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ATHENA SWAN BRONZE RESEARCH INSTITUTE AWARDS  
Recognise a solid foundation for eliminating gender bias and developing an inclusive 
culture that values all staff.  

This includes: 

= an assessment of gender equality in the institute, including quantitative (student 
and staff data) and qualitative (policies, practices, systems and arrangements) 
evidence, and identification of both challenges and opportunities 

= a four-year plan that builds on this assessment, information on activities that are 
already in place, and what has been learned from these 

= the development of an organisational structure, including a self-assessment team, 
to carry proposed actions forward 

ATHENA SWAN SILVER RESEARCH INSTITUTE AWARDS  
Recognise a significant record of activity and achievement by the institute in promoting 
gender equality. In addition to the future planning required for bronze recognition, 
silver research institute awards recognise that the institute has taken action in response 
to previously identified challenges, and can demonstrate the impact of the actions 
implemented. 

COMPLETING THE FORM 

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

This form should be used for applications for bronze and silver research institute 
awards. 

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

Additional areas for Silver applications are highlighted 
throughout the form: 5.3 (iv); 7. 

 

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

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

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

We have provided the following recommendations as a guide. 

 

Research institute application Bronze Silver 

Word limit 12,500 15,000 

    Recommended word count   

1.Letter of endorsement 500 500 

2.Description of the institute 1,000 1,000 

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

4. Picture of the institute 2,500 3,500 

5. Supporting and advancing careers 6,500 7,000 

6. Supporting trans people 500 500 

7. Case studies n/a 1,000 

8. Further information 500 500 
 
Email request for word count extension 
 
Hi Emma, 
 
We are happy to grant an additional 1,000 extra words to the Francis Crick Institute for their 
April 2019 submission to allow the institute to reflect fully on their relationships with partner 
universities and their role as a training institute. Research institutes already have significantly 
more words than institutions to explain their unique structures. 
 
Please ensure a copy of this email is included at the beginning of your application, and state 
clearly throughout the application where the additional words have been used. 
 
With best wishes, 
 
Jess  
 
Jessica Kitsell 
Equality Charters Adviser 
 
E jessica.kitsell@advance-he.ac.uk 
T +44 (0)20 3870 6022  
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www.advance-he.ac.uk 
 
First floor, Westminster Tower 
3 Albert Embankment, London, SE1 7SP 
 
Follow Advance HE on: 
Twitter I Facebook I LinkedIn       
___________________________________ 
 
From: Emma Collins [mailto:emma.collins@crick.ac.uk]  
Sent: 28 March 2019 09:02 
To: Athena Swan <Athena.Swan@advance-he.ac.uk> 
Cc: Rachael Stewart <rachael.stewart@crick.ac.uk>; James Briscoe <James.Briscoe@crick.ac.uk> 
Subject: Request for additional words - Francis Crick Institute - 30 April submission 
 
Dear Athena Swan team, 
 
I am writing on behalf of the Francis Crick Institute to request additional words for our Bronze 
Athena Swan application which will be submitted on 30 April 2019. 
I apologise for the short notice and I hope that you can give us a response on time. 
 
As you will be aware, we are a new institute, having formed in April 2015. The bulk of our staff 
TUPE transferred from the CRUK London Research Institute and the MRC National Institute for 
Medical Research. We had an extended period of multi-site working before our new building 
was ready to move into in August 2016, although the moving process wasn’t complete until early 
2017. During this time there were several challenges which impacted on progress towards 
gender equality: 
- We stopped recruiting GLs 
- We stopped promoting LRS staff 
- We did not transfer diversity data (sensitive personal data) from the legacy institutes 
due to data protection legislation 
- We stopped reviewing GLs – both tenure and QQR reviews 
 
Although the NIMR had a bronze award, we were not permitted to transfer that, and had to 
start again with our Athena Swan activities, after a significant delay caused by the TUPE transfer 
and the physical move. 
 
We had to wait until we had 3 years of data to present and we have experienced challenges with 
this as well. In April 2015 we introduced a new HR system and had to transfer the legacy and 
new staff data into that. We have changed the grading structure several times and, in addition, 
had to match the legacy grades to the new grades. This meant a significant amount of work was 
needed on the 2015 and 2016 data to ensure that we could have a full picture of the career 
pipelines and staff movement over the last 3 years. 
 
We require additional words to explain the history and structure of the Crick, our unique career 
structure and role as a training institute, and the structures we have inherited from our legacy 
institutes. There is also the added complexity of the relationships with our partner universities, 
Kings, UCL and Imperial, and the arrangements for their staff working in our building on satellite 
or secondment arrangements. 
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I hope that you will consider our request favourably. We are requesting the maximum additional 
1000 words. 
If you have any questions please don’t hesitate to contact me. 
 
Regards, 
Emma 
 
Emma Collins 
HR Partner 
The Francis Crick Institute 
1 Midland Road 
London  
NW1 1AT 
 
T: 020 3796 1167 
Internal: 61167 
E: emma.collins@crick.ac.uk 
Please note that my normal working days are Monday, Tuesday, Thursday 8am to 2.30pm and 
Wednesday 8am to 5pm. 
 
 
The Francis Crick Institute Limited is a registered charity in England and Wales no. 1140062 and a 
company registered in England and Wales no. 06885462, with its registered office at 1 Midland 
Road London NW1 1AT  
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Name of research institute The Francis Crick Institute  

Date of application 30 April 2019  

Award Level Bronze  

Date joined Athena SWAN July 2016  

Current award Date: n/a Level: n/a 

Contact for application James Briscoe, Senior 
Group Leader 

 

Email James.Briscoe@crick.ac.uk  

Telephone 020 379 61388  

1. LETTER OF ENDORSEMENT FROM THE HEAD OF INSTITUTE 
Recommended word count:  Bronze: 500 words | Silver: 500 words 

An accompanying letter of endorsement from the head should be included.  

Note: Please insert the endorsement letter immediately after this cover page. 

  



 

  

 
Athena Swan Manager 
Equality Challenge Unit 
First Floor, Westminster Tower 
3 Albert Embankment 
London 
SE1 7SP 
 
 
30 April 2019 
 
 
Dear Athena Swan Team, 
 
As a patron of the Athena Swan Charter and Director of the Francis Crick Institute, I am delighted to endorse this 
application for an Athena Swan Bronze Award. I can confirm that the information presented in this application 
(including qualitative and quantitative data) is an honest, accurate and true reflection of the Crick. 
 
Equality, diversity and inclusion have been central considerations throughout the Crick’s development. In fact, 
one of our legacy institutes, MRC NIMR successfully applied for an Athena Swan Bronze Award in 2013. I also 
endorsed that application, promising that the Crick would build on the progress made by NIMR in attracting and 
creating opportunities for talented women and researchers from under-represented groups and nurturing their 
careers. The Crick’s Gender Matters in Science Committee was subsequently established immediately following 
NIMR’s award (before the Crick was formally established) to ensure momentum was maintained. This was shortly 
followed by our broader Equality, Diversity and Inclusion Committee, which reports directly to Crick 
management. In addition, we now have 8 staff networks covering different staff groups; staff with caring 
responsibilities, long-term conditions and/or disabilities, underrepresented minorities and staff who identify as 
LGBT+. These groups organise events and activities to ensure all staff are equally represented and valued by the 
Crick. 
 
Equality and diversity are also central tenants of the Crick’s strategy, Discovery without Boundaries. 
Specifically, our priority to create future science leaders includes a commitment to support women in science. 
While 53% of our staff are women, I am acutely aware that our senior scientific workforce does not reflect this 
aspiration. The Crick inherited a male-dominated Faculty from our legacy institutes – only 18 of the 94 Group 
Leaders who migrated across from NIMR and LRI were women. This means there are fewer women in our senior 
scientific leadership resulting in fewer female role models and fewer women on our decision-making 
Committees. We are proactively addressing this imbalance, and creating a more diverse Faculty in general, by 
embracing flexible research careers and providing mentoring for all our early-career Group Leaders. To date, 
over 50% of Crick 6+6 Group Leader appointments have been women. We will maintain this trend, which means 
that, as our 6+6 Group Leaders start to make up the majority of our Faculty, women will also be far better 
represented.  
 
While preparing our application, we have also become aware of gaps in our data collection processes. Before 
moving in to our building, the Crick was effectively operating across multiple sites. During this time, we 
encountered several challenges which have impacted on the breadth of data we can present as part of our 
application. Most notably, diversity data for staff from our legacy institutes were not transferred to the Crick, 
preventing us from including intersectional analyses in some sections of the application. We’ve already started 



 

 

to address this by encouraging all current staff and new recruits to provide their diversity data. We intend to 
have these data for 70% of our staff by 2022.  
 
I am committed to promoting equality and diversity in science. As President of Rockefeller University and then 
the Royal Society, I introduced successful programmes to support women and increase diversity in the science 
workforce. I am proud of what the Crick has achieved so far and, while I am aware there is still plenty to do to 
achieve our ambitions, I strongly believe the Crick can reach the highest standards for diversity and inclusivity 
practices in our sector. 
 
 
Yours sincerely 

 
 
 
 

Sir Paul Nurse 
Director and CEO, The Francis Crick Institute 
 
 
 
Word count: 569 
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List of abbreviations 

ARS Associate Research Scientist 

AS Athena SWAN 

AS SG Athena SWAN Steering Group 

BME Black and Minority Ethnic 

BRF Biological Research Facility 

CEO Chief Executive Officer 

COO Chief Operating Officer 

CPO Chief People Officer 

CRUK Cancer Research UK 

DNS Did not say 

DORA Declaration on Research Assessment 

DWB Discovery without Boundaries 

EC Executive Committee 

EDI Equality, Diversity & Inclusion 

EDIS Equality, Diversity and Inclusion in Science and Health 

EMBL European Molecular Biology Laboratory 

EMBO European Molecular Biology Organization 

EU European Union 

F Female 

FTC Fixed-term contract 

GIRES Gender Identity Research & Education Society 

GL Group Leader 

GMiS Gender Matters in Science 

HEI Higher Education Institution 

HESA Higher Education Statistics Agency 

HR Human Resources 

ICL Imperial College London 

ICR Institute of Cancer Research 

IO Institute Operations 

IT Information Technology 

KCL King’s College London 

KIT Keep in Touch 

LGBT+ Lesbian, Gay, Bi, Trans+ 

LRI London Research Institute 

LMCB Laboratory for Molecular Cell Biology 

LRO Laboratory Research Officer 

LRS Laboratory Research Scientist 

M Male 
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MRC Medical Research Council 

NIMR National Institute of Medical Research 

PDR Personal Development Review 

PE Public Engagement 

PI Principal Investigator 

PLRS Principal Laboratory Research Scientist 

PRES Postgraduate Research Experience Survey  

PRS Project Research Scientist 

PTF Postdoctoral Training Fellow 

QQR Quinquennial Review 

RP Research Programme 

SAT Self-Assessment Team 

SGL Senior Group Leader 

SHS Safety, Health & Sustainability 

SLRS Senior Laboratory Research Scientist 

SMC Science Management Committee 

SO Science Operations 

SPLIT Shared Parental Leave In Touch 

STP Science Technology Platform 

T&Cs Terms and Conditions 

ToR Terms of Reference 

UCL University College London 
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2. DESCRIPTION OF THE RESEARCH INSTITUTE 
Recommended word count:  Bronze: 1000 words  
The Francis Crick Institute (‘The Crick’) is still in its infancy. It was formally established on 1 April 
2015, our building was opened by the Queen on 9 November 2016 and we became fully 
operational on 1 January 2017. Our aspiration is to become a world-leading biomedical research 
institute, with a vision to discover the biology underlying human health and disease.   
 
Discovery without Boundaries: The Crick’s Strategy 
Our strategy, Discovery without Boundaries (DWB) sets out the main principles for the 
development of the Crick and our five high-level strategic priorities: 
 
• Pursue Discovery without Boundaries 
• Create future science leaders 
• Collaborate creatively to advance UK science and innovation 
• Accelerate translation for health and wealth 
• Engage and inspire the public 

 
It also presents a different way of doing research, which our funders have extolled as a new model 
for science in the UK. This includes: 
 
• Eschewing traditional programmatic themes, focusing instead on scientific excellence as the 

primary criterion for recruitment. Our internal structure is not arranged along traditional 
disciplinary lines, instead Crick scientists are encouraged to establish interest groups that 
bring together researchers from across the organisation to share insights and plan activities 
in areas of common scientific interest 

• A movement away from tenure track models, acting instead as a training ground for the next 
generation of world-leading scientists. Our PhD, postdoctoral training and 6+6 early-career 
Group Leader (GL) programmes are offered on a fixed-term basis and are designed to provide 
a pipeline of world-class scientists that we can export to other research institutes (Figure 2.5)  

• A commitment to increased interaction, collaboration and interdisciplinarity, especially with 
the clinical and physical sciences  

• An openness to translational activity  
 

The overarching intention is to create an institute that is more than the sum of its parts.  
 
Origins of The Crick 
The Crick is built on the merger of the Medical Research Council (MRC) National Institute of 
Medical Research (NIMR, Mill Hill) and the Cancer Research UK (CRUK) London Research Institute 
(LRI, Lincoln’s Inn Fields and Clare Hall), in partnership with the three major London research 
universities – King’s College London (KCL), University College London (UCL) and Imperial College 
London (ICL). Our core funding is provided by MRC, CRUK and the Wellcome Trust. The six 
organisations are collectively referred to as the Crick’s Founder organisations.  
 
The partnership with our Founders is central to the delivery of our strategy. The Crick's three 
university partners bring specialist knowledge, skills and resources to help us carry out ground-
breaking research across a range of scientific disciplines. In particular, university researchers 
working in the Crick help bring expertise in the physical and clinical sciences. Through these 
partnerships, we have created new opportunities for researchers, students and clinicians at the 
Crick and our university partners – enabling attachments, new collaborations, career development 
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and networking opportunities. Our core funding makes it possible for the Crick to conduct open 
searches for GL positions rather than recruit based on programmatic themes. (extra words: 189) 
 
Our origins present unique challenges for the Institute, many of which have implications for the 
data presented throughout this application. The Crick is a new organisation (Figures 2.1 and 2.6) 
as well as a merger, and establishing the Institute as an independent, standalone organisation 
meant addressing the challenges of both. Figure 2.2 demonstrates the phases of the Crick’s 
development.  
 
Figure 2.1: Photo of the Crick in construction 
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Figure 2.2: Crick operational phases (taken from Crick Establishment Review submission, November 2018) 
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At the time of writing we are still in phase 2 of the Crick’s development and the Institute has been 
fully operational for just over 2 years – a fact which is reflected in much of the data presented in 
subsequent sections.  
 
Governance  
The Crick is a registered charity governed by our Board of Trustees.   
 
The role of the Board is to support the long-term success of the Crick and to ensure that our 
charitable aims are met. It meets quarterly and comprises seven independent members including 
the Chair, and six trustees nominated by the Crick’s Founders (5W, 7M) (Table 2.1).  
 
Table 2.1: Board Membership  

Founder representatives Independent Members 

Prof. Maggie Dallman (ICL) (F) Lord Browne (Chair) (M) 

Jeremy Farrar (Wellcome Trust) (M) Kate Bingham (F) 

Iain Foulkes (CRUK) (M) Isabelle Ealet (F) 

Prof. Sir Robert Lechler (KCL) (M) Brian Gilvary (M) 

Prof. David Lomas (UCL) (M) Prof. Dame Ottoline Leyser (F) 

Prof. Fiona Watt (MRC) (F) Mene Pangalos (M) 

 
The Board is supported by four Board committees, each focusing on a specific area of work 
delegated by the Board. The Board delegates day-to-day management of the Institute and 
execution of the strategy to our Chief Executive Officer (CEO) and Director, Sir Paul Nurse. 
 
The Executive Committee (EC) is the principal management forum to assist the CEO and it meets 
monthly. Two further senior committees report into the EC: The Science Management Committee 
(SMC) and the Finance Committee. A number of other assurance, advisory and consultative 
forums provide support (Figure 2.3).   
 
Our Scientific Advisory Board (SAB) advises the Crick’s Director on all aspects of the development 
and implementation of the Institute's scientific strategy. 
 
The Crick’s management structure is shown in Figure 2.4. 
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Figure 2.3: Crick Governance  
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Figure 2.4: Crick Management Structure  
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Outline of Staff Groups 

Table 2.2: Staff numbers as of 1st September 2018  

  Operations Science Partnership 

Gender 
Professional 

staff 
Research staff Technical staff PhD students 

Seconded 
scientists 

Female 108 50% 203 49% 323 56% 110 55% 39 60% 

Male 109 50% 212 51% 252 44% 91 45% 26 40% 

Total 217 415 575 201 65 

 
The Crick employs 1,408 people, the majority (85%) of whom are delivering Crick Science. This 
includes research staff, technical staff and PhD students. In addition, we host 65 scientists 
seconded to the Crick from our partner universities. The overall gender divide in the organisation 
is 783 (53%) women and 690 (47%) men.  
 
On 1 April 2015, the employment of staff from our two legacy research institutes was transferred 
to the Crick. Since then, anyone joining the Crick has been employed on Crick Terms and 
Conditions (T&Cs), regardless of gender, contract type, grade or role. All staff on legacy terms have 
been given the opportunity to request new contracts, on Crick terms, on their existing salaries, or 
higher if they were paid below the Crick salary scale. On 1 December 2018, 79% of staff were 
employed on Crick T&Cs, 15% on MRC terms and 6% on CRUK terms.  
 
Research staff includes our GLs, Postdoctoral Training Fellows (PTFs), Project Research Scientists 
(PRS - externally funded PTFs) and Postdoctoral Research Assistants (graduated PhD students with 
6-12 month contracts to finish their projects). We inherited 94 GLs from our legacy institutes, of 
which 76 were men and 18 (19%) were women. Inherited GLs were either on conventional tenure-
track programmes, already tenured (e.g. Senior Group Leaders (SGLs)) or on 6+6 contracts. The 
6+6 programme is aimed at early career researchers who are establishing independent 
laboratories for the first time. These GLs are initially appointed on 6-year contracts (first-6). 
Subject to the outcome of a mid-term review, their positions are then extended for a further six 
years (second-6) (Figure 2.5). The 6+6 programme is unique to the Crick but was introduced at the 
legacy institutes prior to the Crick being established in anticipation of the merger. Our long-term 
aim (5 - 10 years) is for the 6+6 programme to make up two-thirds of our Faculty, and for 50% of 
them to be women. Women currently make up 40% of our 6+6 Faculty (Figure 4.2.3) and 55% of 
appointments since the Crick began recruiting 6+6 GLs. (extra words: 123) 
 
At the end of their second-6, 6+6 GLs are supported to find scientific leaderships positions 
elsewhere. This unusual career structure is part of our strategic objective to train new leaders and 
expand the talent pool for biomedical science across the UK and internationally. The Crick's 
Postdoctoral Training Programme, which provides extensive training and career development 
opportunities, is also part of this commitment. Crick PTFs, like 6+6 GLs must leave after their 
contracts end (4 years optional 2-year extension) (Figure 2.5). Contracts for PTFs and 6+6 GLs are 
extended if the role-holder takes parental leave (see also section 5.3). In the case of 6+6 GLs, their 
mid-term review will also be postponed accordingly. (extra words: 112) 
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The technical staff category covers a diverse range of roles. It includes technology experts and 
scientists helping to run our core facilities, including our animal facility, the Biological Research 
Facility (BRF). We refer to these facilities as Science Technology Platforms (STPs). This staff group 
also includes wet and dry lab scientists playing instrumental roles in running laboratories and 
projects in research groups. The majority of these roles (86% of which 85%F:89%M) are 
permanent with the chance for progression at the Crick.  
 
In addition, we host 201 PhD students, accounting for 14% of our workforce. At their 2017 visit, 
our SAB reported ‘our processes for selection, training and mentoring of PhD students to be 
excellent’ (Crick SAB report, 2017). 
 
Operations staff make up the remaining 15%. We also host seconded GLs, students and PTFs from 
our university partners to support the interdisciplinary and collaborative aims of our strategy.  
 
Figure 2.5: Crick research programmes 

 
 
The Crick’s culture 
Creating an inclusive culture is central to the Crick’s mission. Our building is designed around 
collaboration, with plenty of places to interact for short discussions or more formal meetings. We 
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encourage colleagues to get together socially via a subsidised onsite restaurant and café, which 
turns in to a bar three evenings a week (Figure 2.6). 
 
Figure 2.6: Images of the Crick 
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We also have a variety of established staff groups with new ones starting up regularly. These are 
supported by the Crick but run by members. Some of these are purely social, others combine social 
activities with learning new techniques, and some are dedicated to representing the interests of 
particular groups of people. A number of these groups aim to promote diversity at the Crick. They 
include (also see Figure 2.3): 
 
• PRISM - the Crick's Black and Minority Ethnic (BME) Network, which aims to promote a multi-

ethnic and inclusive environment 
• Proud Crick - set up to create an inclusive environment for LGBT+ staff and students 
• The Family Network - an informal network for Crick staff who are balancing ongoing caring 

responsibilities with work 
• Enable - a network supporting staff and students with disabilities or long-term health-

conditions and those with caring responsibilities 
• Cricksters – a social network that organises events and supports clubs and groups (Figure 2.7) 
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Figure 2.7: Images of Cricksters clubs 

 
At their meeting in February 2019, the Crick SAB commented that remnants of the two cultures 
from our legacy institutes ‘are now almost undetectable and have become irrelevant.’ They 
described this as ‘a significant and positive achievement.’ (Crick SAB report, 2019) 
 
The Crick is also truly international, both in terms of its workforce and its outlook. Our staff come 
from over 70 countries with more than 60% of our scientists originating from outside the UK. In 
October 2018 we launched our African Network (Figure 2.8), which aims to foster greater 
collaboration between Crick scientists and researchers from across the African continent - to date 
five African scientists have been awarded fellowships. Separately, in April 2019 we signed a 
Memorandum of Understanding with EMBL. 
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Figure 2.8: Image of the Crick African Network symposium 

 
Word count: 1687 (including 424 extra words) 
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3. THE SELF-ASSESSMENT PROCESS 
Recommended word count: Bronze: 1000 words  
(i) a description of the self-assessment team 
The Crick’s Athena SWAN (AS) Self-Assessment Team (SAT) came together in Spring 2018 (Figure 
3.1), drawing and building on the work and membership of the former Crick’s Gender Matters in 
Science (GMiS) and Equality Diversity and Inclusion (EDI) Committees. Figure 3.2 shows how the 
SAT feeds in to broader Crick Governance structures.  
 
The SAT’s membership (Table 3.1) reflects the overall diversity of the Crick. It includes operations 
staff working in the Academic Training Team, HR and the Executive Office as well as a PhD student, 
PTFs, technical staff, GLs, and Senior Management. Our SAT is chaired by Sam Barrell, the Crick’s 
Chief Operating Officer (COO) and James Briscoe, Senior Group Leader (SGL) and Chair of the 
Crick’s EDI Committee. The overall gender balance of the SAT (10F:9M) is broadly representative 
of the Institute and members have a variety of relevant experiences including caring 
responsibilities and flexible working patterns in both full and part-time roles. Our SAT membership 
includes 11 parents (and 1 grandparent), 3 of whom took parental leave during the self-
assessment process, 3 members who identify as BME and 2 who identify as LGBT+. 
 
