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Athena SWAN Bronze award application form

Name of institution: The Institute of Cancer Research
Year: 2009

Contact for application: Anthony Houldsworth
Email: anthony.houldsworth@icr.ac.uk
Telephone: 020 8722 4129

SET departments: Cancer research and associated subject areas, e.g. chemistry, physics, genetics.
Description of the institution

The Institute of Cancer Research (ICR) is one of the world’s top cancer research institutions and, with the Royal Marsden NHS Foundation Trust forms Europe’s largest comprehensive cancer research and treatment centre. It is a college of the University of London, a company limited by guarantee and an exempt charity. It is predominantly research focused and annually admits up to 30 PhD research students, giving an overall full-time student body of 90. It also delivers a taught MSc in Oncology for part-time students who are principally drawn from the medical profession. It has 713 staff working in 17 scientific sections supported by 228 staff in Corporate Services. 59% of the workforce are women.

Because of its size and the nature of its work, The ICR is not divided into ‘schools’ but into research sections, each of these is headed by a Section Chair who is a professor. The ICR has research laboratories at both Sutton, Surrey, and Chelsea, London with Corporate Services support at both locations. Table 1 shows the number of staff in each research section.
Institutional polices and procedures

Gender Equality Scheme (GES) and action plan.

The Gender Equality Scheme, published in 2007 can be found at: http://www.icr.ac.uk/about_us/equality_and_diversity/8305.pdf. It has been available both on the outward facing website and on the Equality and Diversity website on the internal intranet since its publication. It is available in both portable document format (PDF) and rich text format (RTF) for ease of accessibility and in hard copy and Braille on request.
The gender equality scheme is featured in the ‘Equality Excellence Seminars’ which is a half day training workshop for all staff and students. These seminars present the opportunity for participants to learn about equality of opportunity and discuss how The ICR applies the principles of equality for all staff and students. Visitors and short term workers learn of the equality schemes and equality training opportunities through a leaflet which is widely available.  Regular Institute-wide emails are used to disseminate information on annual reports, Athena SWAN news etc.
The Gender Equality Scheme and action plan is monitored by a steering group (Gender Equality Steering Group) which meets three times a year. The group membership includes, managers, staff and students, as well as HR and Staff Association representatives. The group is also responsible for monitoring and driving forward the Athena SWAN action plan.
Equal Opportunities Policy.

The Institute republished its policy on Equality of Opportunity in 2008. It can be found at: http://www.icr.ac.uk/about_us/equality_and_diversity/8301.pdf. This is available in PDF and RTF versions on the external website and the Equality and Diversity section of the intranet. It is available in hard copy or Braille on request. It is specifically presented and discussed in the Equality Excellence Seminars and an extract appears in our equality information leaflet. 
Flexible Working Policy.

The current flexible working policy was published in 2007 and is available on the ICR’s intranet alongside other HR policies. It allows any staff member to request flexible working and all applications are objectively assessed. Guidelines have been published to complement the policy for use by staff and managers to ensure an open and objective process. Copies of these documents are included in the accompanying resources pack.
Harassment Policy and Procedures.

The Institute’s Challenging Bullying and Harassment Policy was published in 2002. It is currently being revised in light of new codes of practice published by ACAS. It is available on the ICR’s intranet both via Human Resources and its own Microsite which also gives details of the network of Volunteer Harassment Advisors and mediation services. All staff and students are required to attend a half day training seminar which introduces the policy and focuses on bullying and harassment in the workplace. Online training is also available. A copy of the policy is available in the accompanying resources pack.
Maternity/parental/adoption/paternity leave policies.

The ICR has a number of policies both in response to legal requirements, but also outlining additional benefits. Copies of the following policies are available in the resources pack:

Adoptive Leave Policy – October 2008

Maternity policy

Parental flexible working rights

Parental Leave

Paternity Policy

In addition we provide a Briefing on Maternity Rights and Processes and a Maternity Entitlements Flowchart to assist understanding and application of the policies.

All these documents are available to staff on the Human Resources website. 
Training and development policies.

The ICR has a training and development strategy which outlines the comprehensive training provision for all staff and students. It has a range of courses, including Equality Excellence Seminars which are mandatory during the first six months probationary period. Training is accessed through the Training and Development intranet website.
Work-life balance policy.

Work– Life balance is covered in the two dedicated intranet sections ‘Employment at ICR’ and ‘Family and Wellbeing’ many of the above policies are accessible in context from here as well as information on our Employee Support Programme (counselling and 24 hour helpline for staff and students), pensions, childcare, etc. 
Equal pay reviews and action plans.

The ICR has established a timetable of equal pay reviews on a five yearly cycle and develops an action plan to consider, and if appropriate implement, recommendations. The reviews are published and available on the intranet and decisions regarding implementation are made by the Corporate Management Group whose minutes are summarised on the intranet.
Other relevant policies and procedures.

