will allow for swift 
intervention if needed. 

• Recognising women are often the primary caregiver, offer to reimburse caring costs, 
e.g. childcare or nursing expenses for speakers. 

• Collection of demographics (ethnicity and gender data) from both our speakers and 
audiences to inform future speakers and probe whether women and GEM members of 
the SoC have the requisite time to attend events. 

 
It is imperative that we address the impacts of lack of diversity and colonisation in our taught 
curriculum. As leading educators, we have a moral obligation and duty towards scientific rigour 
that we properly and fully attribute scientific discoveries and breakthroughs to a diverse set of 
contributors, e.g. women and non-white innovators. We will decolonise and diversify our 
curriculum (1.4) following best practices established by UoB Biochemistry (AS Gold) and co-
create an enhanced undergraduate taught curriculum. We will hire and train UG student 
interns to review existing curriculum course content and identify where overlooked contributors 
(women, GEM) can be highlighted. This feedback will be used to reform our lecture courses. 
 
GEM and female staff highlighted workload as a primary concern in our focus groups. We 
have recently formalised our work allocation model (WAM) for academic staff, and in our 
refinement of this model, we will evaluate allocations for staff by gender and ethnicity (1.6) by 
multiple tasks (spanning teaching, research, committees, administration), and then take 
actions to reduce any disparity. The initial roll-out of the WAM to all staff was fully anonymised. 
By 2026 this will be fully transparent to all staff within SoC. 
 
Priority 2: Career Progression (Actions 2.1–2.7) 
The feedback on staff review and development (SRD) was not as positive as we would hope 
in our culture survey. Focus groups revealed that experience of these reviews is inconsistent 
and institutionally provided forms lack sufficient structure. Action 2.1 will develop new tailored 
guidelines for different staff groups to improve consistency. More concerning is the percentage 
of SRD reviews performed for P2 (mainly PDRA) staff (10% in the last year), which will require 
a targeted campaign.  
 
Between 2018–2023 we successfully recruited 8 permanent female members of academic 
(P1 and P3) staff, however, most of these appointments were made at junior levels. To ensure 
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that we increase female academic representation at more senior levels, we will provide the 
best possible support to female colleagues in preparing their promotion cases, to reach a goal 
that 50% of eligible female (P1 and P3) academic staff will have successfully applied for 
promotion by 2028, and their success rates at least match those of male colleagues (2.2). The 
actions required include: 
 

• Female staff will be provided with guidance and support from section heads and 
academic mentors on how to prepare cases for promotion. 

• Ensure female staff have sufficient space within the confines of their workload, and are 
allocated duties that allow them to demonstrate the full breadth of their contributions, 
to prime them for successful promotion. 

 
The gender balance of our UG and PG populations have improved markedly, but the number 
of female PDRAs (P2) within the SoC is markedly lower (27%) and are a critical ‘pipeline’ of 
ECRs who will go on to be leading Chemistry academics within the UK. We will build on our 
actions to support this community to deepen our understanding of the key issues faced by 
PDRAs and the origin of our steep drop at the PG/PDRA border (2.3). We will increase the 
percentage of women to 35% within the P2 group by: 
 

• Investigating the career aspirations and views on academia of final year female PG 
students within SoC via focus groups. 

• Create a working group focussing on the key issues affecting PDRAs. Membership to 
include a member of SoC senior management. 

• Run a series of career events. 

• Promote the PDRA mentoring scheme through positive feedback received, aiming for 
30% engagement. 

• Enhance support given to PDRAs for promotion to senior PDRA (grade I to J) by 
delivering writing workshops and briefings. We aim for equal success rates for female 
and male PDRAs. 
 

We increased the percentage of teaching focused (P3) staff during the last action plan, and 
hired many excellent colleagues, the majority of P3 (69%F:31%M) are now women. The SAT 
discovered through focus groups that these staff do not feel as significantly valued within the 
SoC as P1 counterparts. There will be enhanced support for these staff members (2.4), which 
will improve their experience and opportunities: 
 

• All staff in P3 positions will occupy progressible roles (where they are able to apply 
freely for promotion), like their P1 counterpart staff. 

• Modify the line management structure for P3 staff so they receive the same level of 
mentoring and senior management as offered to P1 colleagues. 

• Give P3 staff the opportunity to present their research at conferences by providing 
specific funding. 

• Celebrate teaching focussed staff by re-introducing annual School teaching awards 
and increase the number of P3 staff nominated for RSC prizes, National Teaching 
Fellowships and University-wide staff awards. 

 
The career pathway of administrative staff is not widely understood within the School, and 
career progression is often achieved by taking roles elsewhere in UoB. This environment can 
result in microaggressions being directed at administrative staff (69%F:31%M) due to lack of 
understanding and a frustration with the system. To address this important problem (2.5) we 
will: 
 

• Ensure that mandatory training of staff (4.3) highlights the impact of microaggressions 
on colleagues. 