Figure 3.1: Photo of the Crick SAT 
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Figure 3.2: Organogram showing how the SAT reports in to Crick Governance structures 
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Table 3.1: SAT members 
 

Member Job Title SAT roles Other relevant experience 

Sam Barrell (F) 

  

COO • Co-Chair 

• Organisation and culture 

• Links to overall strategy 

• Action Plan approval 

• EC  

• SMC 

• Crick Staff Consultative 
Forum 

Yaw 
Bediako (M) 

  

Crick African 
Network Fellow 

• Staff Data 

• Organisation and culture  

• Crick PRISM   

James 

Briscoe (M) 

  

Senior Group 

Leader  
• Co-Chair 

• AS questionnaire  

• AS application working 
group  

  

• Chair of Crick EDI 

Committee 

• Unconscious Bias trainer  

Annie Colgan (F) 

 
 

Replaced by 
Rachael Stewart 

(F), maternity 
cover 
 

  

Science Strategy 

Manager  
• Institute description 

• Links to overall strategy  

• Application writing 

• AS application working group 

• Chair of Crick GMiS 

Committee 

• SMC  

Emma Collins 
(F)  

  

HR Partner/ 
HR EDI Officer 

• Staff data  

• AS research institutes 

network  

• AS application working group 

• EDI Committee 

• GMiS Committee 

• Staff Consultative 

Forum (secretariat) 
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Matthew 

Cottee (M) 

  

Postdoctoral 

Training Fellow  
• Data analysis  

• Career progression 

support for students  

• Application proofreading 

• First time member of AS 

SAT  

Solène 
Debaisieux (F) 

  

Research Officer • Description of the Institute, 
staff data 

• Action Plan 

• AS questionnaire  

• AS application working group  

• UCL Immunity & Infection 
AS SAT, 2018, Silver  

Vesela Encheva 
(F)  

  

Senior LRS  • Flexible working and career 
breaks  

• Support provided for those 

applying for research 
funding   

• First time member of AS 
SAT  

Roger 
George (M) 

  

Principal LRS • Promotions and career 

progression  

• First time member of AS 

SAT  

David   
Hudson (M) 

  

Science Training 
Lead  

• Student data  

• Career support for students 

Induction  

• Training  

• AS application working group 

• Institute lead for 
Technician Commitment  

Neil McDonald 
(M)  

  

Senior Group 
Leader  

• Staff recruitment  • First time member of AS 
SAT  

Sir Paul Nurse 
(M) 

 
 
 

 

CEO; Senior 
Group Leader 

• Oversaw application  

• Action Plan approval 

• Chair of EC  

• Chair of SMC 

• AS Charter Patron since 

2015 
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Anne O'Garra (F) 

  

Associate 

Research 
Director; Senior 

Group Leader  

• AS Questionnaire 

• Committees 

• Review of draft application  

• GMiS Committee 

• Co-Chair of EDI 

Committee 

• AS SAT Chair, NIMR, 2014 

Bronze  

Nicola 

O'REILLY (F) 

  

STP Lead • Recruitment  

• Promotion and appraisal  

• GMiS Committee 

• Unconscious bias trainer  

Alan Palmer (M) 

  

BRF Professional 
Development 

Manager  

• Induction  

• Training  

• Development Review  

• Member of NIMR AS SAT, 
2014, Bronze  

Johanna 

Roostalu (F) 

  

Postdoctoral 

Training Fellow  
• Career progression 

• Data visualisation  

• Postdoc Committee 

• GMiS Committee 

Harriet Taylor 

(F)  

  

Member of 

Executive 
Support Team  

• Administrative support  

• Data analysis  

• GMiS Committee 

• EDI Committee 

Folkert Van 
Werven (M) 

  

Group Leader   
 

  

• Picture of the institute  

• Support provided for those 

applying for research 
funding   

• First time member of AS 
SAT  

  

Victoria Min-Yi 
Wang (F) 

  

PhD student   • Benchmarking 

• Student data  

• Public engagement and 

education  

• AS CrickNet page  

• Application proofreading 

• Proud Crick 

• Freelance science writer  

 
SAT members were recruited via a variety of methods. Students, PTFs and GLs proactively 

volunteered to be part of the team while senior staff with relevant responsibilities were asked to 
join by the Director and COO. In addition, volunteers were requested from specific staff groups 

that were underrepresented by the initial set of volunteers so that SAT members were distributed 
broadly across the Institute. This broad membership ensured that the views of all Crick staff groups 

were represented in SAT meetings and it has helped to increase visibility of the AS process 
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throughout the Crick. In the future, it will help to ensure that the actions included in this 
application are implemented across the Institute.  

 
Participation in the SAT was recognised as part of staff responsibilities by line-managers and was 

included in Personal Development Reviews (PDRs). Student SAT members received training points, 
which count towards their PhD programme.  
 

(ii) an account of the self-assessment process 
The Crick SAT was established in April 2018 and met monthly. Meetings were held during core 
hours, and the day and time of meetings were changed each month to ensure maximum 

attendance. An agenda and relevant papers were shared with SAT members ahead of each 
meeting and minutes setting out agreed actions were circulated afterwards. In between meetings, 

SAT members communicated by email and saved documents to an online server to ensure all 
members had access. In November 2018, a sub-group of the SAT was established to focus on 

writing the application (members are identified in Table 3.1 as AS application working group). In 
addition, our application was reviewed externally by: 

• Sara Mole - Professor of Molecular Cell Biology, UCL Provost’s Envoy for Gender Equality 

and Chair of MRC-LMCB (Gold Award, 2016) 

• Vanessa McKean - Equality, Diversity and Inclusion Manager, ICR (Silver Award, 2016) 

 
Crick staff and students were consulted as part of the self-assessment process via an anonymous 

AS questionnaire (summer 2018). 1070 staff (607F, 452M, 11 non-binary (the later are not 
included in tables and figures due to small numbers)) participated in the questionnaire - 80% of 

the Institute’s workforce at the time. Analysis of the questionnaire data is presented in 
subsequent sections along with data from our bi-annual staff survey. Our last staff survey was 

conducted in April 2017 and 65% of our staff responded (our employee engagement score was 
72%). 

 
Regular AS updates were provided to staff and students via our intranet page, CrickNet, and 

internal meetings, such as all-staff Town Halls and monthly Faculty meetings. 
 

Table 3.2 SAT timeline and scope of activities 
Date Activity 

April 2018 – April 2019 SAT meetings – monthly  

10.05.18 

UCL AS Forum seminar: “Gender equality is simply good 

practice”, Profs S. Mole and R. de Bruin, LMCB, 2016 Gold award  
(1 SAT member attending) 

26.07.18 
Meeting with the Women in Higher Education Network (WHEN)  
(1 SAT member attending) 

July – August 2018 
• AS questionnaire; Data collection and analysis 

• AS CrickNet page set up; first internal news piece 

01.11.18 
Royal Society Diversity Conference 2018: “Achieving diverse 

leadership in a research environment” (1 SAT member attending) 

28.11.18 
UCL seminar: “Uncovering the Glass Cliff: Women’s leadership 
roles in times of crisis”, Prof M. Ryan (1 SAT member attending) 

Dec 2018 
AS CrickNet page: second internal news piece with application 
update 
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Date Activity 

Dec 2018 – March 2019 

AS application working group meetings – weekly (5 SAT 
members)  

• Planning, in-depth analysis and writing 
• Action Plan 

08.03.19 
International Women’s Day, Crick – Presentation of AS charter 
and SAT activities by SAT member; event summarised on the AS 

CrickNet page 

Mid-March 2019 
• Application review – all SAT 

• Action Plan review – SAT members and then EC 

20.03.19 
Advance HE AS workshop, Pirbright Institute (2 SAT members 
attending) 

End March 2019 Application Review – SAT members and then external reviewers 

Mid-April 2019 
• Application review – all SAT 

• Action Plan review and sign-off – EC 

 

(iii) plans for the future of the self-assessment team 
Our SAT formally took over from our GMiS Committee, which met for the last time in December 
2018. Our SAT will now evolve to become the AS Steering Group (SG) (Action 1.1). It will meet 

quarterly and monitor progress against our action plan. The membership of the AS SG will 
continue to represent all staff and students, including representatives from Crick Committees and 

staff networks. The gender balance of the AS SG will also be maintained. This will be confirmed 
via inclusion of the membership in the Terms of Reference (ToR) for the group. When positions on 

the AS SG become vacant they will be advertised to the relevant groups in the Institute and 
volunteers will be asked to apply, stating their motivation for joining and their relevant 

experience. 
 

The AS SG will also work closely with our EDI Committee. James Briscoe will continue to Chair both 
groups and representatives from the AS SG will join EDI Committee meetings to facilitate 

integration and support progress against our AS action plan. In addition, a number of working 
groups will be formed to work on particular parts of the AS action plan. These working groups will 

report to the AS SG and, via the AS SG, to the EDI Committee (Actions 1.1, 7.5). 
 

The AS SG will also continue to communicate with staff and students about our application, our 
action plan and the AS Charter more broadly. This will be done via established internal 

communication channels, including our weekly email newsletter to all staff, the AS page on 
CrickNet and presentations at internal meetings and events (Action 1.2).  

 

 
 

 
 

 
 

 
 

 
Word count: 848 
 

Section 1 - Action Plan  
Action 1.1 - Establish AS Steering Group to monitor implementation of 

this action plan 
Action 1.2 - Improve awareness of the AS Charter and SAT actions 

 
Section 7 – Action Plan 

Action 7.5 - Maintain a vibrant and effective EDI Committee 
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4. A PICTURE OF THE INSTITUTE 

Recommended word count: Bronze: 2500 words  
We have included at least 3 years’ worth of data where possible. However, since the Crick did not 
become fully operational until January 2017, there are some areas where this data is not available. 

If appropriate, we have referred to data relating to our legacy institutes, NIMR and LRI.  
 

Where benchmark data are presented they have been taken from the ECU’s Equality in higher 
education: staff statistical report 2017 (HESA), which presents a snapshot of the UK higher 

education (HE) workforce in the academic year 2015/16, or the European Commission’s SHE 
Figures 2015, which investigate the level of progress made towards gender equality in research & 

innovation in Europe. Where an alternative source is used as a benchmark this is indicated. 
 

We do not currently hold ethnicity data for the majority of our staff and students meaning we are 
not able to consider intersectionality in all sections (Actions 1.4, 2.2, 2.3, 2.4). 

 
 

 
 

 
 

 
 

 
 

 
 
 

 

4.1. Student data  

(i)     Numbers of men and women on postgraduate research degrees 
The Crick PhD programme was launched in September 2014, with around 45 - 50 students 

recruited each year. PhD students at the Crick are part of a comprehensive programme that is fully 
funded for four years. The Crick is not a Higher Education Institute (HEI) so all PhD students are 

registered at one of our three partner universities. Consequently, our PhD recruitment processes 
adhere to those of KCL, UCL and ICL as well as to broader Crick recruitment practices. Our PhD 

programme is offered on a full-time basis although we will consider part-time study on a case-by-
case basis. Our maternity leave policy gives students the same entitlements as staff – 18 weeks 

fully paid and an extension equivalent to the length of leave (to be agreed with the partner 
universities) (see also section 5.3) (extra words: 43). 

 
Overall, student recruitment at the Crick fits well with the HESA benchmark for students 

completing their first undergraduate degree in biological sciences (Figure 4.1.1).  
 
 
 
 
 
 
 

Section 1 – Action Plan 
Action 1.4 - Improve staff and student disclosure rates of diversity data 

 
Section 2 – Action Plan 

Action 2.2 - Improve the collection of ethnicity data throughout PhD 
student recruitment process 

Action 2.3 - Review PhD offers declined by gender and ethnicity to 
identify any issues of concern 

Action 2.4 - Analyse completion rates for Crick PhD students by gender 
and ethnicity 
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Figure 4.1.1: Students starting at the Crick from academic years 2014-15 to 2018-2019, by 
gender 
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Data for the four stages of recruitment indicate that the gender balance remains largely the same throughout the process (Figure 4.1.2). There is a slight 
decrease in the percentage of women at the acceptance stage compared with the former three stages. As a relatively new Institute we do not have the breadth 
of data required to determine yet whether this is a trend. However, if we continue to see a decline in women at the acceptance stage we will investigate 
further. Our PhD programme managers ask applicants declining offers for feedback, but to date this information is anecdotal and hasn’t been collected 
systematically (Actions 2.1, 2.3). 
 
Figure 4.1.2: Stages of the PhD recruitment process, by gender 

 
*One additional acceptance due to ad hoc PhD interview and enrolment 
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Figure 4.1.3: Stages of the interview process, by nationality 
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We do not currently hold ethnicity data for the majority of our students. However, we do have 
coarse nationality data for students who applied for the programme in 2016 or later (Figure 4.1.3). 
These data show that for the last 3 years non-EU applicants have made up the largest proportion 
of applications but account for a far smaller proportion of interviews, offers and acceptances. 
Collecting ethnicity data from future applicants will allow us to drill down into the diversity of PhD 
applicants and to explore why non-EU applications tend not to fare as well (Actions 2.2, 2.3). 
 
The first intake of full-time Crick PhD students was disrupted by the migration from our legacy 
sites to the new building. As a result, many of these students have been granted extensions and 
will submit their thesis after September 2018, later than originally planned. Therefore, we do not 
have completion data for students on the Crick PhD programme. However, we do have data for 
PhD students who began their studies at the legacy institutes (Figures 4.1.4 and 4.1.5). In 2012-
13, 4 out of 11 male students at NIMR did not complete the PhD programme but this appears to 
be an anomaly rather than a pattern. Information about why these students did not complete the 
PhD programme was not passed on to the Crick (Action 2.4).  
 
Figure 4.1.4: LRI legacy student PhD submission rates for students starting between 2011-12 and 
2013-14, by gender 
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Figure 4.1.5: NIMR legacy student PhD submission rates for students starting between 2011-12 
and 2013-14, by gender 

 
Since 2016-17, the Crick has also recruited clinical fellows to its PhD programme. The data for 
these recruits are collected and analysed with the data for all our PhD students. However, there 
are a few differences between our standard PhD programme and our PhD programme for 
clinicians. Clinical PhD fellows are appointed to a 3-year version of our PhD programme, to fit with 
their clinical training, and they have a 3-year employment contract with one of our university 
partners. They are recruited separately from the non-clinical PhD students. We currently have 11 
clinical PhD fellows (6F,5M). The gender balance for clinical PhD fellows is therefore in line with 
our general PhD students. However, the programme is still in its infancy and numbers are small 
(Actions 2.1, 2.2). 
 
(ii) Numbers of visiting students by gender  
Women accounted for 62% of our visiting students between 2015-18, including Erasmus and 
Sandwich placement students (84F:51M). These figures are in line with our broader student cohort 
and the HESA benchmark.  

 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 

Section 2 – Action Plan 
Action 2.1 - Maintain gender balance throughout PhD student 
recruitment process 
Action 2.2 - Improve the collection of ethnicity data throughout PhD 
student recruitment process 
Action 2.3 - Review PhD offers declined by gender and ethnicity to 
identify any issues of concern 
Action 2.4 - Analyse completion rates for Crick PhD students by gender 
and ethnicity 
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4.2. Staff data 
(i) Staff by grade and gender  
Figure 4.2.1 shows the number of Crick staff from 2015 – 2018. Staff numbers have remained 
relatively constant and our gender balance across all staff groups has stayed steady at around 
50:50. This is in line with the HESA benchmark for staff working in UK higher education. 

 
Figure 4.2.1: Staff by year and gender  
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Table 4.2.1: Crick Grading Structure  

 Crick 
grade Crick staff typical role AS classification 

In
st

itu
te

 O
pe

ra
tio

ns
 

IO1 Trainee, apprentice 

Professional staff 

IO2 e.g. Logistics Assistant 
IO3 e.g. Operations Admin, Finance Assistant 
IO4 e.g. Senior Operations Admin, PA 
IO5 e.g. HR Partner, Senior Grants Manager 
IO6 Heads of Operations units 
IO7 Operations Director 

IO8 Executive Director 

Re
se

ar
ch

 P
ro

gr
am

m
es

 RP3 Postdoctoral Research Assistant 

Research staff 

RP4 (PRS) Project Research Scientist 
RP4 (PTF) Postdoctoral Training Fellow 

RP5 Group Leader (GL), first 6 
RP6 Group Leader (GL), second 6 
RP7 Senior Group Leader (SGL) 

RP8 Research Director 

Sc
ie

nc
e 

O
pe

ra
tio

ns
 

HOUR Banked staff - hourly paid 

Technical staff 

SO1 Apprentice 
SO2 Laboratory Research Officer (LRO) 
SO3 LRS (Laboratory Research Scientist) 
SO4 SLRS (Senior Laboratory Research Scientist) 
SO5 PLRS (Principal LRS), Deputy STP Lead 
SO6 STP Lead, Associate Research Scientist (ARS) 

SO7 STP Lead 
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For our professional staff, the gender distribution has consistently been around 50:50. There are a large variety of job roles in Institute Operations, which makes 
it difficult to divide the career pipeline by occupations because the resulting groups would be too small to analyse. This means it is also difficult to find 
appropriate benchmarking data (Table 4.2.2 and Figure 4.2.2). 
 
Table 4.2.2: Professional staff – by grade and gender 

 Professional staff - by grade and gender 
 2015 2016 2017 2018 

Grades Total F M %F %M Total F M %F %M Total F M %F %M Total F M %F %M 
IO1, IO2, IO3 74 34 40 46 54 84 36 48 43 57 60 31 29 52 48 64 30 34 47 53 

IO4, IO5 108 55 53 51 49 119 60 59 50 50 102 49 53 48 52 117 58 59 50 50 
IO6, IO7 19 10 9 53 47 22 12 10 55 45 26 15 11 58 42 27 16 11 59 41 

IO8 9 4 5 44 56 9 5 4 56 44 9 5 4 56 44 9 4 5 44 56 
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Figure 4.2.2: Professional staff – career pipeline 
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The career pipeline for our research staff is not progressive, with entry at each stage via external recruitment. Despite slightly more female than male PTFs/PRSs, 
the career path shows a prominent gender imbalance towards men, which is particularly pronounced among SGLs and Research Directors (RP7 and RP8 
respectively). We have made good progress in addressing this imbalance in the last two years as some GLs from the legacy organisations have left and a greater 
proportion of women have been recruited to the Crick 6+6 programme (RP5 and RP6) (also see section 5.1(i) – GL recruitment) (Actions 3.1, 3.2, 3.3). Figure 
4.2.3 shows that the percentage of female 6+6 GLs at the Crick (40%) is almost twice as high as the SHE Figures benchmark, which reports that women account 
for 21% of grade A academic staff in the EU. Our SGL and Research Directors (RP7 and RP8) gender balance remains slightly below this benchmark. 
 
Table 4.2.3: Research staff – by grade and gender 

 Research staff - by grade and gender 
 2015 2016 2017 2018 

Grades Total F M %F %M Total F M %F %M Total F M %F %M Total F M %F %M 
RP3 7 3 4 43 57 3 3 0 100 0 11 7 4 64 36 11 6 5 55 45 

RP4 (PRS), 
RP4 (PTF) 260 138 122 53 47 286 147 139 51 49 299 158 141 53 47 298 159 139 53 47 

RP5, RP6 30 9 21 30 70 27 7 20 26 74 27 9 18 33 67 30 12 18 40 60 
RP7 48 8 40 17 83 45 8 37 18 82 44 8 36 18 82 44 8 36 18 82 

RP8 4 0 4 0 100 5 0 5 0 100 5 1 4 20 80 5 1 4 20 80 
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Figure 4.2.3: Research staff – career pipeline 
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Since 2015, women have made up more than half of our technical workforce yet there are still more men represented in the higher grades for this staff group 
e.g. STP leads (SO6, SO7). This is accompanied by a significant skew towards women in the lower grades, particularly LRSs and SLRSs (SO3 and SO4 respectively) 
and also the PLRSs/STP deputy leads (SO5) (Table 4.2.4 and Figure 4.2.4). In Figure 4.2.4 we have benchmarked against the Sanger Institute because the 
structure of their technical workforce is comparable to ours (technical staff, research assistant and scientific manager). It shows that we have a similar imbalance 
towards female SLRSs (SO4) and PLRSs (SO5) (this imbalance is also reflected in our recruitment data – see section 5.1(i)) (Actions 3.6, 3.7). 
 
Table 4.2.4: Technical staff – by grade and gender 

 Technical staff - by grade and gender 

 2015 2016 2017 2018 

Grades Total F M %F %M Total F M %F %M Total F M %F %M Total F M %F %M 
HOUR 25 11 14 44 56 45 21 24 47 53 27 14 13 52 48 21 9 12 43 57 

SO1, SO2 119 65 54 55 45 138 70 68 51 49 129 61 68 47 53 145 74 71 51 49 
SO3 86 50 36 58 42 97 51 46 53 47 86 55 31 64 36 95 60 35 63 37 

SO4 157 101 56 64 36 185 120 65 65 35 176 115 61 65 35 173 113 60 65 35 

SO5 126 66 60 52 48 120 64 56 53 47 115 62 53 54 46 109 60 49 55 45 

SO6, SO7 36 10 26 28 72 34 9 25 26 74 34 9 25 26 74 32 7 25 22 78 
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Figure 4.2.4: Technical staff – career pipeline 
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(ii) Transition between technical support and research roles 

Table 4.2.5: Staff transitioning between roles  

Role change Total 2016-18 
Total F M %F %M 

Institute Operations to Science Operations 3 1 2 33 67 
Research Programmes to Institute Operations 3 3 0 100 0 
Research Programmes to Science Operations 6 3 3 50 50 

Science Operations to Institute Operations 1 0 1 0 100 
Science Operations to Research Programmes 8 6 2 75 25 

Zero Hour to Institute Operations 1 0 1 0 100 
Zero Hour to Science Operations 14 9 5 64 36 

Grand total 36 22 14 61 39 
 

Table 4.2.5 provides data on staff transitioning from one staff group to another. It also shows those who 

have moved from a zero-hour (banked) position into a permanent position. As the numbers are small it 

was not helpful to include grades. Despite this, it is notable that the three staff who have moved from 

research to professional positions have all been female. They were PTFs or PhD students who moved into 

Institute Operations as a step towards a career outside of research (see quote below) (Actions 4.1, 5.2).  
 

In the technical to research category, there is a slight bias in favour of women (6F, 2M). The majority of 

these staff successfully applied for the PhD programme at the Crick.  

 

Equal numbers of men and women (3M, 3F) have transitioned from a research role to a permanent 

technical role, usually making the move from PTF to SLRS in an STP or a lab. We have recently introduced 

a programme of secondments between the STPs and the Research Labs, allowing technical staff to 

develop new skills and preparing them for new career opportunities (Action 5.2). This is part of our 

implementation of the Technician Commitment, explained in more detail in section 5.2(i). 

 

“I was extremely lucky to be given the opportunity to transition from a PhD at the 
LRI to an operations role at the LRI/Crick. It is an exciting opportunity given the 
potential such a transition could have in terms of bridging the cultural gap between 
the lab and institute operations.” 
Grants Manager (F) 

 
 

Section 3 – Action Plan  
Action 3.1 - Increase the number of applications from women and under-

represented groups to all types of GL positions 
Action 3.2 - Continue to increase the proportion of female GLs 
Action 3.3 - Increase the number of female senior GLs 
Action 3.6 - Investigate and address imbalance towards more women 

being appointed to the technical workforce 
Action 3.7 - Improve gender balance in future recruitment of STP leads 

and deputy leads 
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(iii) Staff, by gender and grade, on fixed-term, open-ended/permanent and zero-hour 

contracts  

The number of Crick staff, both male and female, on permanent contracts is roughly in line with the HESA 

benchmark for all staff working in the UK higher education sector by gender and contract type (Table 

4.2.6 and Figure 4.2.5). 