A summary of staff benefits and description of policies is available on the external website at: http://www.icr.ac.uk/jobs/staff_benefits/index.shtml and further information on equality of opportunity at the ICR can be found at http://www.equalityexcellence.org.uk.
The ICR conducts a staff attitude survey every three years and this helps to inform Human Resources strategy and policy. The results of the survey are published internally and in 2008 included a specific focus on diversity issues.
Baseline gender data

Notes on Data.

The ICR is now in the latter stages of implementing a computerised personnel management system. Prior to 2008, records were kept in a simple database from which it is not possible to collate data in the detail required. Data for 2008 is provided in Appendix 1. Since 2006, the ICR has produced quarterly workforce profile statistics for the information of senior managers and extracts of these are included where appropriate.
Data has been provided relating to academic grades as requested and some data sets also include data relating to technical grades where this is relevant for discussion. 

As the ICR is exclusively research focused we do not have teaching grades. In terms of academic career progression, there is a progression from PhD Student to Post Doctoral Training Fellow (PDTF) to Career Development Faculty (CDF), and then Career Faculty (CFAC). These posts are broadly similar to Researcher, Lecturer, and Senior Lecturer. Progression from PDTF to CDF is largely theoretical within the ICR as PDTFs generally leave at the end of their fixed tenure (7 years maximum) to gain further experience at other institutions. It is rare to progress directly so Career Development Faculty are therefore almost exclusively recruited from other institutions.

Female:male ratio of academic staff at each grade 

Table 2 shows that there is a roughly equal proportion of men and women students and Post Doctoral Training Fellows (55% and 53% respectively). The proportion of women in Career Development Faculty reduces to 27% of a total of 11 staff.

The Technical Grades (includes Scientific Officers, Higher and Senior Scientific Officers and BSU Staff) have the largest proportion of females at 70% (in 2007 this was 68%). Staff Scientists are permanent staff members holding senior positions within research teams often contributing to academic papers but not part of the academic career track. 
Female:male ratio of Heads of School/Faculty/Department 

Of the 17 research sections 15 are headed by men and 2 by women.

21% of The Institute’s professors are women.
Female:male ratio of academic staff job application and success rates
Table 3 shows that women were slightly more successful in applications to PDTF (3% of all applicants) compared to men (2% of all applicants). There were insufficient numbers of applicants to draw conclusions in respect of CDF and CFAC grades. In applications to clinician posts both genders were equally successful.
Female:male ratio of academic staff promotion rates 

In terms of promotion, our focus is on the transition from CDF to CFAC and CFAC to professor. PDTF’s work to a fixed term contract with no opportunities for promotion. Because of low numbers and relatively low turnover we have looked back three years to try to identify trends and we can see that there were only two promotions; one in 2008 and one in 2007, both were male.
Gender balance on the senior management team 
and
Gender balance on influential committees 
The ICR is governed by a Board of Trustees and managed by a Corporate Management Group which is chaired by the Chief Executive. The Joint Research Committee advises the Chief Executives of the ICR and Royal Marsden NHS Foundation Trust on all research strategies and priorities, and the Academic Board advises, through the Academic Dean, the Board of Trustees on education strategies and priorities. The Academic Board nominates four members to sit on the Board of Trustees. Table 4 shows the numbers and proportion of women on these committees.
Female:male ratio of academic staff on fixed-term contracts vs. open-ended (permanent) contracts 

Chart 5 shows that 81% of women academic staff and 68% of male academic staff are on fixed term contracts.
Female:male academic staff turnover rates.

The ICR records turnover in terms of employer-led (forced) and employee-led (choice) leavers. Data is collated for all sections and departments but the data in Table 6 is limited to relevant scientific grades. Focusing on PDTF’s, in 2006 there were more women leavers in both categories but the situation reversed in 2007 with more men leaving. In 2008 it reversed again and over the three year period the total number of employee-led leavers has remained fairly constant between 36 and 41.
Evidence from equal pay audits/reviews.
The ICR carries out an equal pay review every five years and the last one was completed in 2004. 
This highlighted that the ICR’s pay and benefits policies were based on fair, equitable and ethical principles and employee benefits either applied to everybody according to the same rules or the differences are clear and well founded. Nevertheless, men enjoy an overall gap of 13% in basic pay and the main factor influencing this seems to be occupational segregation. 
Analysis of actual base salaries shows them to be highly comparable wherever there are substantial cohorts of both genders and ethnic classifications performing the same grade of work. Differences are well within the Equal Opportunities Commission’s 5% tolerance limit in the main technical and scientific grades. 
Female:male ratio of staff in the Research Assessment Exercise (RAE) 2008 

The ICR submitted in two units of assessment to the Research Assessment Exercise 2008; Cancer Studies and Biological Sciences. 31 of the researchers were women and 72 were male, giving a percentage split of 30% women and 70% men.