 

46 
 

• Celebrate when administrative staff have taken a new role, and include the context of 
how this is a success story for the individual. 

 
The strength of our mentoring schemes has enhanced the career progression of many 
academic staff. Using these blueprints, we will support and enhance the careers of 
Professional Services staff. Further, the University has a careers framework for technical staff 
but has been challenging to access, which we will address (2.6): 
 

• Lead on the establishment of, in partnership with other schools in FoSE, Professional 
Services staff mentoring schemes. 

• Work with leadership in FoSE to understand how to make the promotions framework 
more accessible to our technical staff. 

 
Women are underrepresented among technical staff (33%F:66%M). Focus groups revealed a 
dissatisfaction that technical staff are not always recognised, or faced problems with accessing 
training. We will improve the visibility of female technical staff who act as role models (2.7) by:  
 

• Make sure all technical staff have profiles on our website. We will offer assistance to 
staff in writing profiles, particularly targeting female technicians. 

• Ensuring that technical staff are properly acknowledged in peer-reviewed publications, 
e.g. by either co-authorship or acknowledgements. We will monitor the number of 
technical co-authors and acknowledgements by gender.  

• Expanding best practices elsewhere, by making available funding and time for 
technical staff to undertake the most up-to-date training related to their roles. 

 
Priority 3: School Culture and Working Environment (Actions 3.1–3.9) 
 
As highlighted in section 2.2, we have made significant strides towards the ultimate goal of 
gender parity. Despite these efforts, our culture survey and focus groups revealed there was 
a lack of awareness of this progress, especially among women (55% positive responses, 
compared to 84%M: ). This finding has spurred the SAT to be bolder in recognising 
and reporting our achievements (3.1), through the following actions: 
 

• Use SoC social media, website, display boards and email to explain our aims and how 
they will help the community. 

• Highlight key progresses annual to SoC using high-level data and statistics. 

• Prominently display a live digital version of our AS action plan on the SoC website and 
update with recent actions, information on current projects and inspire feedback and 
new ideas from community. 

 
The SAT were concerned that the 2023 culture survey results showed that only 62% 
(52%F:68%M: ) of respondents felt that departmental communications were clear and 
relevant to their role. To ensure a dialogue and clear routes for communication, we have 
proposed the redesign of two key methods that information is relayed to staff and students 
within the SoC: school assembly (3.2) and the school newsletter (3.3) 
 
Despite 75% of the SoC responding in the culture survey that they belong within the SoC, the 
SAT noted the impact of the pandemic in free text comments, e.g. “We have lost a sense of 
community within the School. This negatively impacts on several issues raised in the survey” 
and focus group feedback, that staff and students feel less ‘a part’ of the School since the 2020 
lockdown and subsequent move towards blended working (Appendix 3.1.e). A larger project to 
further promote the building of relationships within and between different areas of the School is 
necessary (3.4). 
 



 

47 
 

Our Culture Survey showed that 23% (15%F:26%M: ) of staff did not feel confident 
asking for mental health or wellbeing support, with 18% (13%F:17%M: ) of staff feeling 
that the school did not support their wellbeing and mental health. The number of negative 
responses was higher for men and those who defined their gender in another way, than 
women. UoB offers a plethora of support mechanisms, and as a School we need to better 
signpost these (3.5). We will increase support and signposting for staff with mental health 
issues by the following initiatives:  
 

• Create four School Wellbeing Champions to act as friendly and supportive contacts 
who can signpost staff to appropriate UoB resources. At least half of the champions 
will be men, and all will receive full mental health awareness training. 

• Line managers will receive in-person mental health awareness training. 

• Signpost across School (posters, website, email) mental health support available and 
SoC Wellbeing Champions. 
 

There were some PG (46.2%F:53.8%M) students who felt pressured to work long hours 
(Section 2.1f). This is unsustainable, and we need to drive the remaining elements of our 
culture away from these excessive work demands. We also need to ensure that our PG 
students and PDRAs take the requisite amount of annual leave. These changes (3.6) will be 
driven by: 
 

• Using academic annual review meetings with PIs to establish reasonable working 
hours based on feedback received from PhD students and PDRAs within group (2.1). 

• Monitor annual leave taken by PG and PDRAs each year and examine for gender 
disparity. Advertise expectations and standard entitlements at induction events and in 
handbooks. 

• Highlight the importance of work-life balance with PGRs in annual progress meetings, 
and PDRAs in their staff reviews. 