 

 

 

 

Section 4 – Action Plan 
Action 4.1 - Maintain and develop the support provided to all staff for 

career planning and development 
 

Section 5 – Action Plan 
Action 5.2 - Provide support and training to all postdocs to pursue the 

career of their choice, regardless of gender or ethnicity 
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Table 4.2.6: Staff by grade and contract type  

Contract 
type 

AS 
Classification Grade 

Crick staff by grade, gender and contract type 
2015 2016 2017 2018 

Total F M %F %M Total F M %F %M Total F M %F %M Total F M %F %M 
FI

XE
D 

TE
RM

 

PR
O

FE
SS

IO
N

AL
 

IO1 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 1 1 0 100 0 
IO2 2 1 1 50 50 4 2 2 50 50 1 1 0 100 0 0 0 0 0 0 
IO3 19 9 10 47 53 25 5 20 20 80 11 4 7 36 64 15 4 11 27 73 
IO4 12 8 4 67 33 24 15 9 63 38 4 2 2 50 50 9 7 2 78 22 
IO5 10 3 7 30 70 7 4 3 57 43 3 1 2 33 67 4 2 2 50 50 
IO6 1 0 1 0 100 1 0 1 0 100 0 0 0 0 0 1 1 0 100 0 
IO7 1 0 1 0 100 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 
IO8 1 0 1 0 100 0 0 0 0 0 0 0 0 0 0 1 0 1 0 100 

RE
SE

AR
CH

 

RP3 6 3 3 50 50 3 3 0 100 0 11 7 4 64 36 11 6 5 55 45 
RP4 

(PRS) 1 1 0 100 0 4 2 2 50 50 16 7 9 44 56 24 12 12 50 50 

RP4 
(PTF) 259 137 122 53 47 282 145 137 51 49 283 151 132 53 47 274 147 127 54 46 

RP5 12 4 8 33 67 17 5 12 29 71 18 7 11 39 61 21 9 12 43 57 
RP6 1 1 0 100 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 

TE
CH

N
IC

AL
 

SO1 0 0 0 0 0 7 5 2 71 29 0 0 0 0 0 6 6 0 100 0 
SO2 5 4 1 80 20 13 5 8 38 62 7 4 3 57 43 7 5 2 71 29 
SO3 11 8 3 73 27 29 18 11 62 38 22 21 1 95 5 30 24 6 80 20 
SO4 16 8 8 50 50 40 24 16 60 40 34 19 15 56 44 39 23 16 59 41 
SO5 6 3 3 50 50 13 8 5 62 38 10 5 5 50 50 4 1 3 25 75 
SO6 0 0 0 0 0 0 0 0 0 0 1 0 1 0 100 1 0 1 0 100 

TOTAL FIXED TERM 363 190 173 52 48 469 241 228 51 49 421 229 192 54 46 448 248 200 55 45 
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Contract 
type 

AS 
Classification Grade 

Crick staff by grade, gender and contract type 
2015 2016 2017 2018 

Total F M %F %M Total F M %F %M Total F M %F %M Total F M %F %M 
PE

RM
AN

EN
T 

PR
O

FE
SS

IO
N

AL
 

IO1 0 0 0 0 0 1 1 0 100 0 1 1 0 100 0 0 0 0 0 0 
IO2 24 2 22 8 92 17 1 16 6 94 9 0 9 0 100 9 0 9 0 100 
IO3 29 22 7 76 24 37 27 10 73 27 38 25 13 66 34 39 25 14 64 36 
IO4 50 31 19 62 38 53 30 23 57 43 62 33 29 53 47 62 32 30 52 48 
IO5 36 13 23 36 64 35 11 24 31 69 33 13 20 39 61 42 17 25 40 60 
IO6 16 10 6 63 38 18 10 8 56 44 22 12 10 55 45 19 11 8 58 42 
IO7 1 0 1 0 100 3 2 1 67 33 4 3 1 75 25 7 4 3 57 43 
IO8 8 4 4 50 50 9 5 4 56 44 9 5 4 56 44 8 4 4 50 50 

RE
SE

AR
CH

 RP3 1 0 1 0 100 0 0 0 0 0 0 0 0 0 0 0 0 0 0 0 
RP5 15 4 11 27 73 8 2 6 25 75 5 1 4 20 80 3 1 2 33 67 
RP6 2 0 2 0 100 2 0 2 0 100 4 1 3 25 75 6 2 4 33 67 
RP7 48 8 40 17 83 45 8 37 18 82 44 8 36 18 82 44 8 36 18 82 
RP8 4 0 4 0 100 5 0 5 0 100 5 1 4 20 80 5 1 4 20 80 

TE
CH

N
IC

AL
 

SO1 18 11 7 61 39 8 3 5 38 63 9 4 5 44 56 4 1 3 25 75 
SO2 96 50 46 52 48 110 57 53 52 48 113 53 60 47 53 128 62 66 48 52 
SO3 75 42 33 56 44 68 33 35 49 51 64 34 30 53 47 65 36 29 55 45 
SO4 141 93 48 66 34 145 96 49 66 34 142 96 46 68 32 134 90 44 67 33 
SO5 120 63 57 53 48 107 56 51 52 48 105 57 48 54 46 105 59 46 56 44 
SO6 32 8 24 25 75 31 8 23 26 74 29 7 22 24 76 27 6 21 22 78 
SO7 4 2 2 50 50 3 1 2 33 67 4 2 2 50 50 4 1 3 25 75 

TOTAL PERMANENT 720 363 357 50 50 705 351 354 50 50 702 356 346 51 49 711 360 351 51 49 
BANK 
STAFF TECHNICAL HOUR 25 11 14 44 56 45 21 24 47 53 27 14 13 52 48 21 9 12 43 57 

GRAND TOTAL  1108 564 544 51 49 1219 613 606 50 50 1150 599 551 52 48 1180 617 563 52 48 
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Figure 4.2.5: All staff by year and contract type 
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The slight bias towards male staff on permanent contracts reflects the previously discussed gender bias in our SGL positions, which are open-ended contracts. 
Figures 4.2.6 and 4.2.7 below show the proportion of male and female research staff on permanent and fixed-term contracts (FTCs) and male and female GLs 
on permanent and FTCs respectively. The number of Crick research staff on permanent contracts is significantly below the HESA benchmark for academic staff 
by gender and contract type, for both genders. This is due to our emphasis on training programmes, which means that the majority of our research staff are 
on FTCs (Figure 4.2.6). 
 
Figure 4.2.6: All research staff by year and contract type 
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Figure 4.2.7: All GLs by year and contract type  
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The number of professional and technical staff on permanent contracts differs only slightly by gender and for both groups is broadly in line with the HESA 
benchmark for professional and support staff by gender and contract type (Figures 4.2.8 and 4.2.9 below).  
 

Figure 4.2.8: All professional staff by year and contract type 
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Figure 4.2.9: All technical staff by year and contract type 
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(iv) Leavers by grade and gender and full/part-time status  
Table 4.2.7: Leavers by gender and contract type 

Status 

CRICK STAFF LEAVERS BY GENDER AND CONTRACT TYPE 

2016 2017 2018 

Total F M %F %M Total F M %F %M Total F M %F %M 

PART TIME 18 16 2 89 11 17 13 4 76 24 14 11 3 79 21 

FULL TIME 172 96 76 56 44 228 105 123 46 54 182 95 87 52 48 

BANK STAFF 10 3 7 30 70 26 14 12 54 46 21 6 15 29 71 

GRAND TOTAL 200 115 85 58 42 271 132 139 49 51 217 112 105 52 48 
 
The bias towards women for part-time leavers, shown in Table 4.2.7, reflects the make-up of this workforce, which is predominantly female. Women accounted 
for 86% of our part-time staff in 2016, 80% in 2017 and 83% in 2018 (which, notably, equates to the same skew towards women observed in flexible working 
applications submitted in the same years (see Figure 5.3.4)). 
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Table 4.2.8: Leavers by gender and grade 

AS 
Classification Grade 

CRICK STAFF LEAVERS BY GENDER AND GRADE 

2016 2017 2018 

Total F M %F %M Total F M %F %M Total F M %F %M 
PR

O
FE

SS
IO

N
AL

 

IO1 0 0 0 0 0 1 0 1 0 100 0 0 0 0 0 
IO2 9 2 7 22 78 10 2 8 20 80 0 0 0 0 0 
IO3 17 12 5 71 29 26 13 13 50 50 23 18 5 78 22 
IO4 17 11 6 65 35 23 15 8 65 35 9 4 5 44 56 
IO5 12 5 7 42 58 11 4 7 36 64 5 2 3 40 60 
IO6 2 1 1 50 50 2 0 2 0 100 4 2 2 50 50 
IO7 1 0 1 0 100 0 0 0 0 0 1 1 0 100 0 
IO8 3 1 2 33 67 0 0 0 0 0 3 3 0 100 0 

RE
SE

AR
CH

 RP3 10 8 2 80 20 13 7 6 54 46 17 9 8 53 47 
RP4 (PRS) 3 0 3 0 100 0 0 0 0 0 3 3 0 100 0 
RP4 (PTF) 45 25 20 56 44 53 25 28 47 53 51 21 30 41 59 

RP7 1 0 1 0 100 1 0 1 0 100 0 0 0 0 0 

TE
CH

N
IC

AL
 

SO1 3 2 1 67 33 7 6 1 86 14 4 3 1 75 25 
SO2 24 18 6 75 25 35 16 19 46 54 27 9 18 33 67 
SO3 12 8 4 67 33 16 7 9 44 56 13 9 4 69 31 
SO4 9 5 4 56 44 16 9 7 56 44 20 11 9 55 45 
SO5 8 4 4 50 50 7 2 5 29 71 6 3 3 50 50 
SO6 2 0 2 0 100 2 0 2 0 100 2 1 1 50 50 
SO7 0 0 0 0 0 0 0 0 0 0 1 1 0 100 0 

TECHNICAL HOUR 11 4 7 36 64 26 14 12 54 46 21 6 15 29 71 
GRAND TOTAL 189 106 83 56 44 249 120 129 48 52 210 106 104 50 50 
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Staff group RP4 (PTF) has the largest number of leavers for all three years, for both genders. This is our largest staff group and all PTFs leave the Institute after 
they complete their training programme. This is demonstrated in more detail in Tables 4.2.9 and 4.2.10, which provide data on reasons for leaving. ‘End of FTC’ 
is the most common reason for leaving among research staff, for both men and women. As part of our commitment to exporting excellent scientists across the 
UK and internationally, we actively support our research staff to find new positions at the end of their contracts, which we explain in more detail in section 5.2 
(i) and (iii) (Actions 4.1, 5.2). Next destination data presented in Figures 5.2.7 to 5.2.9 show where our PTFs go after they leave the Crick.  
 
‘Resignation’ is the most common reason for leaving among the other two staff groups (Action 3.9).  
 
Table 4.2.9: Reasons for leaving, all staff, 2015 – 2018 

LEAVING REASON 
ALL GRADES 2015-2018 

Total F M %F %M 

Redundancy 31 18 13 58 42 
Dismissal/failed probation 26 9 17 35 65 

End of FTC 244 134 110 55 45 
Resignation 367 188 179 51 49 
Retirement 16 9 7 56 44 

TUPE Transfer 2 0 2 0 100 

GRAND TOTAL 686 358 328 52 48 
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Table 4.2.10: Reasons for leaving by staff category and gender, 2015 - 2018 

LEAVING REASON 

CRICK LEAVERS BY AS STAFF CATEGORY 2015-2018 

PROFESSIONAL RESEARCH TECHNICAL 

Total F M %F %M Total F M %F %M Total F M %F %M 

Redundancy 12 6 6 50 50 7 5 2 71 29 12 7 5 58 42 
Dismissal/ failed probation period 5 1 4 20 80 1 0 1 0 100 20 8 12 40 60 

End of fixed term contract 33 19 14 58 42 151 81 70 54 46 60 34 26 57 43 
Resignation 121 66 55 55 45 76 39 37 51 49 170 83 87 49 51 
Retirement 6 4 2 67 33 1 0 1 0 100 9 5 4 56 44 

Tupe transfer 2 0 2 0 100 0 0 0 0 0 0 0 0 0 0 

GRAND TOTAL 179 96 83 54 46 236 125 111 53 47 271 137 134 51 49 
 

For those at risk of redundancy the Crick offers outplacement services through Penna, one-to-one CV and interview support, access to internal career 
progression courses, and externally funded courses where appropriate. The consultation period is extended in the case of lab closures to allow all staff to make 
plans for their future careers whether internally or externally (Actions 4.1, 5.2). At risk technical staff who find suitable alternative employment at the Crick 
are permitted to retain their job title and salary if this is at one level higher than the new role, and benefit from a longer trial period of 8 weeks. 
 
When taking in to account the gender distribution of the three staff categories, there are no significant gender differences in reasons for leaving. Introducing 
online exit interviews will allow us to find out more about why those who resign decide to leave the Institute (Actions 3.8, 3.9). 
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(v) Equal pay audits/reviews  
On 5 April 2018, the Crick’s median and mean gender pay gap were 3.6% and 14.2% respectively, 
based on hourly rates of pay for staff on all T&Cs. These are lower than the national averages 
(median 17.9% and mean 17.1%, Office for National Statistics, 25 October 2018) and the figures 
reported for April 2017 in our previous audit (7.2% median and 15.4% mean). 
 
In order to understand the reasons for our gender pay gap we analysed this by function, staff 
group, T&Cs, age and hours of work, as well as reviewing the pay of roles occupied by both men 
and women to ensure men and women are paid comparably for the same or similar work. We are 
confident that pay for men and women occupying the same roles on Crick T&Cs is 
comparable, and in line with our pay scales, so although we have a gender pay gap we do not have 
an equal pay issue.  
 
The main reason for our gender pay gap is that there are more men than women in senior, highly 
paid roles at the Crick. Women make up over 50% of the workforce but hold only 40% of posts in 
the upper salary quartile. As previously explained, the legacy institutes that came together to form 
the Crick had an imbalance in men and women in senior science roles but our recruitment 
procedures for GLs are addressing this imbalance (Actions 3.1, 3.2, 3.3). A number of the actions 
in our action plan will reduce the gender pay gap by increasing the number of women in senior 
positions at the Crick, in all staff categories (Actions 3.5, 3.7, 7.3, 7.4, 8.1). 
 

Section 3 – Action Plan 
Action 3.8 – Collect the next destination of all leavers by gender 
Action 3.9 – Improve understanding of leaving reasons for those who 
resigned 
 
Section 4 – Action Plan 

Action 4.1 – Maintain and develop the support provided to all staff for 
career planning and development 
 
Section 5 – Action Plan 

Action 5.2 - Provide support and training to all postdocs to pursue the 
career of their choice, regardless of gender or ethnicity 
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Word count: 2174 (including 43 extra words) 

 

Section 3 – Action Plan 
Action 3.1 - Increase the number of applications from women and under-
represented groups to all types of GL positions 
Action 3.2 - Continue to increase the proportion of female GLs 

Action 3.3 - Increase the number of female senior GLs 
Action 3.5 - Maintain recent improvement in gender balance for the 
recruitment of professional roles 
Action 3.7 - Improve gender balance in future recruitment of STP leads 
and deputy leads 
 

Section 7 – Action Plan  
Action 7.3 - Develop a tailored leadership programme targeted to staff 
whose roles require additional leadership abilities 
Action 7.4 - Reduce the gender pay gap 

 
Section 8 
Action 8.1 - Increase the proportion of women in science leadership roles 
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5. SUPPORTING AND ADVANCING CAREERS 
Recommended word count: Bronze: 6500 words | Silver: 7000 words 

5.1. Key career transition points  
(i) Recruitment 
Each floor of the Crick building has a dedicated HR partner who oversees recruitment for their 
area, with comparison across the floors to ensure consistency. In addition, guidance including 
template adverts, job descriptions and interview questions are provided on CrickNet.  
 
Shortlisting and selection are based on the requirements of the post as defined in the job 
description and person specification, and involves assessing all applications received against 
essential and desirable criteria. Crick staff involved in recruitment are invited to attend interview 
training, training on skills for selection and onboarding and unconscious bias training. These 
courses explain the importance of fair, transparent and consistent criteria and processes to avoid 
discrimination. However, we do not currently monitor attendance (Actions 3.5, 3.6. 3.7, 4.2).  
 
Table 5.1.1 shows that, on average, women account for 48% of applications to work at the Crick 
and 50% of new appointments however, there are discrepancies within some staff groups. 
Professional positions attract more female than male applicants, yet in 2015-16 and 2016-17 more 
men than women were shortlisted for and offered these roles. This potential trend was reversed 
in 2017-18 but we will continue to monitor the data to ensure this is not an anomaly (Action 3.5).  
 
Conversely, in 2015-16 and 2017-18 more men applied for research positions but more women 
were appointed. These data refer predominantly to our PTFs, as our GL recruitment data is 
collected separately. Again, it is too early to determine whether this is a trend, especially given 
that this pattern did not persist in 2016-17.  
 
Recruitment data for technical staff reflect our staff data for this workforce. In 2016-17 and 2017-
18, female applicants outweighed male applicants, particularly at the offers and acceptances 
stages. However, male applicants dominated STP lead recruitment, although numbers are small 
(Table 5.1.2) (Actions 3.6, 3.7).  
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Table 5.1.1: All staff recruitment 

Year 
Vacancy Applicants Shortlisted Offers Acceptances 

Category No Total F M %F %M Total F M %F %M Total F M %F %M Total F M %F %M 

2015-16 

PROFESSIONAL* 66 1030 585 445 57 43 110 45 65 41 59 75 28 47 37 63 71 27 44 38 62 

RESEARCH 76 1659 738 921 44 56 127 73 54 57 43 77 46 31 60 40 75 44 31 59 41 

TECHNICAL* 97 1085 529 556 49 51 168 76 92 45 55 128 62 66 48 52 119 59 60 50 50 

2016-17 

PROFESSIONAL* 73 813 544 269 67 33 161 67 94 42 58 83 34 49 41 59 77 32 45 42 58 

RESEARCH** 49 1453 631 822 43 57 88 39 49 44 56 48 22 26 46 54 47 21 26 45 55 

TECHNICAL* 86 2410 1219 1191 51 49 234 121 113 52 48 127 78 49 61 39 123 76 47 62 38 

2017-18 

PROFESSIONAL 39 1016 543 473 53 47 121 71 50 59 41 38 20 18 53 47 38 20 18 53 47 

RESEARCH*** 55 1917 790 1127 41 59 85 40 45 47 53 41 23 18 56 44 41 23 18 56 44 

TECHNICAL 60 1732 978 754 56 44 224 133 91 59 41 65 37 28 57 43 60 37 23 62 38 

* some vacancies were for more than 1 position                

** 2 positions not filled                

***unfilled roles  

 

Table 5.1.2: STP Lead Recruitment 
               

 Applicants Shortlisted Offers Acceptances 

Year 
Vacancies 

No 
Total F M %F %M Total F M %F %M Total F M %F %M Total F M %F %M 

2015-16 2 26 3 23 13 87 3 0 3 0 100 2 0 2 0 100 2 0 2 0 100 

2016-17 0 - - - - - - - - - - - - - - - - - - - - 

2017-18 1 8 2 6 25 75 1 0 1 0 100 1 0 1 0 100 1 2 1 0 100 
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GL Recruitment 

Recruitment for Crick GLs takes place separately, via annual ‘open advert’ searches. Figure 5.1.1 shows the searches conducted to date. 

 
Figure 5.1.1: Crick GL Searches 

Sept 2016  -  Crick 6+6 early career GL call 

Apr 2017  -  Joint Crick/university partner physical sciences GL call 

Oct 2017  -  Crick 6+6 early career GL call 

Sept 2018 -  Crick clinician scientist GL call 

Sept 2018  -  Crick 6+6 early career GL call 

 

Applications are reviewed by our Search Committee, which is made up of around 20 Crick Faculty members and has a gender distribution to match that of our 

current Faculty. Each application is considered thoroughly by at least five Committee members. The Crick is a signatory of the Declaration on Research 

Assessment (DORA) so Search Committee members must consider these principles when shortlisting. The initial shortlist is discussed by the entire Search 

Committee. Between 15 and 30 candidates are then invited to attend a two-stage recruitment process. For the first stage they give a seminar to the Institute, 

after which promising candidates are invited back for a ‘chalk-talk interview’.  

 
Table 5.1.3: GL Recruitment 

GL category 
Applicants Shortlisted Offers Accepted 

Total F M %F %M Total F M %F %M Total F M %F %M Total F M %F %M 

2016-17 Crick 6+6 381 114 267 30 70 18 6 12 33 67 7 3 4 42 58 3 2 1 67 33 

2017-18 Joint 
Crick/universities 
Physical sciences 

76 17 59 22 78 14 6 8 43 57 5 3 2 60 40 4 2 2 50 50 

2017-18 Crick 6+6 271 97 174 36 64 15 4 11 27 73 4 2 2 50 50 4 2 2 50 50 
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Table 5.1.3 shows that we receive significantly more applications from men than women, which 
is particularly problematic when you take in to account the current over-representation of male 
GLs and SGLs at the Institute. We initially introduced unconscious bias training to the Search 
Committee to facilitate better decision-making but have since opened it up to all Crick staff, 
especially encouraging those involved in recruitment to attend (Action 3.2). All members of the 
GL Search Committee have completed the training. The Committee also adopted an informal 
target to shortlist at least one third female candidates. This target was reached in 2016-17 and we 
recruited two female GLs and one male GL. We didn’t reach this target when shortlisting for our 
2017-18 recruitment round, although we still appointed an equal number of male and female GLs 
(Actions 3.1, 3.2). The impact of this is demonstrated in our staff data, which shows an improving 
gender balance among our 6+6 GLs since the Crick became operational (Table 4.2.3 and Figure 
4.2.3).  
 
At the time of writing, interviews for our latest open searches are ongoing. For the 6+6 positions 
we received 304 applications of which 83 (27%) were from women. We shortlisted 18 applicants, 
including eight women (44%). For the clinician scientist call we received 17 applications of which 
four (24%) were from women. We shortlisted four applicants, including two women, meaning we 
surpassed our one-third female shortlisted candidates for both searches. Two of the female 
shortlisted candidates had recently given birth when invited to interview so we made adjustments 
to our recruitment processes to support them attending.  
 

“Thank you so much for all of the effort you put into making my visit to the 
Crick a resounding success. Everything went smoothly, thanks in great part to 
your assistance troubleshooting my computer issues and help coordinating 
shipment of my milk back to the States. (It arrived on schedule and in great 
condition!). Thank you for being so accommodating, and for ensuring that I 
had ample time and a private space to pump during my interview days. I 
appreciated our discussion of the recruitment process and hearing about the 
milestones and expectations built into the 6+6 early career investigator 
programme. The Crick is a phenomenal institution, and I would jump at the 
chance to establish my independent career among such esteemed company.” 
Female shortlisted 6+6 candidate, March 2019 

 
One of our male shortlisted candidates was also a new parent at the time we invited him to 
interview and we rescheduled his interview to accommodate his paternity leave.  
  
