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Juno Good Practice Checklist

The Juno Good Practice Checklist is a tool to use in developing your application for Practitioner status. It is designed to initiate honest discussion and reflection in order for you to establish where you currently are in relation to the Juno principles. 
It could be a useful first task for the Juno committee, or could be used as a way of consulting all staff. It is the different perceptions and opinions that will provide an ideal starting point for discussion and provide initial ideas and evidence to develop your Practitioner action plan. For maximum value, comments should be included to qualify, clarify and support the tick box response. 
This tool was originally based on the Royal Society of Chemistry Good Practice Checklist but has been amended and updated. 
This checklist will form part of your application for Practitioner status. 
Each criterion should be assessed according to how well embedded the statement or value is across the whole department, school or organisation. 
A = embedded: this criterion has been embedded, is regularly reviewed or reported on and adds value to the activities. 
B = adopted: this criterion has been adopted across the whole department or organisation and is generally accepted practice. 
C = developing: this criterion has been understood across the whole department or organisation and there are pockets of good practice in some areas. 

D = compliant: there is a general understanding of this criterion although practice is not necessarily consistent across the whole department or organisation. 

E = not in place: The department is not yet in a place to address this criterion
	Principle 1: A robust organisational framework to deliver equality of opportunity and reward

	1. 
	The head, or another senior leader, visibly leads and champions good practice for equality initiatives and programmes. 

	
	
	A
	B
	C


	D
	E

	2. 
	There are resources (time, admin support, facilities and funding) to support equality activities, initiatives and programmes.

	
	
	A
	B
	C


	D
	E

	3. 
	Comprehensive staff and PDRA data (including grade, contract function and working hours) are collected and analysed by gender. Data includes staff recruitment (from application to employment) and promotion. 

	
	
	A
	B
	C


	D
	E

	4. 
	Comprehensive student data (including foundation year where applicable) are collected and analysed by gender. Data includes application to degree outcome for all students from undergraduates to PhD. 

	
	
	A
	B
	C


	D
	E

	5. 
	Progression pipeline data for both staff and students has been analysed and any differential representation (at all levels from undergraduate entrants to Professors) has been identified.

	
	
	A
	B
	C


	D
	E

	6. 
	Qualitative data gained from staff surveys, discussions, focus groups, etc. are collected and analysed by gender.

	
	
	A
	B
	C


	D
	E


Comments:

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

	7. 
	There is a clear policy on how career breaks are considered in relation to appointment and selection and all staff understand its purpose.

	
	
	A
	B
	C


	D
	E

	8. 
	All staff who interview have undertaken appropriate equality and diversity training so that those who make decisions are aware of the effects of unconscious bias. 

	
	
	A
	B
	C


	D
	E

	9. 
	There is a departmental induction programme that introduces departmental practices and procedures to all staff, including post doctoral researchers.

	
	
	A
	B
	C


	D
	E

	10. 
	Data on recruitment and selection is analysed by gender for every stage of the process from application to appointment. 

	
	
	A
	B
	C


	D
	E

	11. 
	The department actively attempts to identify and attract candidates from under-represented groups.

	
	
	A
	B
	C


	D
	E


Comments:

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

	12. 
	All staff, including PDRAs, are regularly appraised. Take up of appraisal is monitored and the reasons for lack of appraisal are explored. 

	
	
	A
	B
	C


	D
	E

	13. 
	All line managers and PIs understand their responsibilities towards providing impartial career development and career advice for staff, including early career staff and PDRAs.

	
	
	A
	B
	C


	D
	E

	14. 
	Support is given to PDRAs and early career staff to apply for research grants and other funding applications. 

	
	
	A
	B
	C


	D
	E

	15. 
	The promotion processes and criteria for nominating and supporting candidates for promotion are perceived as being well communicated, consistent, fair in application and transparent. 

	
	
	A
	B
	C


	D
	E

	16. 
	Those involved in promotions decisions within the department have undertaken appropriate equality and diversity training.  

	
	
	A
	B
	C


	D
	E


Comments: 

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

	17. 
	All HR policies are well communicated to staff and consistently applied across the whole department.  

	
	
	A
	B
	C


	D
	E

	18. 
	All staff undertake equality and diversity training and/or unconscious bias training, as part of their induction or their career development. The uptake of E&D or unconscious bias training is monitored.

	
	
	A
	B
	C


	D
	E

	19. 
	Social activities are encouraged and involve all staff including part-time and non-academic staff as well as staff on sabbaticals, career breaks, long-term sick leave and maternity leave. 

	
	
	A
	B
	C


	D
	E

	20. 
	The departmental image (publicity, photographs, newsletters, job particulars, and prospectus) reflects the contribution of under-represented groups.

	
	
	A
	B
	C


	D
	E

	21. 
	Gender monitoring of speakers at all seminars, colloquia and events is collected. Speakers from under-represented groups are actively sought.

	
	
	A
	B
	C


	D
	E

	22. 
	There is a fair, transparent and open system for allocating workload and this is reviewed regularly. 

	
	
	A
	B
	C


	D
	E

	23. 
	The workload model is inclusive and fully recognises and rewards all types of contributions (including administration, mentoring, pastoral work and outreach).  

	
	
	A
	B
	C


	D
	E


Comments:

	Principle 5: Flexible approaches and provisions that enable individuals, at all career and life stages, to optimise their contribution to their department, institution and to SET

	24. 
	The policy and practice on flexible working is transparent and consistently applied across the whole organisation. The department monitors the take-up of flexible working options for all staff.  

	
	
	A
	B
	C


	D
	E

	25. 
	The management and operational arrangements reflect understanding of, and commitment to, a good work-life balance for all. For example, department meetings are timed to take account of caring/family responsibilities, work allocation discussions are held with new staff to pick up work-life balance issues, and changes in caring responsibilities are dealt with in a supportive and practical way. 

	
	
	A
	B
	C


	D
	E

	26. 
	All arrangements in advance of, and during, career breaks, maternity leave or shared parental leave are well managed and support is provided to allow returners to get back up to speed. 

	
	
	A
	B
	C


	D
	E

	27. 
	There is clear support and understanding from all members of the department, including the head, for shared parental and other caring leave. 

	
	
	A
	B
	C


	D
	E


Comments:

	Principle 6: An environment where professional conduct is embedded into departmental culture and behaviour.


	28. 
	There are clear values and expectations of the behaviour of individuals to each other (staff and students) and these are communicated to all staff. 

	
	
	A
	B
	C


	D
	E

	29. 
	There is a policy on harassment and misconduct covering staff, students and postdocs setting out clear guidance on how to make a complaint and how it will be addressed. 

	
	
	A
	B
	C


	D
	E

	30. 
	There is a system for recording confidential complaints of harassment, bullying or misconduct. 

	
	
	A
	B
	C


	D
	E


Comments: 
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