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1ing from SAGE applications?

Support cross-institutional collaborations

What do SAGE members want? Preliminary findings: Priority areas and trends in recruitment

Female representation at each recruitment stage Use our list of aCtiOﬂS-by—iﬂStitUtiOﬂ {O |dent|fy pOtGﬂti&' research
STEMM academic vacancies from Levels A to E. Only institutions (n = 8) with data for all three recruitment collaborators. Together, members with similar action items can

stages were included. Level A data from one institution was excluded as there was only one vacancy during em pirical |y test versions of each intervention to Strengthen the

their reporting period. The vertical axis represents the mean percentage of women in the recruitment pool at a

given stage. evidence base for “what works”.
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‘Can SAGE be a national data repository?’

"Publish more information on why IS Important—
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*Feedback from workshops Cohort 1 | August 2016 -+ Cohort 2 | November 2016

Maximise the value of our collective data by: Standardising intervention conditions and
evaluation metrics - Measuring cross-institution applicability - Publishing results

Building to the future, SAGE will:

A B C D E

. What's next? Concept of a one-stop resource to

communicate findings, case studies and literature
Female representation at any recruitment stage decreases at higher - - - — - — - . :

Source: Athena SWAN Institutional Bronze applications from the SAGE pilot

Develop a systematic approach to uncover national trends

Prioritise areas for action according to national trends levels. (frend 1)

Explore by theme Add new intervention Add new literature source
ithi T ' - Recruitment N
Within each level, female representation is usually lowest in the applicant

Catalogue actions by themes and problem areas pool, with a tendency to increase as recruitment progresses. (rend 2) : 4 . i

This may suggest that the largest source(s) of recruitment bias against e $ B

. ] q Blind shortlisting ® $ A 20-45% likelihood of female hire * %k
Support CrOSS_iﬂStitUtional COHaborationS to teSt and Compare Women lS |Ocated at the appllcatlon Stage. Female-identified positions ® $ A 100% likelihood of female hire LB .0 0.
interventions to inform evidence-based recommendations o . N o ot e e "

Therefore, we hypothesise that institutions who wish to boost their - - |

) . . . o Unconscious bias training @ $$59 A 5-10% likelihood of female hire *
Build a one-stop resource to share trends, benchmarks, case studies and female appointment rates (without the use of female-identitied S o O
D& literature tailored to SAGE members DOSItioNs) may reap more benefit from improving their attraction of e s P "

female candidates than their shortlisting or interview processes. (FPriority

Induction

area) Greater retention and promotion of women are also needed to

: : " Pr o]
increase the supply of female candidates for Level D-E positions. S

Develop a systematic approach to uncover national trends

Explore by theme ‘ Key pressure points summary ‘ ‘ View pressure guestionnaires

Recruitment A

Key findings Trends by level Trends by discipline Methodology Go to action database

Questions

Catalogue actions by themes and problem areas

Application section 5.1(1)

e for mulile s are g e e average o femde by v SAGE is developi ng tools for the
- systematic analysis of Athena SWAN

Category: Recruitment
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e > | ! ! B a ke r H ea rt an d Action 19:  Include information about the Baker Institute’s commitment to gender equity, diversity : ;
No P a p p | Catl O n S. . . and family friendly practices in all recruitment material. Apphcat@ng ) Interwewg @ Offers @ Appomtmentg @
¢ Diabetes Institute
Don't know f 4 . )
N Ads - flex OptIOI‘IS and (i) Induction Proportion of women in Of those who apply, Women who are The proportion of female
pantsy . - the candidate pool is women are more likely to interviewed receive recruits is typically much higher
. | d ty stat t P Y plealy: mugh o
L — ' ) IVersity statemen All new staff are provided with a comprehensive induction information kit, are given a tour by HR and often lowest at the be interviewed than men. job offers more than the proportion of female
el B b amsliante 40-605% females Th ese tOO | S are tal | O red to eaC h Sect | O n are welcomed into their own laboratory teams. All new staff must also undertake induction tra&ng application stage. oftenthan their applicants.
re your Level B job applicants 40-60% female? * : .
. m m . SRS o mileate b This is the k zsd?cjztﬁ;zr;{f;isﬁsmale R But when female applicants are
S u C h aS rec r U | t e nt y a n ag | n g Ca ree r ; In 2017, GESAT piloted unconscious bias training run by an independent consultant, with l,S lS_ e t_y TR RES lich hi bed , ﬁp ¢
© mixed feedback. Based on feedback and research indicating bias training is largely ineffective pointin recruitment, shg ﬂy attnis stage. scarce o egin wit ‘(ES.p. ar
o't Know (Bohnet, 2016; Kulik and Roberson, 2008), GESAT has instead focused on de-biasing each M . ' Level D-E roles), their hlghef
b rea kS, a ﬂ d SO O ﬂ . stage of recruitment: acquarie relative success rate is not
ey - Anonymous recruitment pilot: In 2017 Biological Sciences and Cognitive Psychology U nive I'Slty enough to achieve gender parity

piloted anonymised longlisting. Information such as gender, PhD institution, and at the appointment stage.

Blind shortlisting

nationality were removed from applications prior to review. Feedback was very positive,
re your Level C job applicants 40-60% female? * and case studies were presented at the Gender Summit in September 2018. Building on

" " " i " these examples, a GESAT task-group designed a process using the online recruitment i

By | d e n t | fyl n g th e Wea kn esses W | t h | n system (making anonymisation automatic). Pilots are currently being run in FSE (Action | ﬂd UCUOH
0 3.4).
o t h e S e Syst e m S t h at fre q u e n t | y re C u r | ‘ Acﬁnil-n PP'I‘S:' Investigate load p.‘ac‘so‘ on female interview panel participants Promo t iOﬂ
i Unconscious Bias training was conducted in late 2016 for managers and staff but panel
idn't say AN STO members would benefit from being reminded of key points prior to interviews.

aC rOSS t h e Secto r’ \Ne Ca n Stee r C h a n g e U ncons C| ous b |a S t ra | n | n g Action CC09: Implement an unconscfrjuus bias clhf,'ckﬁst for fn!erw'en‘fv panels

Action PP04: Implement Recruitment training for Panel Chairs
re your Level D job applicants 40-60% female? *

to where it is needed the most. *MOoCK-Ups
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To inform collaboration, we are extracting the many potential
interventions from SAGE members’ Athena SWAN applications.
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