We do not currently collect, record and monitor ethnicity data across the full GL recruitment 
process. However, we do ask applicants to disclose this information in their initial application. 
From these data we are able to see that 25 - 28% of GL applicants identify as BME (Table 5.1.4). 
HESA data show that 15.1% of non-professor academic staff in the UK were from a BME 
background. This suggests our percentage of BME applicants is considerably higher than that of 
the available pool for early-career GL positions. We do not currently align these data with gender 
information so we cannot conduct an intersectional analysis (Actions 3.1, 3.4). 
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Table 5.1.4: Ethnicity of GL applicants  

GL Category 
Applicants 

Total BME W DNS* %BME %W %DNS 

2016-17 Crick 6+6 381 95 261 25 25 69 7 
2017-18 Joint 
Crick/universities 
Physical sciences 

76 21 46 9 28 61 12 

2017-18 Crick 6+6 271 75 178 18 28 66 7 
 
* Did not say (DNS)
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University Attachment GL Recruitment  
The main mechanism for recruitment of university researchers into the Crick is the ‘Crick-University attachments’ programme, operated in partnership with 
our partner universities. The scheme includes secondments and satellite groups. We recruit attachments via annual calls. This competitive process allows 
university research GLs to apply to have part or all of their research team based at the Crick for up to 6 years. Applicants apply to their university partnership 
office. The partnership offices run an internal process to select the applicants that they put forward to the Crick. Applications are then reviewed by a joint panel 
made up of Crick and university representatives. Shortlisted applicants are then invited to interview and the panel makes a final decision for each applicant. To 
date there have been four rounds of recruitment for university attachments. We have chosen to present data about seconded GLs only since they work full-
time at the Crick (satellites do not) and are considered part of the Crick’s workforce. The gender balance of current seconded GLs is 50:50 (5F,5M). (extra 
words: 170) 
 

Table 5.1.5: Seconded GL Recruitment 

Year 
Applicants Shortlisted Offers Acceptances 

Total F M %F %M Total F M %F %M Total F M %F %M Total F M %F %M 
2015 10 5 5 50 50 8 4 4 50 50 6 3 3 50 50 6 3 3 50 50 
2016 4 2 2 50 50 4 2 2 50 50 4 2 2 50 50 3 2 1 67 33 
2017 7 1 6 14 86 3 0 3 0 100 0 0 0 0 0 0 0 0 0 0 
2018 3 0 3 0 100 2 0 2 0 100 1 0 1 0 100 1 0 1 0 100 
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In our AS questionnaire we asked all staff for their views on the treatment of different genders in our recruitment processes. While the majority were positive, 
a high percentage of staff answered ‘neither agree nor disagree’. This suggests that we need to raise awareness of the measures we take to prevent gender 
discrimination during recruitment (Action 7.1). However, it is worth noting that a large number of our current workforce migrated from our legacy institutes 
and therefore were not recruited by the Crick. Notably, 9% of BME women disagreed with the statement ‘People of different genders are treated equally when 
they are recruited to the Crick’ and 10% disagreed that ‘the Crick takes positive steps to ensure there is no gender bias in recruitment.’ This is compared to 4% 
and 5% of white women who disagreed with the two statements respectively (Figures 5.1.2 and 5.1.3). 

Figure 5.1.2: Data from AS questionnaire – ‘People of different genders are treated equally when they are recruited to the Crick’  
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Figure 5.1.3: Data from AS questionnaire– ‘The Crick takes positive steps to ensure there is no gender bias in recruitment’ 
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(ii) Induction 
Figure 5.1.4: Crick onboarding process, snapshot from Cricknet 

 

 

 

The Crick induction programme aims to integrate new employees into the Institute so that they 
are safe at work and encouraged to become effective and motivated members of the team. It is 
an ongoing process with reference material that can be accessed before, during and after the 
formal induction process by all staff via CrickNet (Figure 5.1.4). 
 
The general induction process involves two mandatory events, one run by our Safety, Health and 
Sustainability (SHS) team, the other by HR. Attendance at the SHS session is a requirement for 
being issued with a building pass, while the HR session provides new starters with key information 
that they will find useful in their first few weeks. Within one month of joining the Crick, new 

• Formal offer of employment

• 'Keep warm' emails

• 'First day at the Crick' email

• Safety induction

• Manager and team induction

• New starter induction

• Hub introduction

• Crick Lab tour

• New starter online training

• Role-specific inductions

• Scientific inductions

• New Starter Welcome event

Crick on-boarding process

Section 3 – Action Plan  

Action 3.1 - Increase the number of applications from women and under-
represented groups to all types of GL positions  

Action 3.2 - Continue to increase the proportion of female GLs 
Action 3.4 - Benchmark recruitment of staff identifying as BME 

Action 3.5 - Maintain recent improvement in gender balance for the 
recruitment of professional roles 
Action 3.6 - Investigate and address imbalance towards more women 
being appointed to the technical workforce 
Action 3.7 - Improve gender balance in future recruitment of STP leads 
and deputy leads 
 

Section 4 – Action Plan 
Action 4.2 - Increase EDI and unconscious bias training course uptake 

 
Section 7 – Action Plan 

Action 7.1 - Improve perception of the Crick as an inclusive employer 
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starters are also required to complete online training, including a module on equality, diversity 
and inclusion, and they are encouraged to sign up for unconscious bias training, although general 
staff attendance is not currently monitored (Actions 4.2, 7.1). In addition, an optional quarterly 
welcome event gives new employees an overview of the Crick’s strategy and our key 
achievements. In addition to the general induction process, we also have a number of role-specific 
inductions and 1:1 inductions for new managers. 
 
As most of the induction processes are mandatory, attendance is very high (~100%). We currently 
collect feedback on role-specific inductions but not for the general inductions.  
 
(iii) Promotion 
Our 6+6 GLs work at the Institute for no more than 12 years before being supported to find 
scientific leadership positions elsewhere. Similarly, we actively support our PTFs to find positions 
outside the Crick after their fellowships end. Therefore, we do not have a process in place for 
promoting GLs and PTFs at the Crick. We also do not have a routine promotions procedure for 
operations staff. These staff can apply for more senior positions as they become available.  
 
Our technical staff do however, have the opportunity to progress within the Crick. We provide 
clear guidance on CrickNet, which sets out what managers need to take in to account when 
considering whether to promote technical staff. It explains that decisions about promotion should 
be made on suitability against the job description rather than length of service or discriminatory 
criteria (Action 4.1). 
 
All promotion applications are reviewed by HR and, if accepted, the employee will be invited to 
attend a panel interview. The panel usually consists of 3 people and includes at least one woman 
and one man. Promotion panellists are selected based on appropriate knowledge and expertise 
and wider institute objectives. If the application for promotion is unsuccessful, the employee will 
be offered feedback through their manager, and they will have the right to appeal against the 
decision. If appropriate, the employee and manager might consider building a development plan 
that focuses on priority areas for development. 
 

“I was thrilled to be promoted from LRS to SLRS in 2018. Throughout the 

application process I received excellent support from HR and the training I 

received in preparation for my interview was very helpful.” 

SLRS (F) 
 
In 2017 and 2018, a disproportionate number of female technical staff were promoted compared 
to the gender distribution of this workforce (Table 5.1.6). In our AS questionnaire, 56% of male 
technical staff said they ‘are aware of career progression opportunities in the Crick’, compared to 
41% of female technical staff (Table 5.1.7). While overall awareness can therefore be improved 
(Action 5.1), these data show that low awareness among male technical staff cannot account for 
the difference in male and female promotions. The lower uptake of training opportunities by male 
technical staff could be a possible explanation (Figure 5.2.2) but further investigation is required 
(Actions 4.3, 7.3). 
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Table 5.1.6: Promotion of technical staff, 2017 -2018 

Year 
Applicants Awarded 

Total F M %F %M Total F M %F %M 

2017 26 15 11 58 42 22 13 9 59 41 

2018 8 8 0 100 0 7 7 0 100 0 

 
Table 5.1.7: Technical staff response to AS questionnaire – Career progression questions 

Technical staff - Positive response %F %M 

I am happy with my career progression to date 51 48 

I am aware of the career progression opportunities available to me at the 
Crick 41 56 

I am aware of the career progression opportunities available to me 
outside of the Crick 42 60 

 
 

 
 Section 4 – Action Plan 

Action 4.1 - Maintain and develop the support provided to all staff for 
career planning and development 
Action 4.2 - Increase EDI and unconscious bias training course uptake 
Action 4.3 - Investigate gender imbalance in attending training courses 

 
Section 5– Action Plan  

Action 5.1 - Ensure that male and female technical staff are equally 
supported at all stages of the promotion process 

 
Section 7– Action Plan 

Action 7.1 - Improve perception of the Crick as an inclusive employer 
Action 7.3 - Develop a tailored leadership programme targeted to staff 
whose role requires additional leadership abilities 
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5.2. Career development 
(i) Training  
Figure: 5.2.1 – Training opportunities poster displayed across the Crick  

(text obscured) 
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Table 5.2.1: Examples of training delivered  

Trainer Examples of types of training delivered 

Research leaders 
Peer Review, Postdoc to PI, Experimental Design, 
Statistics for Biologists, Unconscious Bias 

Learning and development team 
Personal development, IT Software Training, Research 
Ethics, Career and CV Advice, Coaching and Mentoring, 
Leadership 

HR partners Recruitment and Selection, CV Advice 

Research and support staff 
Science Clubs and Forums, Skill Share, Technology 
Seminars, Public Engagement 

External providers / Consultants 
Bioinformatics and IT software, Mentor Training, 
Management Training, Science Communication, 
Respectful Communication 

 
We offer a broad selection of training courses, ranging from scientific skills and computational 
biology to personal and career development. Courses are available to all Crick staff and students 
except where training is role-specific.  
 
Upcoming training events are promoted to ensure maximum exposure to all staff and students: 
• Weekly emails listing upcoming events are sent to technical staff, PTFs and PhD Students 
• Events for the coming week are listed in an all staff email on Monday mornings and on the 

training pages of CrickNet 
• Posters around the Institute (Figure 5.2.1) 
• Upcoming training events provided on CrickNet 
 
Training events range in size from auditorium-based courses through to workshops for 30 people 
and 1:1 training sessions, such as help with CV writing or professional registration guidance. These 
are delivered by a mixture of internal and external trainers (Table 5.2.1). In addition to the HR and 
learning and development staff, Crick students, PTFs and technical staff are given the opportunity 
to run science clubs and forums, take part in research ethics workshops and present technology 
seminars to peers and lay-science talks to Crick operations staff. GLs act as trainers in peer review, 
experimental design, statistics, unconscious bias and the ‘postdoc to PI’ programme. Career 
training is also widely available for all staff groups (described in more detail in sections 5.2(iii) and 
5.2(iv)) and our 6+6 GLs are also assigned mentors as soon as they join the Crick (Actions 4.1, 4.2, 

5.2). 
 
Uptake of training opportunities is generally high across the Institute. Attendance among the 
research and technical staff groups and the student cohort is skewed towards women, even when 
the gender distributions of those workforces are taken in to account (Figure 5.2.2). This trend 
persists when the data is broken down by training type (Action 4.3). Exceptions to this trend are 
induction and SHS training because they are both mandatory (Table 5.2.2) (Action 4.2). 
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Figure 5.2.2: Uptake of training by staff group and gender, 2015-18 

 

Table 5.2.2: Uptake of different types of training by gender, 2015-18  

Type of training 2015-16 2016-17 2017-18 
Total F M  %F  %M Total F M  %F  %M Total F M  %F  %M 

BRF 0 0 0 0 0 664 405 259 61 39 467 291 176 62 38 
Induction 900 381 519 42 58 1181 609 572 52 48 956 484 472 51 49 

IT / Software 215 148 67 69 31 898 554 344 62 38 1408 848 560 60 40 
Leadership / Management 23 15 8 65 35 102 70 32 69 31 182 108 74 59 41 

Professional & personal 
development 83 56 27 67 33 574 359 215 63 37 527 326 201 62 38 

Safety, health & sustainability 48 21 27 44 56 383 219 164 57 43 94 48 46 51 49 
Scientific skills development 10 6 4 60 40 215 143 72 67 33 111 72 39 65 35 

GRAND TOTAL 1279 652 627 51 49 4017 2359 1658 59 41 3745 2177 1568 58 42 
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Feedback is collected and analysed after all training sessions. We also gather feedback about our 
training provisions from our student cohort via our annual Student Experience Survey (SES). We 
ensure the questions in the survey reflect those included in the annual Postgraduate Research 

Experience Survey (PRES) so that we can use this to benchmark our performance. Table 5.2.3 
shows that we generally perform above the benchmark in terms of the availability of student 
training opportunities, with little difference between male and female respondents. However, we 
need to do more to encourage GLs to identify training opportunities for the students in their labs 
(Action 4.3).  
 
Table 5.2.3: Crick student survey responses regarding training - % positive 

Survey Question 
PRES 

2017 

Crick SES 

2018 ALL 

Crick SES 

2018 

Male 

Crick SES 

2018 

Female 

I have been able to take part in the following development opportunities 

My supervisor/s help me to identify my 
training and development needs as a 
researcher 

75 51 56 49 

Receiving training to develop my research 
skills 77 85 84 88 

Receiving training to develop my transferable 
skills 53 57 60 55 

Receive advice on career options 33 48 51 43 

 
We do not currently collect impact data for training (Action 4.4). However, next destination data 
for our PTFs and students provide an indication of the long-term impact of our training 
opportunities (see also section 5.2(iii) and (iv)). These data show that in 2015 - 2018, 40% of Crick 
PTFs continued their careers in academia, while an additional 52% left academia but took up a 
scientific role or a science-related role. However, there is a gendered aspect to this. A 
disproportionate number of female PTFs pursue careers outside academia (Figures 5.2.5 – 5.2.7). 
Similarly, 89% of Crick or legacy site PhD students, finishing their degrees between 2015-18 went 
on to pursue a career in science, 53% of whom remained in academia. This includes one student 
who went straight in to a GL position (Figure 5.2.9). Again, there is a gendered aspect to these 
data (see also section 5.2(iv)) (Actions 4.1, 5.2). 
 

 

Section 4 – Action Plan 

Action 4.1 - Maintain and develop the support provided to all staff for 
career planning and development 
Action 4.2 - Increase EDI and unconscious bias training course uptake 

Action 4.3 - Investigate gender imbalance in attending training courses 

Action 4.4 - Monitor and analyse the impact of training courses on the 
career and professional development of attendees 

 

Section 5 – Action Plan 

Action 5.2 - Provide support and training to all postdocs to pursue the 
career of their choice, regardless of gender or ethnicity 
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(ii) Appraisal/development review  
We operate an annual PDR process, which all staff are required to complete in order to receive an 
uplift in their pay or to move to the next point on their pay scale (PTFs and 1st 6 GLs only for the 
latter). Subsequently, PDR completion rates are 100% for all staff groups. We run training for all 
employees and specifically for managers on the PDR process and their responsibilities, but so far 
we have not recorded attendance. Our current PDR guidance prompts managers to ask their line 
reports about key achievements, career developments and wider contributions to the Crick.  
 
Crick managers are also encouraged to provide their line-reports with regular feedback 
throughout the year. Information on how best to do this is provided in our HR Manager induction 
and our Honest Conversations and Performance Management training courses. Data from our bi-
annual staff survey shows that over half of Crick employees, both men (56%) and women (55%), 
are happy with the feedback they receive on their performance. (Actions 1.3, 4.3, 7.3). 
 
Appraisal of SGLs’ research programmes - quinquennial reviews (QQRs) - are undertaken every 
five years and involve an interview with an ad hoc Scientific Review Committee composed of 
external international experts who are leading scientists from the field of research of the 
reviewees. We are currently conducting our first round of reviews meaning we cannot present 
outcomes data at this stage. In terms of external experts comprising our review panels, on average 
women make up 30% of invited expert reviewers and 21% of final panellists, both proportions we 
intend to increase in the future (Action 8.3). 
 

 
(iii) Support given to staff for career progression  
Due to our strategic focus on creating future science leaders to export across the UK and 
internationally, our research staff do not progress within the Crick.  
 
Instead, we focus on providing research staff with the information and skills they need when they 
leaving the Crick (Action 4.1). Our Academic Training team organises regular careers talks, many 
of which are delivered by Crick alumni, covering scientific careers in academia and industry, as 
well as other career options such as science publishing, policy, communication and administration 
(see also section 5.2(i)). The majority of Crick staff, both male and female, are happy with their 
career progression, and feel well-informed ‘about the career progression opportunities available 
to them outside of the Crick’ (Figures 5.2.3 and 5.2.4).  

Section 1 – Action Plan 

Action 1.3 - Improve monitoring of workload and increase proportion of 
staff reporting satisfaction with allocated workload 

 

Section 4 – Action Plan 

Action 4.3 - Investigate gender imbalance in attending training courses 

 

Section 7 – Action Plan 

Action 7.3 - Develop a tailored leadership programme targeted to staff 
whose role requires additional leadership abilities 

 

Section 8 – Action Plan 

Action 8.3 - Ensure diversity and gender balance on external science 
review committees including QQR and 6+6 review panels 
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Figure 5.2.3: Data from AS questionnaire – I am aware of the career progression opportunities 

outside of the Crick 

 

 

Figure 5.2.4: Data from AS questionnaire – I am happy with my career progression to date 

 

 

 
Specific career development opportunities for PTFs are listed in Table 5.2.4, with uptake by 
gender. The table shows that ‘Postdoc to PI’ training is skewed towards male attendees while 
‘careers beyond academia’ is skewed towards female attendees (Action 4.3). This trend is 
reflected in next destination data for our PTFs, which show that a disproportionate number of 
female PTFs leave academia (Figures 5.2.5 to 5.2.7 and discussed in section 5.2(i)) (Action 5.2). 
Nevertheless, it is encouraging to note almost equal numbers of male and female PTFs became 
GLs/Lecturers after leaving the Crick (Figure 5.2.5). (extra words: 94) 
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Table 5.2.4: Uptake of PTF specific career development opportunities  

Training Type Total F M %F %M 

Leadership training (e.g. EMBO) 28 13 15 48 52 

HEI teaching training 66 33 33 50 50 

Postdoc to PI training programme 55 24 31 44 56 

Work placements 2 2 0 100 0 

Careers beyond academia 79 58 21 73 27 

 
We do not currently collect data to assess the impact of our career development programmes and 
training opportunities (Action 4.4). However, we do receive anecdotal feedback about the effect 
they have had on Crick alumni’s careers and next destination data for PTFs give us an idea how 
successful our career development training is (Figure 5.2.5 – 5.2.7 and discussed in section 5.2(i)).  
 

“Deciding to apply for an independent position is extremely daunting, but the 

support I received from the academic team and the EMBO lab management 

and Postdoc-to-PI courses I attended equipped me with both the confidence 

and skills I needed to make this leap.” 

Former PTF (F) 

 
Figure 5.2.5: Next destinations for PTFs, by gender 
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Figure 5.2.6: Next destinations for PTFs in non-academic careers, by gender 

Figure 5.2.7: Next destinations for PTFs in science related careers, by gender 

 

Our 6+6 GLs receive advice and support from experienced SGLs, including a line manager and a 
mentor. Each 6+6 GL has an annual PDR with their line manager, which the mentor is invited to 
attend as an observer. The Crick Mentoring Committee, chaired by the Associate Research 
Director, standardises and monitors the mentoring programme, serving as a moderation panel. It 
also meets with all 6+6 GLs on a quarterly basis, providing additional feedback to the 6+6 GLs or 
mentors as needed. The role of the mentor is to provide extensive career mentoring to the 6+6 
GL throughout the 12 years of their contract at the Crick, providing methods for self-development, 
sharing knowledge and understanding, and planning their career development. Mentors, although 
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themselves experienced SGLs, receive formal training through the Crick and external experts on 
mentoring best practice (Action 4.1).  
 
Crick 6+6 GLs also receive a mid-term advice panel as part of the mentoring process. The panel 
comprises the GL's mentor, line manager, two external scientific assessors, and is chaired by the 
Associate Research Directorate. This usually takes place in the 3rd/4th year of the GL’s 
appointment. The 6+6 GL submits a report and delivers a 30-minute presentation to the panel 
with subsequent discussion and written feedback. The panel’s assessment is not a formal review. 
Instead, the panel acts as a "critical friend", reviewing the GL’s progress and advising them on how 
to further develop their research programme. Additionally, 6+6 GLs are supported to attend, in 
their first year, the EMBO Lab Management course for GLs - a 4-day residential course to develop 
leadership skills and gain a wider peer-network. (extra words: 269) 
 
Unlike our PTFs and 6+6 GLs, our technical staff do have the opportunity to progress within the 
Crick and we support them to do so. Since signing the Technician’s Commitment in September 
2017, the Crick has taken a number of actions to improve career progression opportunities for our 
technical staff. These include: 
 
• Amended wording on internal adverts for training courses to encourage attendance by 

technical staff 
• Introduced an LRS specific induction 
• Conducted a survey of LRSs, with support from the LRS Network  
• The Crick’s latest public exhibition, Craft and Graft, which has gained national recognition, is 

all about the role of technicians in delivering science. It shines a spotlight on staff from five of 
our STPs (Figure 5.2.8). 

 
Nonetheless, Table 5.1.7 in Section 5.1(iii) shows that only 51% of female and 48% of male 
technical staff are happy with their career progression to date. Additionally, only 41% of female 
technical staff and 56% of male technical staff are aware of the career progression opportunities 
available to them at the Crick. This requires further investigation, especially the latter given a 
greater proportion of female technical staff attend training than male technical staff (Actions 4.1, 

4.3, 4.4, 5.1). 
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Figure 5.2.8: Photos of Craft and Graft Exhibition and the professional registration award 

ceremony for technical staff 
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(iv) Support given to students for research career progression 

In addition to the comprehensive core training opportunities detailed in 5.2(i), the following 
dedicated careers-related training events are provided for our PhD students.  
 
• A ‘What can you be with a PhD?’ series of monthly careers talks, covering careers in 

consulting, pharma, science policy, healthcare, lectureship, data science, regulatory affairs, 
science outreach, and presented by former PhD students and PTFS.  

• Work placements for 2nd and 3rd year PhD students – 32 students completed to date (22F, 
10M).  

• Seminars on finding and funding a postdoctoral fellowship  
• 1:1 CV advice from careers consultants or in-house trained HR advisors - 68 students attended 

to date (45F,23M). 
 

Student uptake of training opportunities and feedback from the Crick’s student survey were 
discussed in Section 5.2(i) and included in Figure 5.2.1 and Table 5.2.3 respectively. As previously 
mentioned, we do not currently collect impact data to evaluate our training and career 
progression opportunities (Action 4.4). However, we do collect next destination data for our 
students (also discussed in section 5.2(i)). Figures 5.2.9 – 5.2.11 show that a disproportionate 
number of female students pursue a science-related career rather than a scientific career or a 
career in academia. This reflects trends in the uptake of training and mirrors PTF next destination 
data, discussed in previous sections (Actions 4.1, 4.3, 4.4, 5.2). 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

Section 4 – Action Plan 

Action 4.1 - Maintain and develop the support provided to all staff for 
career planning and development 
Action 4.3 - Investigate gender imbalance in attending training courses 

Action 4.4 - Monitor and analyse the impact of training courses on the 
career and professional development of attendees 

 

Section 5 – Action Plan 

Action 5.1 - Ensure that male and female technical staff are equally 
supported at all stages of the promotion process 

Action 5.2 - Provide support and training to all postdocs to pursue the 
career of their choice, regardless of gender or ethnicity 
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Figure 5.2.9: Student next destinations  

 

 

Figure 5.2.10: Student non-academic next destinations 
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Figure 5.2.11: Student science-related next destinations 

 

 
(v) Support offered to those applying for research funding 
We have a dedicated grants team that identifies appropriate funding opportunities (Figure 5.2.12) 
and use the Crick’s internal communications (e.g. weekly all staff emails and CrickNet), to make 
our researchers aware of them.  
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Section 4 – Action Plan 

Action 4.1 - Maintain and develop the support provided to all staff for 
career planning and development 
Action 4.3 - Investigate gender imbalance in attending training courses 

Action 4.4 - Monitor and analyse the impact of training courses on the 
career and professional development of attendees 

 

Section 5 – Action Plan 

Action 5.2 - Provide support and training to all postdocs to pursue the 
career of their choice, regardless of gender or ethnicity 
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Figure 5.2.12: Information on funding opportunities from CrickNet 

 
Our grants team also supports Crick researchers at all stages of the funding application process 
and, once an award is granted, helps our researchers manage their grants. Both GLs and PTFs are 
encouraged to apply for external funding.  
 
