Feedback to Imperial College from the Juno Assessment Panel

November 2009


Overall comments – positives
· The forms are extremely well-documented and contain lots of relevant information. 

· There is very strong evidence of a genuine commitment to change and to the Juno process as a whole. 

· There is clear promotion of inclusion and an inclusive culture. 

· There is a detailed and frank survey of the current state of affairs in the department and the application contains an honest assessment of strengths and weaknesses. 

· They have clearly reflected on what has come out of the process of putting the application together, both good and bad. 

Overall comments - negatives:
· Where there is a negative, there is no action on how they plan to ameliorate it, they seem to simply state the facts. 

· There is an issue over paternity leave and caring responsibilities; ‘people are aware’ but they do not seem to be particularly encouraged.

· There is more of a sense that they are in the process of planning to implement, rather than being implemented.

	Principle 1:  A robust organisational framework to deliver equality of opportunity and reward.

	
	Assessment criteria
	


	1.1 Monitoring and evidence base


	1.1.1 Monitor over time, by gender, all student admissions and performance, and all staff recruitment and promotion.
	There have been excellent efforts to monitor data, but there needs to be more on identifying reasons for discrepancies, and not just identifying the discrepancies themselves. 

	
	1.1.2 Survey staff satisfaction and engagement.
	

	
	1.1.3 Identify any discrepancies in gender representation, progression and satisfaction and identify factors that might be causing them.
	

	

	1.2 Action plan


	1.2.1 Clear link to evidence base.


	It was not clear if there was much evidence of consultation although those who went on the site visit said that it was clear from that visit that the whole department had been involved. Perhaps in the Champion renewal plan, statements just need to be made 

However, the above might be because there was difficulty in really understanding the action plan as it was a plan for Athena SWAN, but clearly Imperial was allowed to submit this and it shouldn’t count against them. 

	
	1.2.2 Clear accountability for implementation and resources allocated (time and money).
	

	
	1.2.3 Challenging but achievable targets for progress identified.
	

	
	1.2.4 Evidence of senior management commitment.
	

	
	1.2.5 Effective consultation, communication, monitoring, evaluation and reporting mechanisms.
	


	Principle 2 Appointment, promotion and selection processes and procedures that encourage men and women to apply for academic posts at all levels.

	
	Assessment criteria
	

	2.1 Transparent processes and procedures


	2.1.1 Ensure that selection criteria are appropriate and inclusive.
	2.1.4 It wasn’t clear if there is a policy on career breaks. 

	
	2.1.2 Ensure all staff are aware of promotion criteria and process.
	

	
	2.1.3 Regular positive review of all staff who are eligible for promotion.
	

	
	2.1.4 Clear policy on how career breaks are considered in appointment, promotion, selection and eligibility for grants etc.
	

	
	2.1.5 At least one woman and one man on each interview panel.
	

	2.2 Positive action


	2.2.1 Monitor applications, shortlists, appointments and promotion, looking at the proportion of women at each stage.
	2.2.1/2 In terms of monitoring applications, etc there may need to be more communication between HR and the department. This could be build into future plans. 

2.2.3 There was no plan yet around taking positive action although there was awareness of the issue.  Putting policies or procedures into place could be a future action. 

	
	2.2.2 If the percentage of appointments at a particular level that are women is not representative of the proportion in the level immediately below, look for reasons why this might be the case.
	

	
	2.2.3 Take positive action as appropriate. 
	

	Principle 3 Departmental structures and systems which support and encourage the career progression of all staff and enable men and women to progress and continue in their careers.

	
	Assessment criteria
	

	3.1 Proactive and transparent appraisal and development


	3.1.1 Appraise all staff, including research assistants and research fellows. Appraisers should not be directly involved with the research of the appraisee.
	There appears to be an issue over disinterested appraisals and what really happens to the appraisal information and whether they are monitored.   

3.1.2 There is a plan, but not in place - have identified need for mentoring but not sure what action is being taken. 


	
	3.1.2 Mentoring scheme in place with training and guidance available for both mentors and mentees. Departments should be able to demonstrate that the mentoring provides is a genuine formal opportunity for someone to obtain disinterested advice and support.
	

	
	3.1.3 Provide induction for all new staff, including research assistants, on appointment.
	

	
	3.1.4 Provide impartial career guidance for research assistants.
	


	Principle 4 Departmental organisation, structure, management arrangements and culture that are open, inclusive and transparent and encourage the participation of all staff.



	
	Assessment criteria
	

	4.1 Promote an inclusive culture


	4.1.1 Gender awareness included in the training for all staff and demonstrators.
	4.1.1 It was not clear if gender awareness training is happening. 

Overall, there was a feeling that a lot of this is not mentioned, but is taken for granted that it is happening, e.g. female seminar speaker 



	
	4.1.2 Promote inclusive social activities and other opportunities for mutual support and interaction.
	

	
	4.1.3 Use positive, inclusive images in both internal and external communications.
	

	
	4.1.4 Encourage and support outreach activities.
	

	
	4.1.5 Ensure, over a period of time, that the percentage of female seminar speakers is representative of the proportion of women at postgraduate level.
	

	
	4.1.6 Consider the impact of departmental processes, procedures and practices on staff with caring responsibilities or who work part-time. Ameliorate any adverse effects.
	

	4.2 Transparent work-allocation model


	4.2.1 Recognise the full range of types of contributions and departmental role, including administration and welfare activities.
	What do they intend to do to counter negative perceptions?

	
	4.2.2 Ensure all staff are aware of the criteria used to develop the model.
	

	
	4.2.3 Make allocation for the year freely accessible to staff.
	


	Principle 5 Flexible approaches and provisions that encompass the working day, the working year and a working life in SET and enable individuals, at all career and life stages, to maximise their contribution to SET, their department and institution.


	
	Assessment criteria
	

	5.1 Support and promote flexible working practices


	5.1.1 Transparent and consistently applied policy on part-time and flexible working.
	The panel were not entirely sure they have understood the difference between having a policy and consistently applying it. 

5.1.4. Evidence for policy, but not a clear policy or right

5.1.5 Is paternity leave explicitly taken up?

5.1.5 people only ‘aware of’ and not encouraged

Returner Fellowships are good



	
	5.1.2 Promote the benefits of flexible working for both men and women.
	

	
	5.1.3 Clear support of head of department for flexible and part-time working.
	

	
	5.1.4 Explicit support for those returning from career breaks or maternity leave (e.g. allowing them initially to concentrate on re-establishing their research).
	

	
	5.1.5 Encourage take-up of paternity and other caring leave.
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