Other relevant data, e.g. results from staff surveys.

The ICR conducted a staff attitude survey in late 2008. Overall the results were favourable and showed that many initiatives such as increased opportunities for training and the provision of Equality Excellence training had had a positive effect.

The survey identified some concerns regarding the availability of less formal training and flexible working and suggested further work to identify how staff concerns could be addressed.
Analysis of baseline data

Gender balance of academic staff 
and
Gender balance at Head of School/Faculty/Department level
Although 55% of PhD students are women, the proportion reduces to 21% at the level of Professor (over the past three years this has increased from 18%). There is a slight reduction in the proportion of women who go on to become Post-Doctorate Training Fellows (53%) and this then reduces significantly to Career Development Faculty (27%). Given that PDTF’s leave the ICR at the end of their tenure and Career Development Faculty are recruited externally there is a need to investigate further whether PDTF’s who leave remain on the academic career track. 

The proportion of women in Career Faculty (50%) appears to be an improvement over Career Development Faculty but the higher proportion of women at this level may be reflective of difficulties experienced in achieving the next step to professorship. We intend to conduct qualitative research to establish if there are any common themes, the identification of which could lead to appropriate interventions.
We have included technical grades in some of the data sets because of their relationship with the academic career track and the fact that many staff work in science in technical support roles before, after or between periods in academic roles. We have identified that within these grades,70% of staff are women and this proportion is higher in the lower technical grades. The often less pressurised work in technical roles with less emphasis on publications may be more conducive to family commitments making the roles more attractive to those with such demands outside work. 
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Many women may choose to leave the academic career track permanently to take up other roles in science or leave altogether and then find it difficult to return. We have identified that the largest reduction in the proportion of women occurs at the transition from Post Doctoral Training Fellow to Career Development Faculty (see Figure 1). We are working to enhance our support for Post-Docs through a range of initiatives which include effective internal and external networking through our Post-Doc Association and a recent Post-Doc Career Conference. We are also working within the guidelines of the Researcher Concordat
 and maintaining contact with individuals after leaving the ICR.
The self-assessment team felt that there were a range of factors which could either impact on an individual’s ability to progress or could influence their decision whether to remain on the academic career track or not. Chief of these were issues like part-time working, family and caring commitments, the availability of effective child-care provision and unexamined gender bias in the career structure. It was felt that improvements in child-care provision would make a tangible difference but there was also a need to more closely examine the way that senior appointments were made to ensure that processes were equitable.

We are looking at ways to improve childcare provision including benchmarking with other institutions. We need to explore how the existing promotion procedures, particularly the conferment of professorships, might mitigate against the equitable advancement of women.
Job applications and success rates
The data shows that overall, women are marginally more successful than men in job applications but there were no women applicants to Career Development Faculty in 2008 where the existing ratio is 27% Female: 73% Male.  With only 11 members of staff in Career Development Faculty and tenure of six years there are challenges in improving the representation of women at this grade at the recruitment stage. We are satisfied that our recruitment processes at this career stage are fair and equitable and of the last 4 appointments to this grade (from 01/10/07 to present), 2 were women. We believe therefore that our efforts should be concentrated on improving the support for individuals in post in areas which have been shown to particularly affect women such as childcare and maternity benefits.  
Promotion rates 

The scarcity of data due to low staff numbers creates a challenge in analysing any trend. In the last three years there have only been two promotions from CDF to CFAC and both of these were male but the available pool is 73% male. There was one female applicant who was unsuccessful in 2007 and in 2009 we extended a fixed term contract to take account of previous maternity leave. We believe there is value in seeking to balance the proportions within CDF to achieve longer term change in promotion rates.
Gender balance on the senior management team 
and
Gender balance on influential university committees 

We have recognised that the gender balance of the senior management groups and committees are not representative of the workforce overall where women comprise 59% and in academic grades 57%. Each of the groups represented in the data set are drawn from senior members of academic staff however and are thus fairly representative of the available pool given that the larger proportion of women in the organisation are at lower grades, for example 21% of professors are women as are 22% of the Corporate Management Group.

We continue to look for opportunities to raise the representation of women on senior management groups and in the past 12 months the balance of women on the Board of Trustees has changed from 5 women in 2008 to 7 in 2009.

Increasing the number of women on the Board itself is heavily reliant on the availability of suitably qualified women in the specialised areas we draw from, for example finance, business, education, and this presents challenges in changing the gender balance as often there are few women in the available pool or they are already committed with other similar roles. We felt that an Equality Champion at Board level would help to counterbalance this effect by working within the board to highlight this and other equality issues. One of the existing board members kindly agreed to take on the role and we are confident that her particular interest in equality issues, particularly Athena SWAN, will act as a catalyst for change at this influential level.