Specific pre-award activities include: 
• Identification 
• Dissemination and targeting of funding opportunities 
• Eligibility checks 
• Mock interviews 
• Drafting and refining of budgets 
• Management of award acceptance 
• Facilitation of contract negotiation 
 
Specific post-award activities include: 
• Setting up of project and budget system 
• Kick-off meeting with awardee 
• Financial management of award 
 
Data collection processes for research funding are still in their infancy. We are building an 
expectation amongst our PTFs and GLs that they will apply for response mode funding, which was 
not the case at our legacy institutes. This means that in the future we should have a far more 
extensive data-set, which we can use to identify trends and monitor progress (Action 5.3). 
 
Table 5.2.5 shows that slightly more female than male PTFs apply for grants, even when 
considering the overall gender split in this staff category. However, female applicants were 
substantially less successful (Action 5.4). Conversely, there is very little difference in the 
percentage of grant applications made by female and male GLs relative to the gender balance of 
our Faculty (Table 4.2.3), and success rates between the two genders are broadly the same.  
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Table 5.2.5: Grant applications and success rates 

 Submitted applications Successful applications 

2015-2018 Total F M %F %M Total F M %F %M 

PTFs 124 73 51 59 41 30 12 18 40 60 

Group Leaders 138 37 101 27 73 53 14 39 26 74 

 

 

 Section 5 – Action Plan 

Action 5.3 - Improve data collection for grant and fellowship applications 
and success rates 

Action 5.4 - Investigate and address gender bias towards men in 
postdoctoral fellowship success rates 
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5.3 Flexible working and managing career breaks (Words: 1035) 

(i) Cover and support for maternity and adoption leave: before leave  
(ii) Cover and support for maternity and adoption leave: during leave 
(iii) Cover and support for maternity and adoption leave: returning to work  
The Crick’s maternity and adoption leave policies provide all employees, including those on part-
time and fixed-term contracts, with 18 weeks at full pay and eligibility is based on qualifying length 
of service.  
 
The support we provide to those taking maternity and adoption leave before, during and after 
their leave is displayed in Figure 5.3.1. The introduction of the guide to managers and the childcare 
allowance, which gives parents up to £2,000 per annum towards registered childcare for children 
under three, were both led by our GMiS Committee. 
 
The contracts of PTFs and 6+6 GLs who take periods of maternity, parental or other qualifying 
leave are extended. Such extensions are granted after each period of leave, and the duration of 
the extension is equivalent to the amount of time lost from the FTC, up to a maximum of one year 
on each occasion. Extensions are granted regardless of whether the project is funded externally 
or core funded and the post-holder is not replaced until the end of the extended contract. Core 
funding is made available in cases where the employee’s salary is funded through an external 
grant and the funding body does not cover maternity/parental leave costs or allow an extension. 
This ‘stop the clock’ approach reflects the Crick’s commitment to being at the forefront in 
developing future science leaders, and to promoting gender equality. It is intended to promote 
consistent and fair decision-making and ensure that those taking parental leave are not penalised 
in terms of the time available to complete scientific projects. 
 
Our Science Resource Allocation Panel considers requests for cover or other alternative staffing 
arrangements where a PTF or GL is absent due to maternity or other parental leave. Options for 
cover depend on affordability and availability of suitable skills and may include temporary 
replacement by a current employee or an external appointment (Action 6.2).  
 
When we asked staff about our maternity, paternity and parental leave policies, 30% of female 
respondents and 12% of male respondents said that they were not happy with the support 
provided to them before, during and after leave (Figure 5.3.2). Similarly, 38% of female 
respondents felt that taking maternity or adoption leave had a negative impact on their career. In 
contrast, 65% of male respondents said taking parental leave had no impact or a positive impact 
on their career (Figure 5.3.3). We are taking actions to tackle these issues, including setting up a 
working group to consider all aspects of being a parent at the Crick, investigating how to improve 
the support provided before, during and after maternity and adoption leave, and how to address 
differences between genders in their experiences of these policies. This group will feed in to our 
broader AS SAT and EDI Committees (Actions 6.1, 6.2, 6.3, 6.4). 
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Figure 5.3.1: Crick support before, during and after parental leave (see abbreviations list for KIT and SPLIT) 
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Figure 5.3.2: Data from AS questionnaire – Were you happy with the support given to you before, 
during and after leave? 

 

Figure 5.3.3: Data from AS questionnaire – How did parental leave affect your career? 

 
 

(iv) Maternity and adoption return rate  

Table 5.3.1: Maternity and adoption leave returners 

Reporting 
year 

Total leave 
takers 

Returners 
On same 

hours 
On different 

hours 
Total 

returners 
% Total 

returners 
Sept 2015-
Aug 2016 35 26 5 31 89 

Sept 2016 - 
Aug 2017 24 14 2 16 67 

Sept 2017 - 
Aug 2018 14* 11 1 12 86 

*25 still on maternity leave as at 31/08/18  
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Uptake of maternity leave and return rates at the Crick are presented in Table 5.3.1 above, and 

include one case of adoption leave (2017-18). Our data show that the return rates after leave are 

generally good. 

 

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

Crick employees are entitled to extended leave if their partner is having a baby or if they and their 

partner are jointly adopting. This includes maternity support (paternity) leave and shared parental 

leave. Our shared parental leave is generous. Employees receive 18 weeks at full pay, which they 

can take at any time within the 50 available weeks. Nonetheless, uptake of shared parental leave 

is low (Table 5.3.2) (Action 6.3).  
 

Table 5.3.2: Uptake of paternity, parental and shared parental leave 

Reporting year 
Type of leave 

Paternity  Parental/ 
adoption  

Shared 
parental  

Sept 15 - Aug 16 15 2 1 

Sept 16 - Aug 17 17 3 0 

Sept 17 - Aug 18 17 5 4 

 

On 19 July 2018, our Family Network held an event on shared parental leave. It discussed the 

benefits of sharing childcare responsibilities in a baby’s first year and explained how it works for 

Crick employees. Since this event, eight people have taken shared parental leave (1F,7M), 

doubling the uptake compared to last year.  

 

I'm very happy that the Crick gave me the opportunity to bond with my child 
by providing paid shared parental leave. I hope more UK research centres will 
follow the Crick’s lead. 
Project Research Scientist (M) 

 

 

(vi) Flexible working  

Working practices at the Crick are flexible. Staff and students are responsible for their own 

working patterns so most flexible working is undertaken informally and not recorded. For 

permanent changes to working patterns, or more substantial changes to hours etc. the Crick has 

a formal process by which all employees can request to work on a flexible basis, including part-

time, compressed hours, job-share and term-time working. We have a range of family-friendly 

policies and provide guidance for managers and employees via CrickNet and induction processes 

to accommodate such requests. We also provide staff with laptops with VPN access and access to 

teleconference call facilities so that they can work remotely. To date, all flexible working requests 

have been approved. However, women accounted for 84% of applications between 2015-18 

(Figure 5.3.4). In our AS questionnaire, 57% of women and 52% of men said they were not aware 

of how to request flexible working but this broad lack of awareness does not account for the 

gender bias in applications. This is very likely to be linked to the higher number of women taking 

extended parental leave (maternity leave) and amending their hours upon their return (Table 

5.3.1). Staff are unlikely to familiarise themselves with the flexible work policy until they want to 

change their working pattern. We will therefore improve awareness of flexible working policy, 

specifically for managers (Actions 6.2, 6.5).   
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Figure 5.3.4: Flexible working applications by gender and year  

 
 
(vii) Flexibility in contracted hours after career breaks 

Staff returning from career breaks can request changes to their working pattern, temporarily or 

permanently. This is part of our flexible working policy and our broader package of family friendly 

policies. The number of staff returning from maternity and adoption leave with different 

contracted hours is provided in Table 5.3.1.  
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(viii) Childcare 
The Crick’s family-friendly policies and child care provision are set out in Table 5.3.3. 
 
Table 5.3.3: Crick’s family friendly policies  

Family friendly policies as of 01.01.2019 Summary 

Maternity, adoption and surrogacy leave Policy around support, leave & pay  

Shared parental leave Policy around support, leave & pay  

Parental leave Policy around support, leave & pay  

Special leave Policy for urgent & unforeseen personal circumstances 

Unpaid leave Policy for employees who would like to take more time off work than normal 

Flexible working Policy setting out approach to flexible working 

Additional annual leave purchase Option for all staff 

Family network Informal staff network for all who have family responsibilities 

Bringing children into the workplace Backstop policy if childcare arrangements fail and nothing else is available 

Breastfeeding & expressing facilities Mother and baby room available 

Employee assistance programme Online/telephone support for practical and emotional challenges 

‘My Family Care’ backup resource Up to 2 sessions per year to help cover emergency care for children or adults 

Childcare support allowance Non-contractual benefit to offset the cost of registered childcare 

Tax free childcare Replacing government childcare voucher scheme  

24-hour GP service For employees and their immediate family members  

Baby change table Ground floor facilities 
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In our AS questionnaire, the majority of staff (64%) strongly agreed or agreed with the statement 
‘I am aware of the range of family-friendly policies available to support me at the Crick’ (Figure 
5.3.5). Slightly more women than men answered disagree or strongly disagree. In addition, 50% 
of staff strongly agreed or agreed with the statement ‘the Crick supports people with childcare or 
caring responsibilities’, with very little difference between the genders (Figure 5.3.6). A significant 
number of staff answered ‘neither agree nor disagree’ for both questions (25% and 42% 
respectively), which may be because staff without children or caring responsibilities are less likely 
to familiarise themselves with family-friendly policies (Action 6.1). Only 25% of those who 
participated in the AS questionnaire declared childcare responsibilities, which when used as a 
benchmark, suggests awareness of family-friendly policies and childcare provisions across the 
Institute is good. Nonetheless, the Crick is establishing a working group to investigate how it can 
improve the support it provides to staff who have childcare responsibilities (Actions 6.1, 6.2, 6.3, 
6.4, 6.5). 
 
Figure 5.3.5: Data from AS questionnaire – I am aware of the range of family-friendly policies 

available to support me at the Crick  
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Figure 5.3.6: Data from AS questionnaire – The Crick supports people with childcare or caring 

responsibilities 

 

(ix) Caring responsibilities 
We do not currently differentiate between staff who are carers and those who have childcare 
responsibilities. Staff who have caring responsibilities can benefit from our flexible working and 
family-friendly policies (Table 5.3.3) (Actions 6.5, 6.6). 
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Section 6 – Action Plan  
Action 6.1 - Improve awareness of family-friendly policies and support 
available at the Crick  
Action 6.2 - Improve the support provided before, during and after 
parental leave 
Action 6.3 - Increase the uptake of shared parental leave and recording 
of paternity leave 
Action 6.4 - Improve support to staff and students with children 
Action 6.5 - Improve awareness of the flexible working policy and process 
Action 6.6 - Review the existing special leave policy with consideration of 
those with caring responsibilities 
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5.4 Organisation and culture 
(i) Culture 
Equality and diversity are central to the Crick’s inclusive culture and have been key considerations 
throughout the process of developing and establishing the Institute, as explained in our Director’s 
opening letter of endorsement. In our AS questionnaire, the majority of staff (81%) strongly 
agreed or agreed that the Crick has an inclusive culture (Figure 5.4.1). 
 
Table 5.4.1 shows how we embed the AS Charter principles into the Crick’s culture. More specific 
examples of our commitment to equality and diversity include: 
 
• Our collaboration with the Wellcome Trust and GSK to hold our inaugural equality and 

diversity symposium, Equality, Diversity and Inclusion in Science and Health Research – 
September 2017. The second symposium will be held at the Crick in September 2019. 

• We have trained and promoted 40 accredited mental health first aiders to reduce the stigma 
of mental health issues and to provide support to staff. 

• We have established a good relationship with CamdenAbility, a local charity supporting 
people with disabilities and long-term health conditions to find work. So far, we have hired 
two people through this partnership. 

• Crick employees have participated in the StellarHE BME leadership programme and ICL’s 
Calibre leadership programme for disabled staff. 

• Proud Crick participated in Pride London in 2016, 2017 and 2018. In addition, in 2018 Proud 
Crick also ran a stall at Black Pride. 

• Crick PRISM hold an annual ‘Bring your culture to work day’ (Figure 5.4.1) 
 
 
Figure 5.4.1 – Photos of PRISM’s ‘Bring your culture to work day’ 
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Table 5.4.1 – Embedding AS Charter principles   

AS Charter Principles Activities include 

Recognise talents of all 

• Annual PDR process 
• Promotions procedure for technical staff 
• Signatory to Technician Commitment 
• Training and career development courses open to all staff 
• DORA signatory 
• Mentoring for all staff 

Advancing gender equality 

• Flexible working 
• Family friendly and childcare provisions 
• Unconscious bias and selection and onboarding training 
• EDI and GMiS Committees and now AS SG 

Address unequal gender 
distribution  
 

• Target of 50:50 gender balance for 6+6 GL recruitment 
• Gender balance sought on recruitment, promotion and scientific review 

panels 
• Increasing number of female speakers at Crick lectures 
• Good visibility of women on external website and CrickNet 

Tackle the gender pay gap 
• Annual audit 
• Equal pay review 
• Proactive recruitment of female SGLs  

Remove obstacles 

• Parental leave policies including ‘stop the clock’ process 
• Flexible working  
• Family friendly and childcare provision 
• Training and career opportunity course open to all staff 
• DORA signatory 
• Signatory to Technician Commitment 
• EDI policies 
• Meeting times and filming of Crick lectures 

Address short-term contracts 
• Training and career opportunity courses open to all staff, with specific 

courses for research staff 
• Bridging support provided to GLs 

Tackle discrimination against 
trans people 

• Stonewall diversity champions 
• Stonewall and GIRES (Gender Identity Research & Education Society) 

training 
• Equal opportunities policies 
• Diversity policy 
• Dignity at work policy 
• Transitioning at work policy 

Demonstrate senior 
commitment 

• CEO and COO on SAT/AS SG 
• EC approval for AS application and action plan 
• CEO is an AS Patron 
• GMiS Committee established prior to the Crick becoming operational 

Make structural and cultural 
changes 

• DORA signatory  
• Signatory to Technician Commitment 
• Unconscious bias and Respectful Communication training 
• Extended senior scientific leadership 
• Family friendly meeting times  
• EDI Committee and policies 

Consider intersectionality • Collecting diversity data for all staff and throughout recruitment processes 
• PRISM 
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In addition, we have our EDI Committee and the other staff networks listed in Section 2. These 
networks are initiated by employees and are made up of people who share a common interest or 
trait. Each network elects its own Chair but the Crick actively supports them with resources to 
communicate and exchange ideas and to build the network as well as funding for events. The 
networks are a great success, are very popular among staff and provide thought leadership and 
support across the Institute. 
 
Despite extensive equality and diversity activity at the Crick, only 58% of male and female staff 
said they were aware of the AS Charter in our AS questionnaire. We hope this will have increased 
since we conducted the AS questionnaire as we have been keeping staff updated whilst drafting 
this application. Our EDI Committee and AS SG will continue to promote the AS Charter principles 
via various mechanisms including internal communications and events (Actions 1.2, 7.5). 
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Figure 5.4.1: Data from AS questionnaire – ‘The Crick has an inclusive culture’  
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Figure 5.4.2: Data from 2017 Crick staff survey - staff perceptions of the Crick’s culture (% of staff that agreed) 

 
 

The majority of female and male staff responded positively to questions about their perceptions of the culture in our annual staff survey, with the exception 
of ‘the Crick cares about my physical and mental wellbeing,’ which only 50% of staff agreed with (Figure 5.4.2). Accredited mental health first aiders were 
introduced after we conducted the survey in April 2017 to address these concerns. The question on discrimination, bullying and harassment also requires 
further investigation. The graph shows 10% of women and 7% of men have experienced discrimination, bullying or harassment while working at the Crick. Our 
Dignity at Work policy sets out a zero-tolerance approach to such behaviour and we have recently introduced Respectful Communication training, also known 
as Active Bystander training, to ensure all our staff understand that such behaviour is unacceptable (Action 7.2). 

Figures 5.4.1 and 5.4.3 suggest that a significant proportion of our BME staff have concerns about the Crick’s culture. In Figure 5.4.1, 21% of BME women 
neither agree nor disagree with the statement ‘the Crick has an inclusive culture’. Similarly, in Figure 5.4.3, 40% of BME men neither agree nor disagree with 
the statement ‘The Crick provides adequate support for under-represented minorities’, while 19% of BME women disagree (Actions 7.1, 7.5, 7.6).  
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Figure 5.4.3: Data from AS questionnaire – ‘The Crick provides adequate support for underrepresented minorities’  
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(ii) Institutional policies, practices and procedures 
The Crick is committed to creating equality of opportunity and promoting diversity and inclusivity. 
We ensure that these principles are reflected and implemented in all strategies, policies and 
practices. This is achieved with support from our EDI Committee and staff consultative forum. 
 
Set out in the EDI Committee’s ToR are its objectives and ways of working. These include: 
 
• Developing and monitoring key success measures for equality and diversity (Action 7.5) 
• Sourcing and analysing evidence to inform Crick policies. This involves consulting with a 

diverse range of stakeholders, particularly underrepresented staff groups, to get their views 
on proposed policies. This is done in collaboration with the staff networks. 

• Considering good practice and guidance from external sources (Action 7.6) 
• Working with the Crick’s staff consultative forum and staff networks to seek feedback from 

staff and to inform them of changes 
 

The EDI Committee’s strategy and action plan are published on CrickNet, along with the minutes 
of each meeting. Membership of the Committee is open to all staff, although requests for 
members may be targeted to certain staff groups to ensure the Committee is representative of 
the broader Crick workforce. The EDI Committee reports to the EC. 

 
(iii) HR policies  
Our HR policies are available for all staff to read on CrickNet. These include: 
 

• Equal opportunities policy 
• Diversity policy 
• Dignity at work policy 
• Guidance on reasonable adjustments 
• Grievance policy 

 
The implementation and effectiveness of these policies are assessed via Crick line-managers, HR 
partners and via the staff consultative forum. To ensure consistent implementation of these 

Section 1 – Action Plan 
Action 1.2 - Improve awareness of the AS Charter and SAT actions 
 
Section 7 – Action Plan 
Action 7.1 - Improve perception of the Crick as an inclusive employer 
Action 7.2 - Further develop support for mental health and wellbeing, 
regardless of gender 
Action 7.5 - Maintain a vibrant and effective EDI Committee 
Action 7.6 - Engage with external organisations and networks to discuss 
positive change and share best practice for equality and inclusivity matters 
 

Section 7 – Action Plan 
Action 7.5 - Maintain a vibrant and effective EDI Committee 
Action 7.6 - Engage with external organisations and networks to discuss 
positive change and share best practice for equality and inclusivity 
matters 
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policies and other HR processes, we recently moved some of our HR partners away from the 
institute operations office to the central hubs. This way they are closer to the staff they support 
and more involved in and aware of day-to-day interactions and activity in the labs, making it easier 
to spot and deal with inconsistencies or challenges as they occur. 
 
We also recently appointed a new leadership tier at the Crick, with the appointment of eight 
Assistant Research Directors (3F:5M). They will support the current leadership (Action 8.1) by 
taking over some of their line-management responsibilities, allowing all line-managers to spend 
more time with and provide greater support to their current line reports. This should improve the 
consistency with which line-management responsibilities are carried out across the Institute. 
 

 
(iv) Heads of units  
The Crick Leadership team is shown in Figure 2.4, including the gender of role holders as of 31 

January 2019. These positions either transferred across from our legacy sites or were appointed 
in line with the Crick’s recruitment processes, set out in section 5.1(i). In addition, our scientific 
leadership now includes the Assistant Research Directors mentioned above. These positions were 
all filled by current Faculty members. 
 
Men are over-represented in our scientific leadership. Only 4 out of 17 (24%) scientific leadership 
roles are filled by women. The Associate Research Director and Assistant Research Director roles 
rotate on a 5-year and 3-year basis respectively. We will take the gender balance in to 
consideration when deciding on the next appointments for these positions (Action 8.1), although 
we need to be careful not to overburden the few senior female members of the Crick’s current 
Faculty.  
 
Women occupy five of the 13 (39%) operational management roles. In total therefore, women 
make up 30% (9 out of 30) of the Crick Management team. 

 

Section 8 – Action Plan 
Action 8.1 - Increase the proportion of women in science leadership roles 

Section 8 – Action Plan 
Action 8.1 - Increase the proportion of women in science leadership roles 
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(v) Representation of men and women on committees  
Table 5.4.2: Gender balance on all Committees  

Committee type No. 
committees 

Committee membership 
Total F M %F %M 

Decision making committee 8 72 20 52 28 72 

Other decision-making 2 16 5 11 31 69 

Advisory & consultative committees 16 296 149 147 50 50 

Science user groups 14 153 46 107 30 70 
 
Table 5.4.3: User group membership  

User group name Members F M %F %M Chair 
F/M 

Chair 
Grade 

Advanced Light Microscopy 11 2 9 18 82 M RP7 

Advanced sequencing 9 1 8 11 89 M RP7 

Bioinformatics & biostatistics 8 1 7 12 88 F RP7 

Cell services 9 4 5 44 56 M RP7 

Experimental histopathology 11 5 6 45 55 M RP7 

Flow cytometry 6 3 3 50 50 M External 

High throughput screening 10 2 8 20 80 M RP7 

Mass spectrometry 
Metabolomics 11 3 8 27 73 F RP7 

Electron microscopy 12 3 9 25 75 M RP6 

Peptide chemistry 10 3 7 30 70 M RP7 

Making lab 14 2 12 14 86 M External 

Mass spectrometry proteomics 11 3 8 27 73 M RP7 

Structural biology 12 3 9 25 75 M RP7 

BRF Strategic Oversight 
Committee (BRF-SOC) 19 11 8 58 42 M RP7 
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Table 5.4.4: Committee membership, including Chair gender and grade 
Committee 

Members F M %F %M Chair 
F/M 

Chair 
Grade Type Name 

KE
Y 

DE
CI

SI
O

N
-M

AK
IN

G 

Trustee Board 14 5 9 36 64 M External 

Remuneration 
Committee 4 0 4 0 100 M External 

Audit & Risk 
Committee 12 5 7 42 58 M External 

Nominations 
Committee 7 2 5 29 71 M External 

Executive Committee  10 2 8 20 80 M RP8 

Finance Committee 8 3 5 38 62 M IO8 

Science Management 
Committee  10 2 8 20 80 M RP8 

Science Resource 
Allocation Panel 7 1 6 14 86 M RP8 

O
TH

ER
 

DE
CI

SI
O

N
-

M
AK

IN
G  Conferences 

Committee 10 4 6 40 60 M RP7 

Awards Committee 6 1 5 17 83 M RP8 

AD
VI

SO
RY

 A
N

D 
CO

N
SU

LT
AT

IV
E 

AS SAT 19 10 9 53 47 M & 
F 

RP7 (M) 
& IO8 

(F) 
University & 
Academic 
Partnerships 
Committee 

12 2 10 17 83 M External 

Capital Steering 
Group 12 2 10 17 83 M IO8 

Broader Leadership 
Group 30 11 19 37 63 M RP8 

Research Degrees 
Committee 22 16 6 73 27 F IO6 

Faculty Committee 18 7 11 39 61 F RP7 

Staff Consultative 
Forum 27 15 12 56 44 F IO8 

Equality, Diversity & 
Inclusion Committee 17 9 8 53 47 M RP7 

Gender Matters in 
Science Committee 17 14 3 82 18 F IO6 

Postdoc Committee 27 16 11 59 41 - Chair 
rotates 

PhD Student 
Committee 26 18 8 69 31 F Student 
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Committee Members F M %F %M Chair 
F/M 

Chair 
Grade Type Name 

AD
VI

SO
RY

 A
N

D 
CO

N
SU

LT
AT

IV
E Scientific Advisory 

Board 13 3 10 23 77 M External 

Translation Advisory 
Board 15 6 9 40 60 M IO8 

General Health & 
Safety Committee 20 10 10 50 50 M RP7 

Biological, 
Radiological Safety 
Committee 

14 7 7 50 50 M RP7 

SHS Audit 
Committee 7 3 4 43 57 M External 

 
Table 5.4.5 Distribution of Committee Chairs  

Committee type No. committees F M %F %M 

Key decision-making  8 1 8 12 88 

Other decision-making 2 0 2 0 100 

Advisory & consultative  16 6 10 37 63 

Science User Groups 14 2 12 14 86 
 
Table 5.4.6: Numbers of staff serving on multiple committees 

No. Committees  No. individuals F M %F %M 

1-2 283 133 150 47 53 

3-4 28 10 18 36 64 

5-6 11 4 7 36 64 

>6 5 1 4 20 80 
 
The membership of our Committees are decided in a number of different ways. Our founders play 
a key role in deciding who sits on the Board as well as the Remuneration, Audit and Risk and 
Nominations Committees. Membership of the key management committees, including SMC, EC 
and Finance Committee are ex officio. The members of some committees, such as the Conference 
Committee and Awards Committee are appointed by senior leadership, while others, such as 
Faculty Committee and Staff Consultative Forum, are entirely independent of management and 
members are elected by staff. Members of our Postdoc, PhD, EDI and GMiS Committees are all 
volunteers.  
 