 
Women often take longer periods of absence in their careers to take on caring responsibilities. 
Given the experiences relayed via focus groups and culture surveys that the experience of 
maternity, paternity, adoption or caring leave was variable, the SAT viewed we should 
prioritise supporting these staff and students, so a consistently good experience is attained 
(3.7). We will: 
 

• Recruit a Maternity, Paternity, Adoption and Caring Leave Advisor to signpost to 
existing UoB resources, provide advice and be a welcoming presence. 

• The advisor will highlight UoB schemes available, including the returning carers’ 
scheme. 

 
Recognising the success of existing FoSE and UoB networks for GEM and LGBTQIA+ staff 
and students, there are other communities within the SoC and faculty that would greatly benefit 
from sharing experiences, mutual support and combined resources by being part of networks 
(3.8, 3.9). To catalyse bring these groups together, we will: 
 

• Establish a SoC Parents and Careers Network for staff and students. The network will 
advise School leadership on issues pertinent to parents and carers. 

• Refurbish a central room for milk expression by new parents. 

• Recognising we may not have sufficient critical mass to form our own neurodivergent, 
international or disability communities, we will partner with other FoSE schools to 
establish these networks. 
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Priority 4: Bullying and Harassment (Actions 4.1–4.3) 
 
In all groups, women were less likely to know how to report bullying and harassment than men. 
This will be addressed by simplification of UoB guidance surrounding complaints (Action 4.2). 
Further, our Culture Survey revealed that  of those who identify as non-binary and 12% 
of female staff did not know how to report bullying and complaints. In the 2022 PG survey 49% 
were unsure on how to do so and from bystander training feedback they also feared 
repercussions. UoB’s institutional complaints procedure is long and seems intimidating to staff 
and students. Using best practices, we will ensure that these existing policies are presented 
to staff and students in a simple and coherent manner (4.2) through these actions:  
 

• Work with HR to create simplified guidance of the UoB complaints process. 

• Generate a simplified flow-chart highlighting multiple initial points of contact for 
complaints and the possible pathways it may follow (e.g. conversation with line 
manager, formal complaints process or mediation). Advertise through induction 
processes and posters around school. 
Encourage informal discussions in the first instance. 
 

Our culture survey also revealed that only 44% of staff perceived that management was active 
in tackling bullying and harassment (50%F:40%M: ). Upon further investigation through 
focus groups, the SAT found that these lower response rates were predominantly due to the 
confidential nature of the complaints process. Most staff, having never been involved in the 
process, did not have any perception of how well it worked. Through the actions outlined above, 
we will raise the awareness of the leadership’s commitment to handling complaints.  
 
In terms of cultivating greater support within the SoC community, we will proactively take 
measures to explicitly state our expectations for all members of staff and students (4.1), and 
provide training (4.3): 
 

• Introduce a SoC culture, values and code of conduct written by the community. The 
document will highlight our strengths, and our expectations of staff and students. 

• Compulsory programme of active bystander training for all staff to address: 
Microaggressions and bad behaviour experienced by administrative staff from 
academic staff. 

• In-person training will allow academic staff to explore the significant power differential 
between them as research group leaders and their PG students and PDRAs.
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3.6 

Reduce the culture of 

long-working hours 

within research groups. 

Ensure that PG 

students and PDRAs 

take appropriate 

annual leave. 

The SAT observed that the 

culture of long working hours in 

some research groups 

remained prevalent in the 2022 

PG survey: 1/3 of students felt 

pressure to work long hours or 

at weekends (gender split not 

recorded). 25% of PGs 

responded they worked  46 

hours per week on average, 

with 8% working > 50 hours. 

Our culture needs to drive 

away from this. 

 

Linked to this action, we need 

to ensure that students take 

appropriate annual leave from 

their studies. Anecdotal 

evidence suggested that 

annual leave was often not 

fully utilised by PG students or 

PDRAs. 

a) Add details of the annual leave entitlement for 

PG students and PDRA staff to all handbooks 

and induction documents. Institute a system 

administered by Administrative staff where we 

centrally record and monitor the amount of leave 

taken by PG and PDRAs each year.  

 

The results from this monitoring will inform if new 

policies are required and inform potential 

discussions with academic line managers. 

 

b) Use supervision meetings, annual progress 

meetings and staff reviews to promote reasonable 

working hours and taking of annual leave, for PG 

students and PDRA staff. Linked to action 2.6 

which will ask staff and students in academic 

research groups to give anonymous feedback 

about their supervisor. 

 

c) Incorporate discussions around the pressure 

on PG students and PDRAs to work long hours 

into the annual review process with P1 and P2 

academic staff through new guidelines (see also 

action 2.1), and interview questions with new 

academic staff. Highlight issue in bystander 

training given to staff (action 4.3) 

a) 
September 
2025 

 

 

 

b) 
September 
2025 – 
August 
2026 

 

 

c) 
September 
2024 – 
August 
2025 

HoS 

 

Director of 

Graduate 

Studies 

PG and PDRA annual 

leave will be culturally 

accepted within the 

School, with 3/4s taking 

>75% of their annual 

leave allocation. 