We have found that other committees within the ICR are representative of the available pools and invitations for nominations are widely disseminated using internal communications channels.
Fixed-term contracts 

Overall, 82% of women academic staff are on fixed term contracts as compared with 69% of men. This reflects the situation where non-time limited contracts are almost exclusively awarded to Career Faculty and Professors where women are under-represented, and fixed term contracts are prevalent in the lower grades where women are over-represented. Within grades there is little or no difference and no women professors are on fixed term contracts whereas 3 male professors (10%) are. 

We accept that fixed term contracts have the potential to adversely impact on women more than men in general and we are seeking to mitigate the negative effect by taking steps to ensure we have the best support available to meet the particular needs of women, this includes working towards introducing mentoring for researchers   
Staff retention rates
We have gathered data on leavers in four pay grades: PDTF, CDF, CFAC and Clinicians. Turnover in CDF and CFAC is too low to draw conclusions from and the other two grades show a balance between numbers of men and women leaving the ICR. We conclude that this data gives no indication of disproportionate representation of either gender in staff turnover. Average employee led turnover in all scientific sections is 12%.

We have invited leavers to complete a leaving questionnaire for several years to further investigate reasons for leaving but the uptake has been very low. To encourage higher completion rates we have recently introduced an online questionnaire and we make specific reference to it in communications to individuals at the leaving stage. 
Equal pay audits

Significant work has been carried out since the last pay review to address detailed points but the central issue of occupational segregation remains to a large extent. 
In addition, a recent (2009) informal review of pay for professors, career faculty and senior scientific grades at the ICR showed that overall, the difference between men and women’s pay within most scientific grades was around 2 or 3 percent and in half the grades women enjoyed an advantage. The largest differences were found in the higher salary scales, particularly in senior clinical grades where men enjoyed a 31% advantage after all allowances were taken into account. Much of this is due to Clinical Excellence Awards which are awarded by the NHS or Department of Health and over which, the ICR has no control. The significant lead enjoyed by men in this grade contributes to the ICR’s overall gender pay gap. As the ICR has no control over these awards it is difficult to address the disparity directly; our efforts therefore continue to be directed towards providing support at key career transition points earlier in the career track.

Excepting the senior clinical grades, a focus on the pay of professors in particular shows that in the group of professors leading research teams who are not also section chairs men enjoy a 2.7% pay advantage. This percentage is well within the 5% EOC tolerance limit but the Gender Equality Steering Group will be examining this issue further in the coming year.
RAE 2008 

Researchers submitted to the RAE2008 are drawn from Senior Staff Scientists, CDF, CFAC and Professors and when staff in these grades at the ICR are added together, the ratio of 30% women and 70% men matches the RAE2008 submission exactly.
Supporting and advancing women’s careers

Career development training at key transition points 
and
Researcher career support and training
Transition from PhD student to Post Doctoral Researcher

The ICR runs an annual conference for students at which a range of career options are presented, including alternatives to the traditional academic career. Sections also arrange for external speakers to talk about their careers and so ensure that students have a good range of information on career choice.
In addition to the traditional Supervisor/mentor we are looking, together with our Post Doc Association, to provide students with Post Doctoral researchers as additional mentors to assist them in considering career options. We have also found that feedback from workshops such as drug discovery and patents help Post-Docs to evaluate career options and network effectively.


The Learning and Development website frequently publicises relevant external career conferences such as the Nature Source Event and external opportunities to gain broader experience and build networks such as Science Communication activities.
We also provide for professional careers advice for students from C2 Careers Consultants. All students are expected to attend an external conference as part of their training.
Post Doctoral Researchers

The ICR supports an active Post Doctoral Assocation (PDA) and provides it with its own budget for networking and social activities. It provides a biennial Post Doc Careers conference with speakers from a range of career paths, both at the ICR and elsewhere. The PDA liaises with the Learning and Development team to ensure that researchers are provided with appropriate careers advice and support. The programme includes career and interview skills workshops with external career consultants, one to one professional careers advice, presentations on career paths such as Patents and IP, and funding free places at Nature Source Careers event. The last conference included a presentation on Athena SWAN.
The PDA are currently working with the Learning and Development Team to trial the introduction of Peer mentoring for researchers, based on models used elsewhere in the sector.

Our exit questionnaire asks researchers who are leaving if they would be willing to keep in touch with current researchers who may be interested in the field to which they are moving.
The ICR is committed to achieving the ‘best practice’ standards outlined in The Researcher Concordat and has a steering group with Student and Post Doctoral Researcher representatives.

On appointment to Career Development Faculty, new researchers are provided with external management development training at Heidelberg delivered by the European Molecular Biology Laboratory.
Flexible working 

The ICR has effective internal communication centred on its intranet. This includes comprehensive information on family and wellbeing which is easily accessed. This includes access to both the policy and comprehensive guidance notes on managing flexible working. In addition, Human Resources Advisors support managers and staff in providing information and advice on a one to one basis. We have also provided an online annual leave calculator for part time working which eases some of the burden of calculating annual leave.