Members of our user groups are also volunteers and are usually GLs that are regular users of the 
facility the group monitors. The gender balance of these groups is, therefore, skewed towards 
men, reflecting the gender distribution of our Faculty (Table 5.4.3) (Action 8.4).  
 
Membership of our advisory and consultative committees is roughly 50:50 in terms of gender 
balance. However, only 38% of the Chairs are female. Currently, none of our decision-making 
committees are chaired by women. This is partly because the Chair positions are ex-officio 
meaning the imbalance will be rectified as we progress towards our long-term ambition of 
increasing the proportion of female GLs at the Crick (Tables 5.4.4 and 5.4.5) (Action 8.4).  
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Table 5.4.6 shows the number of staff serving on multiple committees. Significantly more men 
than women are serving on three or more committees. While we would ideally commit to 
replacing those men on three or more committees with female staff, it is unlikely that we will be 
able to do this until we significantly increase the proportion of female GLs at the Crick without 
‘overloading’ the female GLs we already have at the Institute. We intend to review our governance 
processes, including the number of Committees we currently have. As part of this we will consider 
the gender balance across all governance mechanisms (Actions 7.3, 8.4, 8.5, 8.6). 

 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Section 7 – Action Plan 
Action 7.3 - Develop a tailored leadership programme targeted to staff 
whose role requires additional leadership abilities 
 
Section 8 – Action Plan  
Action 8.4 - Increase the number of women in internal committees 
Action 8.5 - Ensure women in senior leadership roles are not 
disproportionately burdened on external and internal committees in an 
effort to attain gender balance 
Action 8.6 - Improve visibility of female role models and role models from 
under-represented groups 
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(vi) Participation on influential external committees  
Table 5.4.7: Membership of external committees  

Activity  Examples  
Panel counts 

Total F M %F %M 

Scientific 
Advisory/review 
Boards 

-   Scientific Advisory Boards: 
    - Wellcome Trust Centre for Anti-Infectives Research, 
University of Dundee  
    - TwistDX, Cambridge 
    - Kennedy Institute, University of Oxford 
-   Advisory Board for the Department of Biomedicine, Basel 
University, Switzerland 

118 39 79 33 67 

Designated 
scientific expert  

-   Wellcome Trust - Expert Review Group 4 (Immunity) 
-   Co-opted member of the Scientific and Clinical Advances 
Advisory Committee, of the Human Fertility and Embryo 
Authority (HFEA) 
-   Chair, Section Committee, Royal Society 
-   Jury, Novartis Prizes for Immunology 

26 4 22 15 85 

Grant review 
Panel 

-   Bloodwise grant review panel 
-   ERC- Consolidator Review panel for LS3 
-   Royal Society/Wellcome Trust Sir Henry Dale Fellowship 
Interview Committee 
-   Member ERC Grant Review panel LS1 

66 16 50 24 76 

Journal editorial 
board  

-   Editorial Boards:  
    - Molecular Cell 
    - PLOS Biology 
    - Journal of Experimental Medicine (Academic Editor) 

138 43 95 31 69 

National 
committee 

-   UK Nutrition Research Partnership for health and disease 
(MRC, BBSRC & NIHR) 
-   Royal Society; Member of the Nominations Committee 
-   Member, Board, Health Data Research UK 

29 8 21 28 72 

International 
committee 

-   Danish Council for Independent Research 
-   EMBO/EMBL Symposia Committee 
-   AACR Board of Directors 
-   Advisory Council, European Association for Cancer 
Research 

28 10 18 36 64 

Visiting/ 
Honorary 
professorship  

-   Professor of Molecular Parasitology, London School of 
Hygiene & Tropical Medicine 
-   Honorary Professor at KCL, UCL and ICL 
-   Special Visiting Professor, University of Hong Kong, SAR, 
China 

160 34 126 21 79 

Charity  

-   Board of Trustees: SENSE; National charity for the 
Deaf/Blind and people with complex communication 
-   Guy’s & St Thomas’ Charity 
-   Chief Clinician, CRUK 
-   Advisory Scientific Committee, LEUKA 
-   Manager, Anne McLaren Fund 

10 2 8 20 80 
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Due to the prominence of the Crick, and the breadth of high calibre scientists based at the 
Institute, our researchers are regularly asked to join influential external committees. We actively 
encourage this as part of our broader strategic objectives to support the national and international 
biomedical research endeavour and to create future science leaders. However, given the 
underrepresentation of women among our senior scientific leadership and Faculty we are acutely 
aware that involvement in influential external committees can disproportionately impact the 
workloads of our senior female staff (Action 8.5), particularly as many other science institutions 
are looking to shift the gender imbalances on their boards. 
 
Table 5.4.7 shows the percentage of Crick GLs involved in various types of external committees. It 
reveals that currently the proportion of women on external committees is in line with the 
proportion of female GLs at the Crick. We would expect the number of female Crick GLs on 
external committees to increase as we recruit more women into our Faculty. 
 

 
(vii) Workloads  
As Crick research staff do not have teaching responsibilities we have not introduced a formal 
workload model (Action 1.3). However, discussions about workload are expected to take place 
between line-managers and their direct reports as part of their daily interactions and regular 1:1 
catch-ups (Action 8.5). 

 
 
 
 
 
 
 
 
 
 
 

(viii) Timing of meetings and social gatherings  
The Institute’s normal working hours are 9am to 5.15pm Monday to Thursday and 9am to 5pm on 
Friday. Committees meet between 9am and 4pm and avoid school holidays where possible. 
Management committees meet on a regular basis and dates are decided well in advance to 
facilitate attendance. Working groups are more flexible and members generally use Doodle polls 
to find the best time. Quarterly all staff briefings are scheduled for different days between 10am 
and 4pm to enable part-time and flexi-time staff to attend. In our AS questionnaire, the majority 
of staff, both male and female, strongly agreed or agreed that the Crick holds work-related 
meetings at appropriate times (Figure 5.4.4). However, 12 participants specifically mentioned that 
they find it difficult to attend our weekly lectures series, Crick Lectures, which are held from 4pm 
– 5pm every Thursday due to childcare responsibilities. These are held at this time to facilitate 
attendance of our university partners.  We now record these lectures and make them available to 
all staff via CrickNet.  

Section 1 – Action Plan 
Action 1.3 – Improve monitoring of workload and increase proportion of 
staff reporting satisfaction with allocated workload 
 
Section 8 – Action Plan 
Action 8.5 - Ensure women in senior leadership roles are not 
disproportionately burdened on external and internal committees in an 
effort to attain gender balance 
 

Section 8 – Action Plan 
Action 8.5 - Ensure women in senior leadership roles are not 
disproportionately burdened on external and internal committees in an 
effort to attain gender balance 
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Figure 5.4.4: Data from AS questionnaire – ‘The Crick holds meetings, seminars and other work-
related gatherings during appropriate hours’  

 
The Crick hosts a wide range of social gatherings, from coffee drop-ins to sports events and movie 
evenings. These are mostly organised independently by staff groups and are held throughout the 
day, both during and outside working hours. We have an onsite café (open 8am – 6pm) and plenty 
of collaborative space staff can use to socialise. Our café also operates a bar from 5pm on 
Wednesday, Thursday and Friday evenings. 
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(ix) Visibility of role models 
The Crick is an open-plan building, which increases the visibility of all-staff on a day-to-day basis 
(Figure 5.4.5). However, as previously explained, we have a lack of female GLs, which has an 
inevitable impact on the visibility of female role-models at the Institute. This was reflected in 
responses to our AS questionnaire, which asked whether the Crick provides adequate visibility of 
gender-balanced role models (Figure 5.4.6). 26 respondents provided additional comments on this 
question, suggesting it is an area of concern (Action 8.6).  
  
Figure 5.4.5: Open-plan design facilitating collaboration  

 
 
Figure 5.4.6: Data from AS questionnaire – ‘The Crick provides adequate visibility of gender-
balanced role models’  

 
 
The under-representation of women in our senior scientific leadership is also reflected in the 
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and external speakers for these lectures and external speakers are hosted by a Crick GL) (Figure 
5.4.7). The percentage of internal female speakers and female hosts will increase as we improve 
the gender balance of our Faculty. However, action needs to be taken to address the dominance 
of male external speakers (Actions 8.1, 8.2, 8.6). 
 
Figure 5.4.7: Gender-balance of Crick Lecture speakers 

 
 
The gender balance of external speakers for our Interest Groups is also skewed towards men. 
However, the percentage of female speakers has increased year on year since the Crick became 
operational, due to proactive monitoring and advice to co-organisers (Figure 5.4.8) (Actions 8.2, 
8.6). 
 
Figure 5.4.8: Gender-balance of speakers for external interest groups 

 
 
Our communications materials reflect our aspiration to be a truly diverse Institute (Figures 5.4.9 - 
5.4.11). However, once again, we are somewhat limited by the gender imbalance in our current 
senior science workforce when we publish materials that refer to specific Crick employees (Figure 
5.4.12) (Actions 8.1, 8.6).  
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Figure 5.4.9: Gender representation in website images, snapshot from August 2018 

 
 
Figure 5.4.10: Ethnicity representation in website images, snapshot from August 2018 
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Figure 5.4.11 – Collection of snapshots taken from CrickNet 
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Figure: 5.4.12: Crick staff mentioned in external Crick news, by gender - November 2016 – 
October 2018  

 
 
 
 
 
 
 
 

 
(x) Outreach activities  
Public engagement (PE) is a strategic priority for the Crick and our researchers are encouraged to 
get involved. PhD students participating in PE activities receive training points and we run annual 
awards for excellence in engaging and inspiring the public. PE is also included in the PDR process.  
As part of the planning permission for our building, we committed to running educational 
outreach activities for pupils in our local borough, the London borough of Camden. We have a 
dedicated on-site laboratory space, the Weston Discovery Lab, specifically designed to introduce 
school pupils to hands-on science (Figure 5.4.13). We also offer work experience placements to 
school students. Since our building opened, we have engaged with over 17,000 school students 
from 50 different schools. 
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Section 8 – Action Plan  
Action 8.1 - Increase the proportion of women in science leadership roles 
Action 8.2 - Increase the number of women in internal committees 
Action 8.6 - Improve visibility of female role models and role models from 
under-represented groups 



 

 
112 

Figure 5.4.13: Photo of pupils in the Crick’s Weston Discovery Lab 

 
 
At the front of our building we also have a dedicated space to showcase our science to the public, 
the Manby Gallery, which hosts our annual exhibitions, a public café and many of our public 
events. Our PE team organises over 50 events each year, from large annual events, such as our 
Crick Lates (Figure 5.4.14) and family discovery days, to our weekly “meet a scientist” sessions 
where visitors can talk to Crick researchers one-to-one. We also attend off-site events, such as 
local and national festivals. To date, we have had over 38,000 visitors to our on-site exhibitions 
and over 12,000 attendees at around 130 events. 
 
Figure 5.4.14: Photos of Crick Lates 
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A large number of our staff from various parts of the Institute have been involved in PE activities. 
However, women are significantly overrepresented among all staff and student groups, even 
when you consider the gender balance of each of group. (Figure 5.4.15) (Action 7.7). 
 
Figure 5.4.15: Staff and students involved in PE activities 
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6 SUPPORTING TRANS PEOPLE 
Recommended word count: Bronze: 500 words | Silver: 500 words 
(xi) Current policy and practice 
The Crick introduced a Transition at work policy in June 2018. This was produced in consultation 
with Proud Crick, the Staff Consultative Forum and GIRES. In April 2019 we piloted training on this 
topic for the EDI Committee and HR team, delivered by Stonewall and GIRES. In light of the training 
and advice from GIRES we are currently reviewing and updating our policy (Action 7.1). 
 
(xii) Monitoring  
We have not yet had any known cases of staff transitioning at work. Our policy is in place to ensure 
that we know how to support staff when this does happen and we will monitor the effectiveness 
of the policy and our practices (Actions 7.1, 7.5, 7.6). 
 
(xiii) Further work  
Both the staff survey and AS questionnaire include diversity data options which will allow us to 
monitor the views of transgender staff if the numbers are large enough to show in the data. 
Otherwise we will maintain regular contact with the Proud Crick staff network who may be able 
to provide information on the experience of trans people at the Crick. Such information would 
inform future reviews and updates of our transition at work policy (Actions 7.1, 7.6). 
 

 
Word count: 181 
 
7 FURTHER INFORMATION 
Recommended word count: Bronze: 500 words | Silver: 500 words 
Please comment here on any other elements that are relevant to the application. 
 
Total word count: 12831 (including 1000 extra words) 
 
 

Section 7 
Action 7.1 - Improve perception of the Crick as an inclusive employer 
Action 7.5 - Maintain a vibrant and effective EDI Committee 
Action 7.6 - Engage with external organisations and networks to discuss 
positive change and share best practice for equality and inclusivity 
matters 
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8 ACTION PLAN 
 
Legend/Planned Actions 2019-2023: 

The table below lists the actions planned and agreed by our SAT and supported by Crick Senior Management and Crick Executive Committee. The new actions 

will be implemented over the coming four years, divided in quarters of financial years (Q1 to Q4, April to March). These can be found under the Planned Actions 

(2019-2023). Some actions have already been initiated while preparing the application. These can be found under Actions initiated (2018-2019). 

 

Priority Actions 2019-2023: 

While we have developed an Action Plan that is SMART and achievable, we realise that some of our plans/issues require priority. These are identified by red 

and bold numbering, for example 1.1.   
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Action 

 

Objective 

 

Planned Actions 

 

Timescale 

 

Responsibility 

 

Actions initiated 

 

Success Measures 

1 THE INSTITUTE AND SELF-ASSESSMENT PROCESS 

1.1 Establish AS Steering 
Group to monitor 
implementation of this 
action plan 

Update the AS SAT ToR to 
develop AS Steering Group 
(SG). Include membership 
in ToR 
 
Nominate new members 
to AS SG as necessary to 
ensure continuity  
 
 
AS SG to meet quarterly to 
discuss and monitor the 
implementation of this 
action plan and to provide 
updates and seek approval 
from Crick EC as 
appropriate.  
Publish minutes on 
CrickNet 
 
Nominate AS SG 
representatives to attend 
EDI Committee meetings 
 
 
 
 

Q1 2019 and annually 
onwards 
 
 
 
As required 
 
 
 
 
Quarterly meetings of AS SG 
 
 
 
 
 
 
 
 
 
Q1 2019 
 
 
 
 
 
 

AS SAT/AS SG Chair 
 
 
 
 
AS SG Chair  
 
 
 
 
AS SG Chair 
 
 
 
 
 
 
 
 
 
AS SG Chair/EDI 
Chair 
 
 
 
 
 

Action Plan working 
group already in 
place since 
December 2018 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Close collaboration 
between AS SG and 
EDI Committee 
already agreed by the 
AS SAT. AS SAT/AS SG 
Chair also EDI Chair 
 

Yearly review of ToR and 
members 
 
 
 
Normal membership period 
set for three years and 
staggered rotation to allow 
for continuity 
 
Regular meetings evidenced 
by minutes. 
Evidence of successful 
progress on the 
implementation and the 
monitoring of this action plan. 
 
 
 
 
Minutes indicating regular 
reporting between the AS SG 
and EDI Committee  
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Action 

 

Objective 

 

Planned Actions 

 

Timescale 

 

Responsibility 

 

Actions initiated 

 

Success Measures 

Establish dedicated 
working groups to focus 
on related sections of the 
AS action plan 
 
Conduct annual AS 
questionnaire and analyse 
data 
 
 
 
 
Embed equality impact 
assessment in HR policy 
review process e.g. 
consider the equality 
implications of HR policies 
as they are being updated 
or implemented. HR to 
consult with EDI 
Committee and AS SG on 
policy changes as 
appropriate 

From Q1 2019 
 
 
 
 
Q2 annually 
 
 
 
 
 
 
Starting Q3 2019 
 
 
 
 
 
 
 
 
 
 

AS SG Chair 
 
 
 
 
AS SG Chair, CPO, 
Director of 
Communications 
 
 
 
 
CPO, Policy Review 
Group, HR EDI 
Officer 

AS ‘Parents at the 
Crick’ working group 
being established 
 
 
First AS 
questionnaire run in 
June/July 2018 

Working groups established 
and reports documented in AS 
SG minutes 
 
 
Annual AS questionnaires 
with at least a 70% response 
rate. Questionnaires analysed 
by AS SG and relevant 
working groups and plans 
developed to address issues 
 
HR policies updated as 
required 

1.2 Improve awareness of 
the AS Charter and SAT 
actions 
 
 

Increase visibility with 
regular articles and 
activity updates on 
CrickNet, in internal 
newsletters and via 

Start Q1 2019  
 
 
 
 
 

CPO, Director of 
Communications, 
AS SG 
 
 
 

CrickNet AS page 
already established 
(August 2018) with 
regular blog updates 
 
 

Increased awareness of the 
AS Charter from 58% to at 
least 70% in annual AS 
questionnaire 
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Action 

 

Objective 

 

Planned Actions 

 

Timescale 

 

Responsibility 

 

Actions initiated 

 

Success Measures 

information displayed on 
all floor noticeboards 
 
Provide regular updates 
on AS SG actions and 
activities at the CrickTown 
Hall and Crick key 
committee meetings, e.g. 
EC, SMC, Faculty 
Committee, EDI 
Committee) 
 
 
Support special events to 
increase awareness e.g. 
Ada Lovelace Day, 
International Women’s 
Day, AS lecture with EDI 
role models, AS showcase 
with career talks, debate  
 
Include AS/EDI topics in 
agenda at GL retreats 
 

 
 
 
Start Q1 2019  
 
 
 
 
 
 
 
 
 
Start Q1 2019 
 
 
 
 
 
 
 
May, annually 

 
 
 
AS SG  
 
 
 
 
 
 
 
 
 
AS SG 
 
 
 
 
 
 
 
GL Retreat 
organising 
Committee with the 
GL recruitment 
manager 
 

 
 
 
The AS Charter and 
AS SAT’s update were 
presented at the last 
Crick Town Hall 
(January 2019) and at 
the Crick’s 
International 
Women’s Day event 
(March 2019) 

 
 
 
 
 
 
 
 
 
 
 
 
 
At least three Institute-wide 
events held each year. 
Increasing attendance rates at 
these events will indicate 
success 
 
 
 
AS/EDI topics included in 
programme at GL retreats – 
evidenced by agendas 
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Action 

 

Objective 

 

Planned Actions 

 

Timescale 

 

Responsibility 

 

Actions initiated 

 

Success Measures 

1.3 Improve monitoring of 
workload and increase 
proportion of staff 
reporting satisfaction 
with allocated 
workload 
 
 

Include information about 
workload in the PDR 
guidance 
Ask staff how they feel 
about management of 
their workload in annual 
AS questionnaire 
 
 
 
Introduce “Workload 
Management” courses 
into future Leadership 
courses 
 

Q3-Q4 2019 and annually 
thereafter (PDR process) 
 
Q2 2019 and annually 
thereafter 
 
 
 
 
 
Q2 2020 

CPO with Head of 
People 
Development  
Chair of AS SG with 
COO, and Associate 
Research Director 
 
 
 
 
Head of People 
Development 

 Workload issues collected via 
PDR process and analysed for 
individual and systemic issues. 
Continuing high level of staff 
satisfaction evidenced by 
answers to AS questionnaire 
and engagement level 
remaining at 72% or higher in 
staff survey  
 
Workload management 
embedded in leadership 
courses 

1.4 Improve staff and 
student disclosure 
rates of diversity data  

Sustained campaign 
planned for June 2019, 
including film, CrickNet 
articles and blogs, posters, 
competitions and other 
reminders  
 
 
 
 
 
 
 
 

Q2 2019 and annually 
thereafter 
 
 
 
 
 
 
 
 
 
 
 
 

Director of 
Communications, 
CPO, EDI 
Committee 
 
 
 
 
 
 
 
 
 
 

Action initiated in 
Autumn 2018 by the 
HR team, and widely 
communicated 
through displays in 
the building and 
emails sent to all 
students and staff 
 
All new staff have 
diversity data 
automatically 
captured when 

Increase the available 
ethnicity data from 56% to at 
least 70% of staff and 
students by 2021 to guide 
future intersectional analyses 
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Action 

 

Objective 

 

Planned Actions 

 

Timescale 

 

Responsibility 

 

Actions initiated 

 

Success Measures 

 
 
 
Include questions in staff 
survey that allow 
intersectional analyses 
 

 
 
 
Q1 2019 and then every 
two years 
 

 
 
 
CPO 

applying through 
recruitment system 
 
Ethnicity data 
collection included in 
the 2017 staff survey 
and the 2018 AS 
questionnaire 

 
 
 
Anonymised intersectional 
ethnicity data available for 
>80% of Crick staff and 
students completing the 
surveys   
 

 
SUPPORTING AND ADVANCING CAREERS 

2 STUDENT RECRUITMENT AND LEAVERS 

2.1 Maintain gender 
balance throughout 
PhD student 
recruitment process 

AS SG and EC will be 
informed of any significant 
differences between 
gender balance of PhD 
student applicants and 
intake 
 
Will consider appropriate 
actions if gender 
differences are identified. 
Report data separately for 
clinical PhD fellows 
 

From Q4 2019-20 and then 
annually 
 
 

Director of 
Academic Training 

Gender data 
throughout the PhD 
student recruitment 
process is reviewed 
annually by the Crick 
Research Degrees 
Committee and 
monitored for trends 
and biases  

 

The intake ratio of female and 
male PhD Students should 
reflect the gender balance of 
applications 
 
Monitor annually and develop 
actions if gender differences 
are identified 

2.2 Improve the collection 
of ethnicity data 
throughout PhD 

Collect and review 
ethnicity data throughout 

From Q4 2019-20 and then 
annually 
 

Director of 
Academic Training 

Ethnicity being 
monitored 
throughout 2019-20 

Collect ethnicity data from 
95% of PhD student 
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Action 

 

Objective 

 

Planned Actions 

 

Timescale 

 

Responsibility 

 

Actions initiated 

 

Success Measures 

student recruitment 
process  
 

the PhD student 
recruitment 
Process annually. Monitor 
for trends and biases and 
report to Crick Research 
Degrees Committee 
 
AS SG and EC will be 
informed of significant 
differences between 
applicants and intake. Will 
develop appropriate 
actions if imbalances are 
identified  
 
Report data separately for 
clinical PhD fellows 
 

intake PhD student 
recruitment process  

applicants throughout 
recruitment process.   
Monitor annually and develop 
actions if imbalances 
identified 

2.3 Review PhD offers 
declined by gender and 
ethnicity to identify 
any issues of concern  

Systematically collect and 
analyse reasons for 
declining and report to 
Crick Research Degrees 
Committee 
 
AS SG and EC will be 
informed of any significant 
trends or biases in this 
data 
 

From Q4 2019-20 and then 
annually 
 

Director of 
Academic Training 

Applicants asked for 
reasons for declining 
offers but this is not 
routinely analysed 

Collected data will ensure 
effective monitoring of 
applicants who do not accept 
PhD studentship offers to 
understand if there are any 
demographic imbalances  
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Action 

 

Objective 

 

Planned Actions 

 

Timescale 

 

Responsibility 

 

Actions initiated 

 

Success Measures 

Consider appropriate 
actions if systemic biases 
identified.  