 

By 2026, PG survey 

responses will indicate 

<15% of PG students 

feel pressured to work 

long hours. 
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4.2 

Ensure that all staff 

and students 

understand the 

process for making a 

complaint within the 

School. 

The SAT were concerned that 

members of the School find the 

complaints process for 

instances of bullying and 

harassment difficult to 

understand. A higher 

proportion of non-binary  

and female (12%) respondents 

felt that they did not know how 

to report bullying and 

harassment in our 2023 culture 

survey than male colleagues 

(6%). 

 

A survey of PG students from 

2022 showed that 49% of 

students did not know who to 

speak to if they wished to 

make a complaint. Only 19% of 

students said they would be 

comfortable raising a complaint 

against their supervisor. 

Comments from PG students 

provided insight into why 

complaints were not 

forthcoming: There is a 

significant fear that even 

informally discussing a 

problem or complaint would 

initiate a formal and lengthy 

process, and the perceived 

power-imbalance between 

some supervisors and their 

students. Additionally, they fear 

that repercussions for raising a 

complaint could have severe 

consequences for their 

careers. 

Work with HR to create simplified guidance staff 

and students that can be provided with on the 

complaints process. Ensure that these documents 

highlight how there are multiple possible routes to 

resolve conflict, and the way anonymised 

complaints will be handled. 

 

Design a comprehensive flow-chart, based an 

example of best practice used from the School of 

Cellular and Molecular Medicine at UoB, outlining 

the complaints process and highlight the initial 

internal contacts. To lower the barrier to initial 

conversations, we will emphasise complaints can 

initially be addressed in an informal manner. We 

will also ensure there are multiple possible staff 

contacts from different pathways and career 

stages. 

 

Launch the flowchart and guidelines with a poster 

campaign, Q&A event, and reminders 

dissemination via email. Highlight at school 

assembly, section meetings and Graduate 

Consultative Committee meetings.  

 

Materials will be prominently highlighted in new 

staff and student induction documents. 

 

Revise documentation and campaign based on 

feedback received. 

May 

2024–  

July 2025 

HoS 

 

HR 

 

School 

Manager 

 

Director of 

Graduate 

Studies 

 

EDIC chairs 

 

The new guidance 

documents will be in 

place for the start of the 

2024/25 academic year 

and the flowchart will 

be disseminated via 

posters, at school 

meetings attended by 

all staff and students.  

 

>60% of annual survey 

respondents (from all 

groups) will know how 

to report bullying and 

harassments by July 

2025. 

 

Feedback will be 

analysed by the SAT 

and used to inform 

revisions for academic 

year 2025/2026. 

 

Creation, circulation, 

and meetings about the 

procedures will raise 

the awareness of the 

SoC leadership’s 

commitment to 

handling complaints, 

resulting in an >60% 

positive response rate 

to the statement 

“departmental 

management is active 

in tackling bullying and 

harassment” on culture 

surveys from 2026. 
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Appendices 1 & 2 have been completely redacted,  

as they are made up almost entirely of confidential information.
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Appendix 3: Glossary 

Glossary of abbreviations and acronyms used in the application. 

 

AS Athena Swan 

BME Black and Minority Ethnic 

BAME Black, Asian and Minority Ethnic 

ECR Early Career Researcher: Postgraduate students, Postdoctoral Research Associates or early career fellows 

EDIC Equity, Diversity and Inclusion Committee 

FoS Faculty of Science 

FoSE Faculty of Science and Engineering 

GCC Graduate Consultative Committee 

GEM Global Ethnic Majority (acronym replacing BME or BAME) 

HESA Higher Education Statistics Agency 

HoS Head of School 

LGBTQIA+ Lesbian, Gay, Bisexual, Transgender, Queer, Intersex, and Asexual. The plus encompasses all other identities not 

encompassed in acronym 

P1 Pathway 1: Academic staff whose responsibilities encompass both research and teaching 

P2 Pathway 2: Academic staff whose main focus is research 

P3 Pathway 3: Academic staff whose responsibilities are primarily to cover essential teaching, educational needs and, 

for more senior grades, pedagogic research 
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PDRA Postdoctoral Research Associate 

PG Postgraduate 

RSC Royal Society of Chemistry 

SAT Swan Action Team 

SR&D Staff Review and Development 

SoC School of Chemistry 

STEM Science, Technology, Engineering and Mathematics 

TLAC Teaching, Learning and Assessment Committee 

UG Undergraduate 

UKRI UK Research and Innovation funding council 

UoB University of Bristol 

 