We are in the process of revising our management development programme and information on managing flexible working will be included in the core training of all new managers.
Parental leave 

The ICR fully meet its legal responsibilities in terms of maternity and paternity benefits and in addition provides additional benefits. We are members of the Tommy’s Pregnancy Accreditation Programme which recognises the high level of support we provide for staff. Absences are covered by engaging temporary staff or by temporary redeployment where possible. Researchers rarely return on a part-time basis which highlights the need for effective childcare arrangements. Staff are encouraged to use ‘keeping in touch’ days effectively.  Support after return is informal within research sections and depends on the individual teams although HR staff are always on hand to provide information and support. There are no central funds to support individual sections.

We have explored the possibility of involvement with schemes which support returning to work after career breaks, e.g. Daphne Jackson Trust and although we have no current direct involvement, information on such schemes is available to staff via our intranet.   

Mentoring and networking 

The Post Doc Association provides effective networking opportunities and the Learning & Development Department are looking at mentoring as a response to the Researcher Concordat. Our staff are also active in supporting ‘science outreach’ activities such as mentoring undergraduate students and science presentations in schools. We liaise with other research organisations such as the Medical Research Council and actively look to collaborate with the learning and development opportunities for our staff, for example taking places on each other’s training courses thus providing good networking opportunities.
Transparent workload models 

The ICR offers management development training to all managers in scientific teams. This includes support in line with the Researcher Concordat and specific leadership training for new team leaders delivered by the European Molecular Biology Laboratory. A close working relationship with the HR department also ensures that decisions relating to appointments, promotions and other internal processes within teams benefits from expert advice and guidance.
Work-life balance 

Holding formal meetings outside core hours is discouraged as amongst other things they are not covered by health and safety/first aid and catering coverage. There is more flexibility for informal team meetings and there have been occasions when meeting times have not adequately taken account of the particular needs of some groups of staff, e.g. part-time workers. This is one of the points covered in the Equality Excellence training seminars (which are offered at different times and locations). There is a standing protocol that visiting lectures and other seminars are mainly scheduled for lunchtimes or afternoon to facilitate wide attendance from all staff interested in attending but some key lectures still begin in the late afternoon which can cause difficulties for those with family responsibilities. Our equality impact assessment process will examine the timing of meetings with a view to addressing any adverse impact.
Childcare
The ICR shares an on-site crèche with the Royal Marsden NHS Foundation trust but it is oversubscribed and in reality provides limited access for ICR staff. We participate in a childcare voucher scheme and have arranged discounts for staff with local childcare services including an emergency childcare scheme. We also share (with the Royal Marsden) the services of a Carer Coordinator Service which provide help and advice on all carer issues including tax credits, play schemes and caring for elderly or disabled relatives. Details of these provisions are available on the intranet.

Access to reasonably priced childcare remains an issue nevertheless, particularly for staff working at our central London site. This is an area that has received detailed scrutiny as the self-assessment team recognised that it was an area of concern where 
improvements would bring benefits to women in the workforce. We are mindful of the need to ensure our provision meets the needs of our staff and supports career aspirations so we intend to benchmark with other institutions and seek out best practice. 
Raising the profile of women

Conferences, seminars, lectures, exhibitions and other events.

The ICR has a programme of distinguished lectures on scientific and cancer related subjects which presents opportunities to promote diversity and highlight women role models in our selection of speakers. It is encouraging to note that the lecture on 27th April 2009 was by Professor Fiona Watt, Deputy Director of the Wellcome Trust Centre for Stem Cell Research and the lecture was chaired by Professor Clare Isacke who is a member of our Corporate Management Group but gender is not necessarily a factor in the selection of speakers. Promoting consideration of the representation of women in all functions has been included in the action plan.
Publicity materials, including the institution’s website or images used.

We have recognised that the images that we use on our website and in our publications are not representative of our diversity and in some respect show stereotypical gender roles, e.g. male doctors and female nurses as well as a relatively low number of visible ethnic minorities in the workforce and student body. As a result, we have started a project to draw together all images owned by The Institute into one image library which will be resourced and managed to ensure a greater number of diverse images are available for use in the future. The project will be guided by a clear policy, promoting proactive use of diverse images.
Providing spokeswomen for internal and external media opportunities.

Our internal e-newsletter features profiles of research sections and members of staff wherein we also feature new appointees to key posts such as our latest team leader appointment who is a woman. External media opportunities tend to focus on particular scientific discipline and given the size of research sections we have less scope to choose the gender of the person representing the ICR.
Nominations to public bodies, professional bodies and for external prizes.

