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Session Format

 [ntroduction

* Flexible Fund awardee presentations and
recommendations

« Q&A (please use the Zoom Q&A function)
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Accessibllity

 |If you require closed captions, please use the Zoom toolbar o furn

them on.

» Please note that this session does not have British Sign Language interpreting
due to resourcing issues for BSL inferpreters.

* If you require BSL interpretation, please refer to the programme and head
back to the main Zoom room for the parallel Flexible Fund panel session,
which does have BSL interpreters.
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Flexible Fund Posters

 Please see the link in the chat for some of our Flexible
~und posters

* For those in person, please take some time in the breaks
to have a look at the physical posters

DICa




Dr Hadar Elraz, Swansea University

Gender and mental health conditions in
UKHE: Reorganising inclusion in
contfemporary academio
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60 semi-structured interviews with self-identifying women academics across UK HElIs.

6 focus groups and follow-up interviews with HR/equality managers, national policymakers, and REF leads.
Policy review of sectoral and national documents

pastoral and administrative emotionally taxing, unrecognised and exacerbates MHCs
Gendered workloads, lack of networking and mentoring opportunities
Disclosure, support is often tokenistic /ineffective, systemic stressors
Institutions often shift responsibility ; ignoring structural causes, perpetuating stigma.
exclusion and marginalisation for MHCs, patronising behaviour from senior colleagues, with
limited institutional recourse

goes above and beyond one aspect of marginalisation
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in workload and promotion criteria
and addressing it (alternative promotion criteria; protecting
women academics research time)
, monitor overwork and reduce workload
Accumulating and support it (policies monitoring);
advocate pluralism of ‘ideal type’; train and monitor line and senior management
behaviours (regular surveys)
by: shifting responsibility back;
providing non tokenistic support for all; establishing trust and celebrating disclosure;
follow I1SO 45003 psychosocial risk

Insufficient support for and providing more of these for
women and intersectional academics in all career stages



Dr Fabio Fasoli, University of Surrey

Breaking barriers in research funding
applications: Evaluating narrative CVs
and co-designing solutions for
application processes
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THE PROJECT

Identify barriers . Concept
.\ 20 Interviews
and facilitators maps

« Linguistic
analysis
ﬁ * Link with
- evaluation
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Examine Narrative * 27 CVs
CVs 50 reviewers




PRACTICAL CHANGES

1 Create a single, evolving resource hub.

|

Align and increase transparency between
applicant and reviewer guidance

i

2
3 Provide mentoring opportunities and
self-reflection tools

i

FUNDERS

INSTITUTIONS
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Prof Dulini Fernando, Aston University

The work and career experiences of
women with mental health issues in STEM
Research and Innovation
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Project: Women who face mental health issues Iin
STEM research and innovation in academia and
Industry

We conducted one-to-one in-depth interviews with women in various STEM research and innovation
roles in both academia and industry. The interviews ranged from 50-90 minutes each.

Our data provided rich insights into the lived experiences of MHIs and how these were inscribed in the
occupational context that individuals operated in, perceptions of support structures, navigation
strategies and the career implications of these.

Our findings provide insig%hts into how women reflect on the incompatibility between disembodied ideal
worker expectations in STEM and their experience of MHIs as embodied subjects. Furthermore we
found strategies undertaken by women to navigate their careers amid MHIs and highlight how they
contribute to upholding disembodied ideal worker expectations in STEM research and innovation.

We produced (a) evidence-based guidelines for employers on how to support the careers of women
who experience MHIs in STEM and employees on how to navigate their careers in midst of MHIs (b) a
manual of career stories with eight of the most representative cases (c) a case study on women and
MHIs in gendered workplaces.

We worked closely with the Advisory board (AB) and partner organisations from the very inception of the
project, and we continue to do so to disseminate the findings of the study and identify pathways to
Impact.



What practical changes could organisations adopt

Our findings show how longstanding ideal worker expectations which prescribe long hours and high
performance expectations contribute to triggering MHIs for women. Organizational policy makers
should reflect on the triggers of MHIs and see if these can be addressed via workplace culture changes
and other means such as educating staff about the implications for wellbeing in the workplace.

Many women are reluctant to disclose MHIs within the workplace especially in early career stages
because they felt that they would be stigmatized for it and disadvantaged in career terms.
Organizational policy makers can undertake education and training campaigns that aim to challenge
negative stereotypes and make available a broad array of work arrangements and career opportunities
to suit the diverse needs and circumstances of employees.

Male and female senior personnel can be encouraged to talk openly about their genuine experiences of
MHIs within the workplace. Our findings suggest that well established careerists with professional
seniority can leverage their experiences of MHIs to contribute to altering dominant ideal worker
discourse in STEM while safeguarding themselves to some extent from stigmatizing connotations
attached to mental health.

Organizations can offer more institutionalized support schemes for mental health difficulties for all of
their employees.



Nathaniel Jones, University College
_.ondon

REPAIR: Redesigned Equitable Processes
for Inclusive Research Funding,
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Redesigned Equitable Processes for Inclusive Research Funding

Christin Henein, Nathaniel Jones, Ellie Maycock, Thanos Koukoutsakis, Simona Aimar, Naaheed Mukadam,
Natalie Marchant, Anna Cox, Katerina Fotopoulou

Internal structure Lived experiences

= Equity and Inclusivity Checklist = Survey: Experiences and Perceptions of

= Collaboration with research coordination Research Funding

offices = National and UCL-internal

= Social network analysis: nominations for = Qualitative interviews with researchers

internal prizes : :
P = Focus on internal funding calls and pre-

®m Patterns of nomination within UCL selection
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What practical changes can organisations adopt?

Design internal
Close the calls with
knowledge gap J accessibility in
mind

Improve
Close the transparency of
support gap internal
processes




Dr Beldina Owalla, Oxford Brookes
University

Understanding the impact of the Covid
19 pandemic on the career life cycle of
early career researchers in academia
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Project: 18-month co-designed project in partnership with British
Academy of Management

Context: Social inequalities persist within HEIs / limited insights into gendered
and racialized experiences by early career academics (ECAs)

Aim: Provide comprehensive understanding of Covid-19 impact on
experiences & career life cycle of ECAs, with a focus on marginalized groups

Methodology: data collection April 2024-Feb 2025

- Stage 1: online survey to ECAs (131)
« Stage 2: semi-structured interviews with ECAs (33)
« Stage 3: semi-structured interviews with business school leaders (9)
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What practical changes could organisations adopt?

v Standardizing good practices to ensure equitable access
v Equip and empower those providing support

v Create ‘safe’ environment & increase ECA representation at multiple levels
to improve visibility and voice

v Structural changes in practice, policy & culture — to match ECAs changing
attitudes to work

v Develop resilient culture - capability to deal with constant crises & rising
expectations
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Thank you!

bowalla@brookes.ac.uk

Link to final report


https://edicaucus.ac.uk/impact-of-pandemic-on-career-life-cycle-of-early-career-academics/

Next session - head back to the main room

 Please take a break and join us again at 1.15pm

« The next session will be:
Why the EDI Caucus matters and what will UKRI do differently as a
result, a keynote with Professor Christopher Smith, UKRI EDI
Champion and Executive Chair, the Arts and Humanities Research

Council (AHRC)
« Please use the main Zoom link for this session
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