2.4 Analyse completion 
rates for Crick PhD 
students by gender 
and ethnicity 

Analyse PhD completion 
rate for students by 
gender and ethnicity and 
report to Crick Research 
Degrees Committee 
 
AS SG and EC will be 
informed of any significant 
trends or biases. 
Consider appropriate 
actions if systemic biases 
are identified 
 

From Q3 2019 and then 
annually 

Director of 
Academic Training, 
HR Systems 
Manager, HR EDI 
Officer 

Diversity data 
communication 
strategy is increasing 
disclosure of 
diversity data by all 
staff and students 

Demographic data for the 
majority of students 
 
Collected data will enable 
intersectional analysis of PhD 
completion rates 
 
 

3 STAFF RECRUITMENT AND LEAVERS 

3.1 Increase the number of 
applications from 
women and under-
represented groups to 
all types of GL 
positions  
 

Ensure advert wording and 
call promotion strategies 
encourage applications 
from women and other 
under-represented groups 
 
Include messages and 
images highlighting 
women, parents and 
under-represented groups 

Start Q3 2019 (start of the 
6+6 GL recruitment 
campaign) and every year 
for each recruitment round  
 

 
From Q3 2019  
 
 
 
 

Director, Research 
Director and 
Associate Research 
Director, with 
Associate Research 
Director (University 
Liaison) for 
University joint 
recruitment, GL 
recruitment 
manager 

 Wording in adverts that 
encourages applications from 
women and under-
represented groups and direct 
links to Institute policies to 
ensure that potential 
applicants are able to view 
career development and our 
family friendly policies 
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Action 

 

Objective 

 

Planned Actions 

 

Timescale 

 

Responsibility 

 

Actions initiated 

 

Success Measures 

in call promotion and on 
the external website 
 
Approach talented 
individuals at conferences 
to invite and encourage 
applications 
 
Use language that 
encourages those wishing 
to work part-time, job-
share or return to work 
following a career break 
 
Ensure that diversity data 
is captured throughout the 
recruitment process 
(different system to 
standard HR system) 
 

 
 
 
From Q3 2019  
 
 
 
 
From Q3 2019 
 
 
 
 
 
From Q3 2019 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
GL recruitment 
manager, supported 
by HR 
 

Increase the number of 
women applying to GL 
positions from 25-35% to 
more than 35% 
 
 
Advertising sites will include 
Women In Science and 
Engineering 
 
 
 
 
 
Gender and ethnicity data 
captured for 95% of 
applicants for intersectional 
analysis 

3.2 Continue to increase 
the proportion of 
female GLs 
 
 
 

Make the unconscious bias 
training mandatory for all 
Crick members of GL 
recruitment panels 
 
Ensure the recruitment 
panel includes at least the 
proportion of women that 
are GLs at the Crick 

From Q3 2019 and annually 
at each recruitment round 

Director, Research 
Director and 
Associate Research 
Director 

Current recruitment 
panel all completed 
unconscious bias 
training 

100% uptake of unconscious 
bias training for recruitment 
panel members 
 
Shortlist in each recruitment 
round comprises at least 30% 
women or the proportion of 
women that applied if the 
latter is higher 
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Action 

 

Objective 

 

Planned Actions 

 

Timescale 

 

Responsibility 

 

Actions initiated 

 

Success Measures 

(currently 27%) and is led 
by both male and female 
senior GLs 
 
Ensure that the proportion 
of female candidates 
invited to participate in 
the interview process is at 
least 33% or the same as 
the proportion of 
applications from women 
if the latter is higher 
 

 
 
 
 
Increase proportion of female 
GLs from 27% to 35% (to 
support our long-term 
ambition to reach a 50:50 
balance among our 6+6 
Faculty) 
 
 
 

3.3 Increase the number of 
female senior GLs  

Actively identify and 
recruit appropriate female 
candidates for SGL 
positions 
 
Consider gender balance 
in succession planning for 
senior scientific positions 
as they become available 
 

2020 – 2023 Director, Research 
Director and 
Associate Research 
Director 

 Recruitment of at least two 
additional female SGLs 
 
This will reduce gender pay 
gap by having more women in 
senior GL positions and 
improve visibility of female 
role models at the Crick 

3.4 Benchmark 
recruitment of staff 
identifying as BME 
 

Improve the collection of 
ethnicity data in all 
recruitment processes 
 

Q3 – baseline data 
(dependent on current staff 
diversity data completion) 
Project dates – Jan 2020 to 
Dec 2022 
 

CPO, Head of HR 
Operations, EDI 
Committee, HR EDI 
Officer 
 
 

 Baseline data identified, 
benchmarked, and targets 
set. Aim for workforce to 
match composition of UK 
(13% identifying as BME) 
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Action 

 

Objective 

 

Planned Actions 

 

Timescale 

 

Responsibility 

 

Actions initiated 

 

Success Measures 

Identify baseline numbers 
and benchmarks to 
identify targets 
 

Ensure external website 
and social media outlets 
adequately represent BME 
scientists 
 
Ensure all adverts contain 
an equality statement 
 
 
 

 
 

 

 
 
 
 
 
 
 
 

Data collection in place to 
enable the monitoring of 
ethnicity during every step of 
the recruitment process 
 
Ethnicity data collected for at 
least 70% of staff and 
students. 
Advertising and 
communications to include 
images that represent 
diversity of scientists.  
 

3.5 Maintain recent 
improvement in 
gender balance for the 
recruitment of 
professional roles 

Continue to monitor 
gender balance in the 
application process and 
outcomes  
 
Analyse recruitment by 
role to identify any 
operation team or role 
attracting high numbers of 
female applicants where 
appointees are 
predominantly male  
 
Ensure all recruiting 
managers attend the 

From Q3 2019 
 
 
 
 
From Q3 2019 
 
 
 
 
 
 
 
From Q4 2020 

COO and CPO  Absence of bias in 
appointment to professional 
roles evidenced by the 
proportion of women 
interviewed and recruited 
reflecting the proportion 
applying 
 
 
 
 
 
100% uptake of unconscious 
bias training for recruiting 
managers 
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Action 

 

Objective 

 

Planned Actions 

 

Timescale 

 

Responsibility 

 

Actions initiated 

 

Success Measures 

unconscious bias training 
course.  
 

 

3.6 Investigate and 
address imbalance 
towards more women 
being appointed to the 
technical workforce  

Detailed analysis of 
recruitment data to 
understand which roles 
have more imbalance 
 
Review advert, job 
description and person 
specification wording to 
ensure they encourage 
male as well as female 
applicants  
 
Ensure messages and 
images for technical staff 
on external website refer 
to both men and women 
equally 
 
Ensure all recruiting 
managers have taken 
unconscious bias training 
 

Q1 2020 
 
 
 
 
Q3 2019 
 
 
 
 
 
 
Q3 2019 
 
 
 
 
 
Q4 2020 
 

HR EDI Officer, HR 
Systems Manager 
 
 
 
CPO 
 
 
 
 
 
 
Director of 
Communications 
 
 
 
 
Head of People 
Development 

 Improved gender balance 
from 62%F: 38%M to 50:50 in 
candidates applying and 
recruited to technical 
positions over the 4-year 
period 
 
 
 
 
 
 
 
 
 
 
 
 
100% uptake of unconscious 
bias training for recruiting 
managers 
 

3.7 Improve gender 
balance in future 
recruitment of STP 
leads and deputy leads 

Review advert wording 
and promotion strategy to 
encourage applicants from 
both genders equally 

Recruitment – from next 
recruitment round 
Promotion – working group 
to be set up Q1 2020 

CPO, Director of 
Scientific Platforms 
with the 

 Increase the number of 
women applying, shortlisted 
for and recruited resulting in a 
higher proportion of female 
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Action 

 

Objective 

 

Planned Actions 

 

Timescale 

 

Responsibility 

 

Actions initiated 

 

Success Measures 

Ensure advert wording 
also encourages those 
wishing to work part-time, 
job-share or return to 
work following a career 
break 
 
Ensure that the proportion 
of female candidates 
invited to participate in 
the interview process is 
the same as, or exceeds, 
the proportion of 
applications from women 
 
Ensure all recruiting 
managers have attended 
unconscious bias training  
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Q4 2020 

Improvement Lead 
for STPs 
 
 
 
 
 
 
 
 
 
 
 
 
 
Head of People 
Development 

STP leads/deputy leads from 
22% to at least 40% (within 5 
years)  
 
Monitoring of recruitment 
process will help to identify 
potential gender balance 
issues and inform new 
strategies to address them 
 
 
 
 
 
 
100% uptake of unconscious 
bias training for recruiting 
managers 
 

3.8 Collect the next 
destination of all 
leavers by gender 
 

Establish a system to track 
careers of and maintain 
contact with former Crick 
students, postdocs and 
other members of staff  
 
The data will then be 
collected and analysed by 
gender. Results will be 
communicated to AS SG 

Q2 2019 to Q1 2022 Director of 
Academic Training 

An online network 
for current and 
former Crick staff and 
students is being 
developed - 
CrickConnect 

CrickConnect established and 
providing an effective 
continuing database allowing 
us to monitor future careers 
of former members of the 
Crick 
 
50% of current scientific staff 
and 30% of contactable 
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Action 

 

Objective 

 

Planned Actions 

 

Timescale 

 

Responsibility 

 

Actions initiated 

 

Success Measures 

 alumni registered on 
CrickConnect by May 2022 

3.9 Improve understanding 
of leaving reasons for 
those who resigned 
 

Establish online exit 
interviews for all leaving 
staff and offer optional 
face to face interviews  
 
Capture and analyse exit 
interview data 
 
 
 
Continue to offer internal 
training to technical staff 
to broaden their skills and 
knowledge  
 
Continue to provide one-
to-one career advice and 
planning sessions 
 

Q1 – Q4 2020 
 
 
 
 
 
 
 
 
 
Ongoing 

CPO 
 
 
 
 
HR Advisory team 
 
 
 
 
Academic training 
team 
Head of People 
Development 
 
Head of People 
Development 

Face-to-face 
interviews upon staff 
requests were 
introduced in 2015 
 
Online exit interviews 
for BRF staff only 
were introduced in 
August 2017 
 
 

Online exit interviews set up 
by January 2020 
 
 
 
Achieve at least 60% uptake 
of online exit interviews by 
December 2020. 
Collected data will provide 
more accuracy in staff’s 
leaving reasons 
 
Identified issues will inform 
new actions to address 
potential gender biases 

4 TRAINING AND CAREER DEVELOPMENT 

4.1 Maintain and develop 
the support provided 
to all staff for career 
planning and 
development 
 

Develop a mentoring 
scheme for all staff to 
discuss opportunities and 
career options 
 

Mentoring Pilot scheme – 
Q1 2019 
Mentoring Full roll-out – Q2 
2019 
 
 

Head of People 
Development and 
Director of 
Academic Training 
 
 

A voluntary 
mentoring scheme 
open to all staff is 
currently being 
developed and will 

Mentoring scheme 
successfully up and running 
 
Success of early career GL 
mentoring scheme reviewed 
and measured after 2 years of 
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Action 

 

Objective 

 

Planned Actions 

 

Timescale 

 

Responsibility 

 

Actions initiated 

 

Success Measures 

Review of early career GL 
mentoring scheme 
 
Review of voluntary 
mentoring scheme. 
Ensure visibility of the 
scheme so that all staff are 
aware and encouraged to 
enrol 
 
Promote use of 
CrickConnect database to 
identify career options, 
mentors, potential career-
talk speakers and external 
advisors 
 

Q2 2020 
 
 
Q2 2021 
 
 
 
 
 
 
Q1 2019 

AS SG 
 
 
Head of People 
Development and 
Director of 
Academic Training 
 
 
 
Head of People 
Development and 
Director of 
Academic Training 
 
 

be implemented in 
mid-2019  
 
A dedicated 
mentoring scheme 
for early career GLs is 
already in place for 
Crick 6+6 GLs and 
early career GLs from 
Crick university 
partners 
 

full scheme. 70% of early 
career GLs satisfied with their 
mentoring scheme 
 
Improved awareness of career 
options outside the Crick and 
of ability to pursue them 
evidenced from the AS 
questionnaire by increasing 
from 54% of women and 64% 
of men agreeing they are 
aware of career progression 
opportunities outside the 
Crick to more than 67% for 
both 
 
Increased satisfaction with 
promotion and career 
prospects evidenced by 
increasing from 44% of 
women and 55% of men 
agreeing they are happy with 
their career progression to 
more than 67% for both 
within 4 years 
 

4.2 Increase EDI and 
unconscious bias 
training course uptake  

Make the unconscious bias 
training mandatory for all 
new starters, 

Q4 2019 
 
 

Director, COO, and 
Head of People 
Development 

Unconscious bias 
training and 
Respectful 

Unconscious bias training 
take-up will be monitored and 
completion rates recorded 
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Action 

 

Objective 

 

Planned Actions 

 

Timescale 

 

Responsibility 

 

Actions initiated 

 

Success Measures 

 GLs/managers and those 
involved in recruitment  
 
Place responsibility on 
managers to increase 
uptake of the unconscious 
bias training by members 
of their team, and monitor 
through PDR 
 
Investigate mechanisms to 
improve the online EDI 
training completion for all 
current Crick staff such as 
automated reminders to 
employees who have not 
completed it and their 
managers  
 

 
 
 
Q4 2019 and then annually 
 
 
 
 
 
 
Q2 2019 
 
 
 
 
 
 
 
 
 

communication 
training already 
promoted and 
strongly 
recommended to 
new starters 

 
 
 
Increased rate of unconscious 
bias training completion from 
35% to at least 66% for all 
Crick staff and students within 
4 years 
 
 
Increased rate of online EDI 
training increases to at least 
66%. Automated reminder 
system in place 
 
Crick staff awareness of EDI 
matters and unconscious bias 
will be improved, evidenced 
by increased attendance at 
EDI events and responses to 
staff surveys and AS 
questionnaire  
 

4.3 Investigate gender 
imbalance in attending 
training courses 
 

Continue to monitor 
training course attendance 
by gender. Produce an 
annual review of this data 
and submit to AS SG 
 

From Q2 2019 
 
 
 
 
 

Director of 
Academic Training 
and Head of People 
Development 
 

Introducing 
mechanisms to 
monitor gender of 
training course 
attendees 
 

Annual review discussed by 
AS SG 
 
Feedback from the courses 
will be designed to measure 
success 
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Action 

 

Objective 

 

Planned Actions 

 

Timescale 

 

Responsibility 

 

Actions initiated 

 

Success Measures 

Encourage managers to 
help identify suitable 
training courses for their 
employees through PDR 
 
Include specific questions 
in the annual AS 
questionnaire to identify 
any factors that may have 
gender-specific effect on 
training course attendance 
 

Q3 2019 
 
 
 
 
Q2 2019 and then annually 

Continue to promote 
sections in PDRs and 
PhD student GradLog 
encouraging 
managers to help 
students/staff 
identify suitable 
training courses 
 

Increase uptake of training so 
that uptake by different staff 
groups reflects the gender 
balance of those groups 
 
 
 
 
 
 
 

4.4 Monitor and analyse 
the impact of training 
courses on the career 
and professional 
development of 
attendees 

Introduce follow-up 
questionnaires for 
attendees of specific 
courses to complete six 
months to a year after the 
course 
 
Use collected data for 
intersectional analysis by 
gender and ethnicity. 
Produce annual review of 
this data and submit to AS 
SG 
 
Consider appropriate 
actions if gender 
differences are identified 

From Q2 2019 Director of 
Academic Training 
and Head of People 
Development 
 

 Collected data will ensure 
effective monitoring of 
diversity in training impact  
 
Feedback from the courses 
will be designed to measure 
success 
 
Actions taken to improve 
training provision and deal 
with any identified 
demographic differences 
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Action 

 

Objective 

 

Planned Actions 

 

Timescale 

 

Responsibility 

 

Actions initiated 

 

Success Measures 

5 CAREER PROGRESSION  

5.1 Ensure that male and 
female technical staff 
are equally supported 
at all stages of the 
promotion process 
 
 

Improve communication 
and transparency of 
promotion procedures via 
internal communications 
and LRS network  
 
 
Provide appropriate 
support for GLs and STP 
leads to prepare their line-
reports for promotion 
 
Use LRS network feedback 
to identify any outstanding 
issues in the LRS career 
pipeline, and define new 
actions to implement in 
order to best support 
them in their career 
progression 
  
Monitor promotion 
process for 
gender/ethnicity 
imbalance 
 

Annual promotion rounds– 
Q1-Q2 
 
 
 
 
 
Annually Q1 
 
 
 
 
Annually Q2 
 
 
 
 
 
 
 
 
Annually Q2 

CPO, Director of 
Communications, 
LRS Network 
 
 
 
 
HR Partners 
 
 
 
 
LRS Network 
 
 
 
 
 
 
 
 
Head of People 
Development with 
AS SG 
 
 

Success rates of 
applications for 
promotion already 
monitored by gender 

Proportion of male and 
female applicants applying for 
promotion and being 
successful should be in line 
with the available pool of 
technical staff 
 
Improved awareness of 
promotion procedures among 
female technical staff as 
evidenced by results from AS 
questionnaire – increase from 
41% for female technical staff 
to 56% (equal to awareness 
among male technical staff)  
 
Relevant Issues raised by the 
LRS network received and 
addressed by HR 
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Action 

 

Objective 

 

Planned Actions 

 

Timescale 

 

Responsibility 

 

Actions initiated 

 

Success Measures 

5.2 Provide support and 
training to all PTFs and 
students to pursue the 
career of their choice, 
regardless of gender or 
ethnicity 
 
 

Continue to develop and 
deliver training and 
mentoring for men and 
women of all ethnicities to 
obtain the best support 
for their career 
development 
 
Roll out mentoring 
programme supported by 
CrickConnect 
 
Monitor gender and 
ethnicity data along with 
career development 
activity uptake to identify 
any biases or trends  
 
Produce annual review of 
data and submit to AS SG 
 
Consider appropriate 
actions if systemic biases 
are identified 
 

Q1 2019 - Q4 2023 
 
 
 
 
 
 
 
Q1 2019- Q4 2023 
 
 
 
Annually - December 
 
 
 
 
 
Annually – December 

Academic Training 
Team and Head of 
People 
Development 

Crick mentoring 
scheme piloted in 
April 2019 
 
Crick PTFs training 
scheme already in 
place e.g. one-to-one 
CV advice, careers 
talks & workshops, 
work placements, 
careers beyond 
academia workshops, 
Postdoc to PI 
programme 
 

Benchmarking of mentoring 
uptake at other institutions 
will be used to set 
expectations 
 
Improved and equal 
satisfaction for women and 
men with career prospects 
evidenced from AS 
questionnaire and staff survey 
with satisfaction of career 
progression increasing from 
62% for women and 71% for 
men to more than 75% for 
both. 
 