We take every opportunity to celebrate progress in all equality strands. For example, when Professor Nazneen Rahman achieved her professorship, Fellowship of the Royal College of Physicians, and was honoured with a prestigious lectureship, the ICR nominated her for the Asian Women of Achievement Awards where she was awarded ‘Professional of the Year’. Professor Rahman went on to chair the Section of Cancer Genetics at the ICR which again was publicised internally and externally.

The self-assessment process

The Self-assessment Team first met in Spring 2008 and put forward and discussed the issues that they felt were relevant and important in promoting the careers of women in science. The meeting minutes provided a framework for action and the action plan was put together from the main points of discussion. 

The delivery of the action plan is overseen by the Gender Equality Steering Group and any results are brought back to that group. Members of the Self-Assessment Team are kept informed and updated with results and updates on actions. 

The Athena SWAN annual report and submission documents have been compiled by the ICR’s Diversity and Disability Advisor informed by the above process and the Self-Assessment Team have approved its submission.

Self-Assessment Team Members

Caroline Springer is Professor of Biological Chemistry and research team leader in the CR-UK Centre for Cancer Therapeutics responsible for 14 staff; 3 students.  She progressed from postdoctoral visiting worker (1987-1993) to tenured Faculty in 1994 and to Professor in 2000.  She has a 7 year-old son, but took no maternity leave. Her husband works full time as a company director.
Dr Emma Davenport is a Post Doctoral Training Fellow in the Section of Haemato-Oncology.  She has held this position for 4 years and is an associate PhD supervisor.  Emma is an active member of the Post-Doc. Association and is secretary on the committee.  She has recently got married.
Professor Laurence Pearl FRS is Professor of Protein Crystallography and Joint Chair of the Section of Structural Biology (~60 staff). He is married to a research scientist, with three school-age children, and consequently considerable experience of the practical challenges of balancing dual academic careers and childcare commitments.
Dr Susan Bright is Director of Enterprise.  She began her career as an academic research scientist at the University of Cambridge and then moved into industry and into a commercial role where a science degree was required.  She has a son, now 27, and her husband is a career scientist.
Professor Steve Webb is Professor of Medical Physics and Head of the Joint Department of Physics. He manages a Section of 150 staff conducting research, clinical work, service and administration. They represent a wide spectrum of gender, age and race. He has 2 adult sons and his wife worked throughout part time or more and thus he understands issues of work-life balance.

Dr. Michelle Garrett is a research team leader and responsible for 12 staff, including 3 PhD students.  She progressed from Career Development Faculty (1999-2005) to Tenured faculty in 2005.  She is also the mother of a 2 year-old daughter and a single parent.

Dalemari Crowther is married and currently busy with the second year of her PhD which she is doing on a full-time basis.
Action plan

See Appendix 2
Appendix 1

Table 1 - Research Sections

The Institute comprises 17 research sections as outlined below:

	Name of Research Section
	Number of Staff

	
	Male
	Female

	Academic Department of Biochemistry
	1
	7

	Breakthrough Breast Cancer Research Centre
	36
	48

	Cancer Research UK Clinical Magnetic Resonance Research Group
	12
	16

	Joint Department of Physics
	17
	7

	Section of Academic Radiotherapy and Department of Radiotherapy (including Psychology Research Group)
	8
	16

	Section of Cancer Genetics
	13
	49

	CR-UK Centre for Cancer Therapeutics
	54
	62

	Section of Cell and Molecular Biology
	30
	45

	Section of Clinical Trials
	11
	40

	Section of Epidemiology
	7
	40

	Section of Gene Function and Regulation
	6
	3

	Section of Haemato-Oncology
	22
	30

	Section of Medicine
	13
	36

	Section of Molecular Carcinogenesis
	11
	12

	Section of Paediatric Oncology
	8
	12

	Section of Structural Biology
	22
	20

	Section of Surgery
	1
	0

	Total
	272
	443

	Grand Total
	715*


· includes administrative support staff within research sections
Link back to:
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Baseline gender data
Table 2 - Female:male ratio of academic staff at each grade
	Job Grade
	Female
	Male
	Total

	
	No.
	%
	No.
	%
	

	PhD Student
	51
	55.4%
	41
	44.6%
	92

	Post Doctorate Training Fellows (PDTF)
	89
	52.98%
	79
	47.02%
	168

	Career Development Faculty
	3
	27.27%
	8
	72.73%
	11

	Career Faculty*
	11
	50%
	11
	50%
	22

	Professors
	8
	21%
	30
	79%
	38

	Technical
	209
	70.13%
	89
	29.87%
	298

	Staff Scientist
	13
	31.91%
	24
	68.09%
	37

	Grand Total
	384
	57.45%
	282
	42.55%
	666


*Career Faculty consists of senior researchers who are not professors.
Chart 2

[image: image1.emf]2008 Gender Split Within Grades

0.00%

10.00%

20.00%

30.00%

40.00%

50.00%

60.00%

70.00%

80.00%

90.00%

PhD Student Post Doctorate Training Fellows Career Development FacultyCareer Faculty

Professors

TechnicalStaff Scientist

Job Grade

Percentage Split

Female

Male


Link back to:

Female:male ratio of academic staff at each grade
Table 3 - Number of applications to the posts shown.