Actions developed and taken 
if systemic biases identified 

5.3 Improve data 
collection for grant and 
fellowship applications 
and success rates 

Continue to monitor every 
grant and fellowship 
application; collect all 
applications and success 

From Q3 2019 (next call 
deadline, e.g. Marie Curie 
fellowship)  
 

Head of Grants 
Management  
 

 Identify differences between 
genders for annual grant 
success to guide future 
actions 
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Action 

 

Objective 

 

Planned Actions 

 

Timescale 

 

Responsibility 

 

Actions initiated 

 

Success Measures 

rate data by year and 
gender 
 
Collect and monitor 
attendance at fellowship 
training workshops 
 
Continue to collect gender 
information of PTFs 
applying for fellowships. 
Produce annual review of 
the data and submit to AS 
SG 
 

 
 
 
Annually – December 
 
 
 
Annually – from Q3 2019 
 

 
Comparison of the 
discrepancies between 
genders between 2019 and 
2023 to explore possible 
actions for improvement 
 
Number of fellowship 
applications from male and 
female postdocs matches 
demographics of incoming 
postdocs 
 

5.4 Investigate and 
address gender bias 
towards men in 
postdoctoral 
fellowship success 
rates 
 

Continue to encourage 
applicants by keeping the 
current level of monitoring 
and support throughout 
the application process 
e.g. designated 
workshops, advice on 
eligibility criteria, respect 
of deadlines, non-scientific 
content 
 
Investigate if unsuccessful 
applications discourage 
more female than male 
postdocs to re-apply to 

From Q3 2019 (next call 
deadline, e.g. Marie Curie 
fellowship)  
 
 
 
 
 
 
 
 
 
 
 
 

Head of Grants 
Management  
 
 
 
 
 
 
 
 
 
 
 
 
 

Support provided to 
postdoc fellowship 
applicants before 
submission has been 
reviewed and 
improved e.g. 
training sessions, 
one-to-one advisory 
meetings at an early 
stage in developing 
application 
 

Increased success rate of 
fellowship applications from 
female postdocs to match or 
exceed published success 
rates by funders 
 
 
 
 
 
 
 
 
 
 



 

 
135 

 

Action 

 

Objective 

 

Planned Actions 

 

Timescale 

 

Responsibility 

 

Actions initiated 

 

Success Measures 

the same or different 
fellowship and consider 
appropriate actions if 
biases are identified 
 
Maintain a list of 
successful fellows as 
exemplar applications and 
to provide advice 
 
Offer more systematic 
support for review and 
discussion of the feedback 
received after an 
unsuccessful application  
 
Engage with Crick GLs 
involved in fellowship 
review panels, the Grants 
Management team and 
the AS SG to identify 
possible biases in review 
process 
 
Engage with the principal 
funders (e.g. EMBO, 
Wellcome Trust, CRUK) to 
investigate ways to 

 
 
 
 
 
 
 
 
 
 
From Q4 2019 
 
 
 
 
 
From Q3 2019 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Head of Grants 
Management with 
AS SG Chair 

 
 
 
 
 
An active register of 
successful applicant and 
applications  
 
 
Improved fellowship writing 
training and support of 
postdocs for future 
applications, regardless of 
gender 
 
Identification of potential 
issues in review process that 
would specifically impede 
female postdoc success in 
fellowship applications. 
Development of targeted 
actions to tackle gender bias 
in the review process 
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Action 

 

Objective 

 

Planned Actions 

 

Timescale 

 

Responsibility 

 

Actions initiated 

 

Success Measures 

address gender bias in 
success rates 
 

6 CAREER BREAKS, FLEXIBLE WORKING AND CHILDCARE 

6.1 Improve awareness of 
family-friendly policies 
and support available 
at the Crick 
 
 

Improve internal 
communication and 
visibility on CrickNet of 
family-friendly policies and 
support mechanisms  
 
Promote the Family 
Network more widely 
using internal 
communication channels 
 
Implement additional 
communication through 
regular reminder articles 
on CrickNet, displays in 
the building and 
reminders at the Crick 
Town Hall   
 

From Q3 2019 
 
 
 
 
 
From Q3 2019 
 
 
 
From Q3 2019 

CPO, Policy Review 
Group, AS SG 
member, Director 
of Communications, 
Family Network 
 
 
 
 

Joint Family 
Network/HR events 
already taking place 
promoting family 
friendly policies and 
benefits 
 
New joiners and new 
managers informed 
of policies 

Increased awareness from 
~65% to more than 75%, from 
AS questionnaire 
 
 
 
Increased membership of the 
Family Network 

6.2 Improve the support 
provided before, 
during and after 
parental leave 
 

Create a dedicated ‘Parent 
at the Crick’ working 
group to investigate 
concerns raised from the 
AS questionnaire 

Q3 2019 
 
 
 
 

CPO, AS SG, ‘Parent 
at the Crick’ 
working group and 
Family Network 
 

New ways of support 
have already been 
discussed and are 
currently being 

Development of a dedicated 
action plan to specifically 
address the concerns 
identified by the ‘Parent at 
the Crick’ working group 
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Action 

 

Objective 

 

Planned Actions 

 

Timescale 

 

Responsibility 

 

Actions initiated 

 

Success Measures 

 
Improve managers 
awareness of leave and 
flexible working policies  
 
Introduce maternity 
mentors and investigate 
maternity coaching 
options 
 
Investigate sources of 
funding for maternity 
cover for PTFs 
 

 
Start Q3 2019 
 
 
 
Start Q4 2019 
 
 
 
 

 
 
 
 
 

investigated, 
including 
maternity coaching 
schemes, parental 
and adoption 
mentoring.  
Guidance document 
provided to 
managers on 
supporting staff 
going/on maternity 
leave 

 

 
Awareness amongst 
managers measured via AS 
questionnaire 

6.3 Increase the uptake of 
shared parental leave 
and recording of 
paternity leave 

Monitor uptake of shared 
parental leave and 
promote through Family 
Network 
 
Publish case studies on 
CrickNet to increase 
awareness of shared 
parental leave and its 
benefits – particularly 
Crick’s shared parental pay 
 
Include question about 
awareness of shared 
parental leave in future AS 

Q3 2019 and monitor 
annually 
Regular action in Family 
Network annual plan 
 
Q3 2019 
 
 
 
 
 
 
Q2 2019 and then annually 

CPO with AS SG, 
‘Parent at the Crick 
working group’ and 
Family Network 

HR already 
promoting shared 
parental leave to all 
staff announcing 
pregnancies 
 
Events held to 
promote shared 
parental leave and 
share case studies 

Increased take up of shared 
parental leave (4 people in 
2017/18) 
 
 
 
Increased awareness of 
shared parental leave and 
paternity leave evidenced by 
AS questionnaire 
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Action 

 

Objective 

 

Planned Actions 

 

Timescale 

 

Responsibility 

 

Actions initiated 

 

Success Measures 

questionnaire to identify 
whether this is a cause of 
low uptake 
 

6.4 Improve support to 
staff and students with 
children. 
 

Implement more options 
and support for childcare 
during holidays e.g. 
summer holiday club 
support 
 
 
 
Investigate setting up a 
Parents’ and Carers’ Fund 
to provide support for 
parents and carers which 
could include: support for 
parents attending 
conferences, temporary 
resources to support 
during an absence from 
work or on return to work  

Q3 2019 
 
 
 
 
 
 
Start Q4 2019 
 

Head of HR 
Operations with AS 
SG, ‘Parent at the 
Crick working 
group’ and Family 
Network 
 
Associate Research 
Director, AS SG 
Chair and EDI Chair, 
in consultation with 
Director and COO 
 

Childcare support 
allowance already in 
place  
 
Survey assessing staff 
needs around 
childcare during the 
holidays has been 
conducted in March 
2019 
 
Review of KCL 
Parents’ and Carers’ 
Fund completed in 
March 2019 
 

Parents’ and Carers’ Fund in 
place 
 
Improved perception of 
support provided to staff with 
children evidenced by  AS 
questionnaire – increase from 
~ 50% to 67% 

6.5 Improve awareness of 
the flexible working 
policy and process 
  
 

Improve the visibility of 
the policy and the process 
on CrickNet 
 
Publish case studies on 
CrickNet to increase 
awareness of flexible 
working and its benefits 
 

From Q4 2019 
 
 
 
Q2 2020 
 
 
 
 

Director of 
Communications, 
CPO, Head of 
People 
Development, Head 
of HR Operations 
and Family Network 

 Improved awareness of 
flexible working options as 
evidenced by AS 
questionnaire – Increase from 
~ 50% to 67% 
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Action 

 

Objective 

 

Planned Actions 

 

Timescale 

 

Responsibility 

 

Actions initiated 

 

Success Measures 

Include information about 
these items in the PDR 
guidance 
 
Ensure that working 
pattern of the employee is 
considered when 
discussing performance 
and goals during PDR  
 
Explore ways to improve 
flexible working in 
traditionally inflexible 
work environments (e.g. 
BRF) 
 
 

Q3 2020 
 
 
 
Q3 2020 
 
 
 
 
 
Q3 2020 

 
 
 
 
 
 
 
 
 
Data on flexible working 
requests analysed by staff 
group to show extent to 
which flexible working is 
requested and allowed in 
traditionally inflexible work 
environments 

6.6 Review the existing 
special leave policy 
with consideration of 
those with caring 
responsibilities  

Add a section to the HR 
database to capture data 
about people with caring 
responsibilities, other than 
childcare 
 
Include specific reference 
to those with caring 
responsibilities in next 
policy review process 
 

After introduction of 
Enterprise Resource 
Planning (ERP) system – Q4 
2020 
 
Q4 2020 
 
 
 
 
 
 

CPO, HR Systems 
manager 
 
 
 
 
 
 
 

 Data available to analyse 
number of staff with non-
childcare caring 
responsibilities 
 
Staff are aware of how to take 
time off for caring 
responsibilities – measured by 
AS questionnaire 
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Action 

 

Objective 

 

Planned Actions 

 

Timescale 

 

Responsibility 

 

Actions initiated 

 

Success Measures 

Promote updated policy 
through internal 
communications 
 
Ask staff about their needs 
in terms of caring 
responsibilities in the AS 
questionnaire 
 

Q4 2020 
 
 
 
Q2 2019 and then annually 

 
ORGANISATION AND CULTURE 

7 EQUALITY, DIVERSITY AND INCLUSION 

7.1 Improve perception of 
the Crick as an 
inclusive employer 
 

Set up a working group to 
work in conjunction with 
our PRISM network to 
investigate why BME staff 
feel less supported  
 
Identify actions to improve 
support and engagement 
of BME staff and develop 
new ways to communicate 
a more positive 
perception, via increased 
internal communication of 
the actions taken and 
wider publication of 
survey results 

Start Q4 2019 
 
 
 
 
 
From Q2 2019 
 
 
 
 
 
 
 
 
 

Director of 
Communications 
(staff survey) with 
designated AS SG 
working group, EDI 
Committee and 
PRISM network 
 
 
 
 
 
 
 
 
 

 

 
 

 
 

 
 

 
 

 
 

 
 

 
 

 

EDI action plan reviewed and 
evaluated annually for impact 
 
Future AS questionnaire data 
to show an improvement of 
all staff’s perception 
regarding fairness of 
recruitment at the Crick, 
regardless of the gender and 
ethnicity of responders 
 
Improved perception of the 
inclusivity of the Crick’s 
culture and the steps we take 
to remove gender bias in our 
recruitment process 



 

 
141 

 

Action 

 

Objective 

 

Planned Actions 

 

Timescale 

 

Responsibility 

 

Actions initiated 

 

Success Measures 

 
 
 
 
 
 
 
 
Invite Insight Lecturers 
with an EDI theme  
 
Include EDI in staff 
induction process 
 
 
 
 
 
Review policies and 
practices to ensure trans 
inclusivity and introduce 
training to raise awareness 
of trans issues. 
Introduce non-binary as a 
gender option in HR 
database 
 

 
 
 
 
 
 
 
 
From Q2 2019 
 
 
Q4 2019 
 
 
 
 
 
 
Q4 2019 
 
 
 
 
Q4 2019 
 
 

 
 
 
 
 
 
 
 
AS SG Chair 
 
 
Head of People 
Development, HR 
EDI Officer 
 
 
 
 
CPO, Policy Review 
Group, HR EDI 
Officer 
 
 
CPO, HR EDI Officer 

 
 

 
 

 
 

 
 

 
 

 
Unconscious bias 
training, Respectful 
Communication & 
online EDI training 
already promoted to 
new starters 
 
Transition at work 
policy in place 
 

specifically among women 
who identify as BME to match 
the perception scores for 
other staff (currently 9% BME 
women disagree, reduce this 
to similar to white women, 
4%) 
 
At least one Insight Lecture a 
year with an EDI theme 
 
 
 
 
 
 
 
 
Training and guidance in place 
as well as policy for transition 
at work 
 
 
Updated gender options on 
HR database 
 
 

7.2 Further develop 
support for mental 

Raise awareness of the 
Crick Mental Health First 

From Q1 2019 
 

Head of HR 
Operations with 

Crick Mental Health 
First Aid Network 

Increased awareness of the 
support for mental health and 
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Action 

 

Objective 

 

Planned Actions 

 

Timescale 

 

Responsibility 

 

Actions initiated 

 

Success Measures 

health and wellbeing, 
regardless of gender 
 

Aid Network, wellbeing 
resources and related 
policies available by 
improving internal 
communication 
 
Use case studies on 
CrickNet to encourage 
uptake when needed and 
remove stigma 
 
 
Regularly evaluate the 
Mental Health First Aid 
scheme to assess its 
impact 
  
 
Improve understanding of 
discrimination, bullying 
and harassment, 
encourage disclosure and 
train for respectful 
communication 
 
 

 
 
 
 
 
 
Q4 2019 
 
 
 
 
 
From Q2 2020 
 
 
 
 
 
Ongoing 
 
 
 
 
 
 
 

Occupational Health 
advisor, AS SG, 
Director of 
Communications 
 
 
Director of 
Communications 
 
 
 
 
Head of HR 
Operations with 
Occupational Health 
advisor  
 
 
HR EDI Officer, HR 
Advisory team 
 
 
 
 
 

created in 2016 with 
training provided for 
volunteers. Now over 
40 trained volunteers 
 
Wellbeing days/fairs 
widely promoted, 
advising on mental 
and physical 
wellbeing 
 
Introduction of the 
new “Respectful 
communication” 
training course from 
late 2018 
 
Dignity at work, 
whistleblowing and 
grievance policies 
have been recently 
updated for more 
clarity 
 

wellbeing evidenced by staff 
survey – increase positive 
response from ~50% to 67% 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
Decreased perception of 
bullying and harassment 
reported on staff survey to 
less than 10% 
 
Increased disclosure of 
bullying & harassment 
concerns – to be dealt with 
informally where appropriate 
and escalated where serious 
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Action 

 

Objective 

 

Planned Actions 

 

Timescale 

 

Responsibility 

 

Actions initiated 

 

Success Measures 

7.3 Develop a tailored 
leadership programme 
targeted to staff whose 
role requires additional 
leadership abilities  

Develop and roll out a 
bespoke leadership 
development programme 
that includes diversity, 
inclusion and wellbeing as 
key components 
 
Develop and roll out 
specific modules designed 
for aspiring female leaders  
 
Review the leadership 
programme for BME staff 
(Stellar HE) 
 

Q2 2019 
 
 
 
 
 
 
Q2 2019 
 
 
 
 
Ongoing 

Head of People 
Development 
 
 
 
 
 
Head of People 
Development, EDI 
Committee 
 
 
Head of People 
Development, EDI 
Committee 

A Crick Leadership 
Development 
scheme is currently 
being prepared and 
will be launched early 
summer 2019  

Enhanced mentorship and 
leadership training for GLs, 
STP Leads and Operation 
managers 
Aim to register 20 staff per 
year, reaching 80 in 2022 
 

7.4 Reduce the gender pay 
gap 
 

Continue providing the 
existing annual salary 
increments to all relevant 
staff  
 
Monitor performance 
related pay for any bias. 
Increase female 
representation at senior 
level roles 
 
Continue monitoring 
starting salaries for any 

Start Q1 2019 
 
 
 
 
Annually, after Outstanding 
Contribution Review – Q3 
2019-2023  
 
 
 
Quarterly, start Q3 2019 

CPO, COO, HR EDI 
Officer, Reward 
Specialist 
 
 
 
 
 
 
 
 
HR EDI Officer, 
Reward Specialist 

Annual gender pay 
gap reporting is in 
place 

Increased satisfaction with 
the level of pay, evidenced 
from the staff survey. 
Currently 35% feel their pay is 
reasonable, increase this to 
40% 
 
Mean and Median Gender 
pay gap is no larger than 
14.2% and 3.6% respectively 
 
Maintain equal starting 
salaries of men and women 
recruited to equivalent 
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Action 

 

Objective 

 

Planned Actions 

 

Timescale 

 

Responsibility 

 

Actions initiated 

 

Success Measures 

imbalance between men 
and women recruits 
 
 

positions and ensure no 
imbalance in resources 
provided to new GLs 
 

7.5 Maintain a vibrant and 
effective EDI 
Committee 
 

Review committee 
membership and ensure 
balance and 
representation in gender 
and ethnicity   
 
Maintain regular meetings 
(quarterly and rotate 
membership) 
 
Ensure EDI’s Committee 
strategy and actions align 
with our AS Action Plan 
 

Ongoing 
 
 
 
 
 
Ongoing 
 
 
 
 
From Q1 2019 

EDI Chair, AS SG 
Chair, Associate 
Research Director 

 Yearly review of ToR and 
members 
 
Normal membership period 
set for three years and 
staggered rotation to allow 
for continuity and overlap in 
membership between AS SG 
and EDI Committee 
 
Quarterly meetings evidenced 
by minutes  

7.6 Engage with external 
organisations and 
networks to discuss 
positive change and 
share best practice for 
equality and inclusivity 
matters  
 

Develop contact with the 
Women’s Higher 
Education Network  
 
Stonewall workplace 
equality index application.  
 
 
 
Continue Crick EDIS 
(Equality, Diversity and 
Inclusion in Science and 

Q2 2019 
 

 
 

Q3 2019 
 
 
 
Ongoing – Q3 2019 
 
 

EDI and AS SG 
Chairs with EDI and 
AS SG  

First meeting with 
representatives from 
Women’s Higher 
Education Network in 
July 2019 

EDI, AS SG Chair and Associate 
Research Director for EDI to 
attend EDIS governance 
meetings 
 
First Stonewall workplace 
equality index application 
submitted and benchmarked. 
Stonewall action plan created 
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Action 

 

Objective 

 

Planned Actions 

 

Timescale 

 

Responsibility 

 

Actions initiated 

 

Success Measures 

Health) membership (with 
Wellcome and GSK), and 
participation in bi-annual 
EDIS meeting 
 
Continue working with 
CamdenAbility to increase 
employment of people 
with disabilities 
 

 
 
 
 
Ongoing 
 
 
 

Continued Crick participation 
in biannual EDIS conference 
 
 

7.7 Identify the reasons 
why men are under-
represented in 
education outreach 
and PE activities  
 

Conduct focus group and 
questionnaire to 
determine why fewer 
male scientists take part 
and if there are any 
barriers to them 
participating 
 
Include section in PDR that 
details outreach activity to 
discuss with managers 
 
Continue to be mindful of 
diversity when inviting 
staff to take part, and bear 
the gender disparity in 
mind 
  
Improve the integration of 
PE and/or education 

Q2 2020 
 
 
 
 
 
 
 
From 2020 PDR round 
 
 
 
From Q3 2020 
 
 
 
 
 
Q3 2020 
 

Director of PE with 
AS SG 
 

 Appropriate action to address 
gender imbalance 
 
Increase proportion of men 
participating in outreach and 
engagement activities from 
30% to 40% 
 
 
 
 
 
 
 
 
 
Invite PE team to report once 
a year to EDI and AS SG 
committees 
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Action 

 

Objective 

 

Planned Actions 

 

Timescale 

 

Responsibility 

 

Actions initiated 

 

Success Measures 

outreach with staff 
networks e.g. PRISM, 
Cricksters, the Family 
Network, Proud Crick 
 
Seek advice from other 
institutes through their 
public engagement 
advisory panels on issues 
regarding diversity and 
inclusion 
 

 
 
 
 
 
Q4 2019 
 

8 LEADERSHIP, COMMITTEES AND ROLE MODELS 

8.1 Increase the 
proportion of women 
in science leadership 
roles 

Rotate Associate and 
Assistant Research 
Directors  

2019-2023, every 5 years Director and COO 
 

A new leadership 
tier, Assistant 
Research Directors, 
was introduced in 
January 2019, with 
the appointment of 
eight Assistant 
Research Directors to 
increase the number 
of leadership 
positions. Three of 
these Assistant 
Research Directors 
are women, 

Increased number of women 
among science leadership 
(Assistant Research Directors, 
Associate Directors and 
Directors) – increase from 
current 4 out of 17 to 7 out of 
17 
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Action 

 

Objective 

 

Planned Actions 

 

Timescale 

 

Responsibility 

 

Actions initiated 

 

Success Measures 

increasing diversity in 
leadership roles 
 

8.2 Continue to increase 
gender balance of 
external speakers 
  

Monitor gender of 
external speakers in 
interest groups and set a 
target of 50% women 
speakers for each of the 
Interest Groups 
 
Review the list of 
upcoming speakers invited 
to give Crick Lectures and 
Insight Lectures, with 
respect to gender 
 
Responsibility for inviting 
external Crick Lectures to 
be shared between male 
and female GLs 
 
Encourage recently 
recruited GLs, i.e. 
including more women, to 
host external speakers 
 

2019-2023 
 
 
 
 
 
 
Annually 
 
 
 
 
 
From Q3 2019 
 
 
 
 
From Q3 2019 

Associate Research 
Director with 
organising Senior GL 
and AS SG 
 

 
 

 
 

 
 

 
 

 
 
 
 
 
 

 

Continuous increase 
in the number of 
female external 
speakers in interest 
groups since 2016 

Equal gender split of external 
speakers (Interest Groups, 
Crick Lectures and Insight 
Lectures) – currently ~40% 
 
 
 
Increased proportion of 
female speakers for Crick 
Lectures from 32% to at least 
40% 
 
The proportion of women 
hosting external speakers 
should be proportional to the 
number of female GLs 
 

8.3 Ensure diversity and 
gender balance on 
external science review 

Ensure that at least 40% of 
experts invited to 
participate in science 

From Q3 2019 
Monitor annually 
 

Research Director 
with Laboratory 

 More than 40% of invites are 
to women and external 
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Action 

 

Objective 

 

Planned Actions 

 

Timescale 

 

Responsibility 

 

Actions initiated 

 

Success Measures 

committees including 
QQR and 6+6 review 
panels 
 

review committees each 
year are women 
 
Use databases such as 
EMBO women in science 
to identify suitable 
members 
 
Develop a database of 
senior women appropriate 
for science review 
committees 

 
 
 
From Q2 2019 
 
 
 
 
From Q4 2019 

Resourcing and 
Review Manager 

science review committees 
comprise at least 30% women 
 
 
 
 
 
An established in-house 
register of senior women to 
support science review 

8.4 Increase the number of 
women in internal 
committees 
 

Rotate Chairs of 
committees and user 
groups where appropriate, 
focusing first on male staff 
sitting on multiple 
committees to step down 
in order to create 
vacancies 
 
Actively seek female 
candidates for Chair 
positions as they become 
available 
 
Review members’ roles 
and the ToR for those 
committees to allow 

Start Q3 2019 
Monitor annually 
 
 
 
 
 
 
 
From Q1 2019 
 
 
 
 
From Q4 2019 
 
 

Director and COO  The proportion of women 
acting as Chairs matches the 
proportion of female senior 
GLs 
 
The proportion of women 
serving on committees and 
user groups matches the 
proportion of female GLs 
 
Each committee and user 
group to report to the AS SG 
committee about how gender 
balance was considered for 
recruitment to committee 
positions 
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Action 

 

Objective 

 

Planned Actions 

 

Timescale 

 

Responsibility 

 

Actions initiated 

 

Success Measures 

greater flexibility 
regarding Chair positions  
 
Produce guidelines on 
considering gender 
balance when recruiting 
new committee members 
and Chairs 
 
Improve transparency 
regarding Committee ToR 
and membership  

 
 
 
Q2 2020 
 
 
 
 
 
From Q4 2019 

 

8.5 Ensure women in 
senior leadership roles 
are not 
disproportionately 
burdened on external 
and internal 
committees in an 
effort to attain gender 
balance 

Closely monitor 
committee membership 
and workload of women 
sitting on external and 
internal committees  
 
Ensure committee service 
is discussed in annual PDR 
 

Start Q3 2019, monitor 
annually 
 
 
 
 
From 2020 PDR round 

Associate Research 
Director with AS SG 
Chair 
 
 
 
Head of People 
Development 

 Analysis of PDR responses and 
staff and AS questionnaire 
results indicates that female 
GLs express similar levels of 
satisfaction with workload as 
male GLs 

8.6 Improve visibility of 
female role models 
and role models from 
under-represented 
groups  
 

Develop a register of men 
and women at the Crick in 
visible positions, e.g. 
committee Chairs, interest 
group leads etc 
 

April 2020 
 
 
 
 
 
 
 

Associate Research 
Director and 
Director of 
Communications  
 
 
 
 

 Active register of women in 
visible and leadership 
positions 
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Action 

 

Objective 

 

Planned Actions 

 

Timescale 

 

Responsibility 

 

Actions initiated 

 

Success Measures 

Publish case studies on 
CrickNet demonstrating 
diversity in leadership 
 
Provide postdocs and 
other members of staff 
the opportunity to shadow 
on committees 
 
Continue to regularly brief 
Interest Group organisers 
and seminar hosts to 
monitor gender balance 
and seniority of 
questioners in seminars 
 
Monitor gender balance 
and diversity of recipients 
of internal awards 
 
Monitor gender balance of 
GLs nominated for 
external prizes and 
prestigious awards (e.g. 
EMBO membership 
nomination) 
 

Ongoing 
 
 
 
From Q4 2019 
 
 
 
 
From Q3 2019 
 
 
 
 
 
 
December – annually 
 
 
 
December – annually 

Associate Research 
Director 
 
 
Associate Research 
Director 
 
 
 
COO and Director 
 
 
 
 
 
 
Research Director 
 
 
 
 
 

At least 4 case studies per 
year on CrickNet illustrating 
diversity in leadership 
 
 
 
 
 
 
 
 
 
 
 
 
 
Nominations proportional to 
Institute’s gender balance and 
no overall imbalance in the 
gender of internal award 
recipients 
 
Men and women are 
nominated for external prizes 
and awards in proportion to 
the composition of the 
Institute  
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