	 
	 
	 
	
	

	 
	Not successful
	Successful
	% of applicants successful from that gender
	Successful as % of all applicants

	PDTF Female
	335
	23
	6.42
	3.22

	PDTF Male
	339
	16
	4.5
	2.24

	 
	 
	 
	
	

	Clinician Female
	36
	6
	14.28
	9.09

	Clinician Male
	18
	6
	25
	9.09

	 
	 
	 
	
	

	CDF Female
	0
	0
	-
	-

	CDF Male
	2
	2
	50
	50

	 
	 
	 
	
	

	CFAC Female
	0
	1
	100
	100

	CFAC Male
	1
	0
	0
	0


Chart 3
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Female:male ratio of academic staff job application and success rates
Table 4 - Gender balance on senior management team and influential committees.

	
	Committee Members
	Percentage

	
	Women
	Men
	Women
	Men

	Joint Research Committee
	3
	9
	33.3
	66.6

	Academic Board
	22
	48
	31
	67

	Academic Board Nominees to Board of Trustees
	1
	3
	25
	75

	Corporate Management Group*
	2
	7
	22
	78

	Board of Trustees
	7
	15
	32
	68


* Only voting members of the Corporate Management Group are included; there are 8 other members of senior staff regularly in attendance which adjust the gender balance to 6 women:11 men (35%:65%) in each meeting.
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Table 5 - 
Female:male ratio of academic staff on fixed-term contracts vs. open-ended (permanent) contracts
	 
	Female
	Male
	Grand Total

	Grade
	FTC
	NTL
	% on FTC
	FTC
	NTL
	% on FTC
	

	PDTF
	84
	1
	98.8
	73
	3
	96
	161

	CDF
	2
	
	100
	8
	
	100
	10

	CFAC
	
	11
	0
	0
	11
	9
	21

	Professor
	
	8
	0
	3
	26
	10.3
	37

	Grand Total
	86
	20
	81%
	84
	40
	68%
	229
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Table 6 - Female:male academic staff turnover rates.

	Leavers
	2006
	2007
	2008

	Salary Grade
	Gender
	Choice
	Forced
	Total
	Choice
	Forced
	Total
	Choice
	Forced
	Total

	PDTF
	Female
	11
	10
	21
	8
	7
	15
	13
	12
	25

	 
	Male
	7
	9
	16
	12
	9
	21
	9
	7
	16

	PDTF Total
	 
	18
	19
	37
	20
	16
	36
	22
	19
	41

	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	CDF
	Female
	 
	 
	 
	 
	2
	2
	 
	 
	 

	 
	Male
	 
	 
	 
	 
	1
	1
	 
	 
	 

	CDF Total
	 
	 
	 
	 
	 
	3
	3
	 
	 
	 

	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	CFAC
	Female
	 
	 
	 
	 
	 
	 
	 
	 
	 

	 
	Male
	 
	 
	 
	1
	 
	1
	 
	1
	1

	CFAC Total
	 
	 
	 
	 
	1
	0
	1
	0
	1
	1

	 
	 
	 
	 
	 
	 
	 
	 
	 
	 
	 

	Clinician
	Female
	 
	4
	4
	1
	4
	5
	2
	10
	12

	 
	Male
	2
	4
	6
	1
	7
	8
	1
	9
	10

	Clinician Total
	 
	2
	8
	10
	2
	11
	13
	3
	19
	22
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Appendix 2 - Athena SWAN Action Plan.

	Objective One

The group felt that there needed to be more targeted research to identify professors and Career Faculty who had worked part-time to explore whether this was a factor in their advancement at this career step. There was also a need to ‘drill down’ more to extract more detailed information about factors influencing decisions at career transition points including career choices and successful strategies at the transition from PDTF to research team leader.

	Tasks


	By when?
	Person responsible
	Progress comments

	1. Devise a method to conduct research.

2. Devise a suitable questionnaire/structured interview.

3. Identify relevant staff members.

4. Conduct survey and produce report
	End of 2009
	Anthony Houldsworth
	An ICR staff member has agreed to undertake research in conjunction with her Masters degree study.


	Objective Two

Caring responsibilities for children fall largely on women and many women are forced to take time off to care for young children. This can have an adverse effect on productivity and career progress. It was felt that it should be highlighted to the ICR the waste of talent that this outcome represents. The self-assessment group felt that better and more accessible childcare facilities would help to alleviate this.

	Tasks


	By when?
	Person responsible
	Progress comments

	Collate information on current childcare provision to compare with other institutions and identify areas for improvement.
	March 2009
	Diversity and Disability Advisor
	Information collated and presented to Gender Equality Steering Group. 

	The ICR does not have an onsite crèche unlike many universities but does have access to a small nursery at the Royal Marsden NHS Foundation Trust. ICR employees have difficulty accessing this service as it is owned by the Royal Marsden and preference is given to their staff. We should investigate how to improve access or provide exclusive ICR facilities.
	September 2009
	Diversity and Disability Advisor
	Arrange meeting with Carer Coordinator Service to explore improving access to RMH facilities.

	Childcare vouchers cannot be used for the summer and holiday play schemes organised by the ICR. We need to ensure that any shortcomings in the scheme are identified and where possible removed.


	July 2009
	Diversity and Disability Advisor
	Enquiries to be made with Carer Coordinator Service 


	Objective Three

Review family friendly provision at institutions which are also Athena SWAN Charter members, have published best practice, and received Athena SWAN awards to identify successful strategies and benchmark The ICR’s provision in this area.



	Tasks


	By when?
	Person responsible
	Progress comments

	Conduct literature search on published Athena SWAN reports to identify best practice.

Compare other institutions’ provision with the ICR’s and report.


	March 2009
	Anthony Houldsworth
	Report compiled, broadly the ICR’s provision is comparable but there are differences in maternity benefits which would require major policy change to implement. 


	Objective Four

Periods of funding are often intolerant of periods taken for maternity or paternity leave which effectively shortens to available time for research and/or publications.  We need to investigate more fully the approach towards the funding of extensions by our principal funders and partners Wellcome, CRUK and other funders to identify best practice.



	Tasks


	By when?
	Person responsible
	Progress comments

	Compile comparisons of various funding arrangements to formulate and recommend best practice.
	September 2009
	Diversity and Disability Advisor
	


	Objective Five

Clarify The Institute’s rules for extensions in respect of Post Doctoral Researchers, CDF and PhD Students to investigate scope for improvements, in particular in respect of maternity.



	Tasks


	By when?
	Person responsible
	Progress comments

	Prepare a summary of current arrangements for review.
	September 2009
	Diversity and Disability Advisor
	There is no formal provision for an extension in Post-Doc contracts. Students are allowed to break studies for six months (unpaid) and this time is then added to end of PhD. 


	Objective Six

There a several schemes which support researchers returning from career breaks. We need to ensure that the ICR participates where possible and ensures that information is readily available to all staff who could benefit utilising existing communication resources and keeping in touch days.


	Tasks


	By when?
	Person responsible
	Progress comments

	Prepare summary of the schemes and make the information readily available to all staff.
	End of 2009
	Diversity and Disability Advisor and Human Resources staff.
	The ICR’s intranet contains information and links to relevant information. 

We are working to improve our maternity information pack to include career-break specific information.

Discussions have taken place to explore the ICR’s participation in relevant schemes, e.g. Daphne Jackson trust.






	Objective Seven

Publish baseline data in user friendly format for wider analysis and comment.



	Tasks


	By when?
	Person responsible
	Progress comments

	Gather relevant data and publish.
	End of 2009
	Anthony Houldsworth
	Plans are underway to publish annual equality statistics to cover all equality strands and particularly meeting the needs of Athena SWAN monitoring requirements. These will be widely disseminated to keep managers and staff informed.


	Objective Eight

Review gender balance at key decision making levels at The Institute and recommend action as necessary.

	Tasks


	By when?
	Person responsible
	Progress comments

	Gender balance of key committees to at least reflect gender balance in available applicant/appointment pools.
	End of 2009
	Dr Sue Bright
	Collaboration with Chief Executive Prof. Rigby.



	Ensure that gender balance is a key consideration in the composition of the Board of Trustees and recruitment of new members.


	End of 2009
	
	Appointment of Equality Champion on Board.


	Objective Nine

The ICR’s involvement in Athena SWAN and its principles should be communicated effectively across the organisation and the principles should be applied wherever possible.

	Tasks


	By when?
	Person responsible
	Progress comments

	Use the Athena SWAN logo, appropriately hyperlinked to further information, wherever possible and appropriate.
	Immediate
	Diversity and Disability Advisor
	Internal equality and diversity merchandise e.g. leaflets, posters, pens to include Athena SWAN logo.

Generate publicity from the Bronze Award submission.



	Promote consideration of the representation of women in all functions, e.g. media, speaker selection, selection boards committees.
	Immediate
	Diversity and Disability Advisor
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� The Concordat to Support the Career Development of Researchers sets out the expectations and responsibilities of researchers, their managers, employers and funders. It aims to increase the attractiveness and sustainability of research careers in the UK and to improve the quantity, quality and impact of research for the benefit of UK society and the economy. 
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