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Dear Jennifer,
Juno Champion Submission
I enclose paperwork describing our work and plans since the renewal of Practitioner Status in 2012.
This paperwork includes our self-assessment of our progress since 2012. Huge efforts have been made by
staff across the School to embed the JUNO principles into our processes and culture. We are delighted with
the impact this commitment has made. For example,
•

Dr Mark Hughes was appointed as Academic Services Officer in 2012, with a specific role to lead on
equality and diversity issues, embedded into the job description. Mark has made a real impact as this
submission demonstrates.

•

The Director of Admissions carefully analysed our admissions data and implemented changes to the way
that candidates are interviewed and shown round the School. The undergraduate female intake was
20.5% and 23.3% in 2014 and 2015 respectively. It is too early to prove conclusively that the extensive
changes to admissions processes caused the increase but the trend is very encouraging.

•

It has been a pleasure attending the Equality and Diversity (E&D) Committee. I have watched as the
members have gone from passive attendance to actively participating by generating new initiatives and
implementing them. Participation by undergraduate, postgraduate and postdoctoral members of both
genders has been excellent.

•

The E&D Committee requests annual reports from key members of the School Leadership Team –
Admissions, Teaching and Learning, Postgraduate Education, Chief Examiner. This has led to careful
consideration of E&D matters by these staff, data collection and analysis, and changes to processes. We
will continue to ensure that everyone who has a School role has to consider E&D as a part of their
duties. For example, the School Ogden Fellow, Dr Emma Nichols, coordinates outreach and all her
presentations and photographs show that physicists are a diverse community. This application provides
more details.

•

The School has grown in recent years resulting in an active recruitment campaign of academic staff. The
Academic Appointment Committee has embedded E&D principles into recruitment and progression of
tenure-track staff. By construction, the chair of this committee is of the opposite gender to the Head of
School. Several outstanding female academics have joined the School – Prof. Sarah Bridle, Prof. Anne
Juel, Dr Anna Scaife, Dr Georgia Karagiorgi, Dr Draga Pihler-Puzovic, and Dr Laura Fumagalli. The

percentage of female academics has gone from around 12% in 2010 to 15% now. We have a clear target
to make this at least 20% in the next few years.
•

Female participation at senior leadership level has much improved with Prof. Sarah Bridle as Director of
Research and Chair of the Academic Appointment Committee and Prof. Wendy Flavell as Director of
Postgraduate Education. Prof. Anne Juel is Director of the Manchester Centre for Non-Linear
Dynamics, talking over from Prof Tom Mullin who will retire shortly. Dr Anna Scaife heads the
Interferometry Centre for Excellence in the Jodrell Bank Centre for Astrophysics.

The paperwork includes a fully revised and updated action plan. The School contact person is Dr Mark
Hughes, Chair of the School JUNO Committee. This committee is a subcommittee of the Equality and
Diversity Committee, chaired by Prof. Jian Lu.
I also feel it important to re-affirm the five principles of the Project Juno Code of Practice. The School is
totally committed to the following principles,
• A robust organisational framework to deliver equality of opportunity and reward
• Appointment and selection processes and procedures that encourage men and women to apply for
academic posts at all levels
• 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.
• Departmental organisation, structure, management arrangements and culture that are open, inclusive and
transparent and encourage the participation of all staff.
• Flexible approaches and provisions that enable individuals, at all career and life stages, to optimise their
contribution to their department, institution and to SET.
The application has examples of these principles being applied across the School.
We were delighted to receive an Athena SWAN Bronze Award in November 2013. We will continue to
improve our culture and processes with the ultimate goal of being awarded Athena SWAN Gold in the next
few years.
It is important to demonstrate diversity when providing role models of excellence in science to staff and
students. It has been a pleasure to make the presentation at degree ceremonies when honorary doctorates
have been awarded to Professor Dame Jocelyn Bell-Burnell and Prof. Dame Athene Donald. An annexe will
be built onto the Schuster Building by 2017, and following a suggestion by undergraduate members of the
E&D Committee, one of the new teaching areas will be named after a famous female scientist – there has
been much debate as to who it should be.
In conclusion, our most important advance since 2012 has been the embedding of JUNO principles into the
operation of the School. As a result, I know that they will continue to be applied whoever is leading the
School.
Yours Sincerely,

Professor Stephen Watts
Head of Physics and Astronomy.

Juno Champion
Application
School of Physics and Astronomy
University of Manchester
November 2015
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Introduction to the School of Physics and
Astronomy
The School of Physics and Astronomy is a large and successful School. Currently ranked as 13th in the world
in the Shanghai Jiao Tong Academic ranking of physics departments, the School hosts two Nobel Prize
winners (Andre Geim & Konstantin Novoselov) and attracts some of the most able students in the UK to
join its degree programmes.

Alan Turing Building, Manchester

Jodrell Bank Observatory,
Cheshire

Schuster Building, Manchester

Figure 1. The School of Physics and Astronomy is spread across 3 buildings.
The School consists of 80 academic staff, 100 PDRAs, 16 Research Fellows, 32 administrative staff and 70
technical staff. The School is based over 3 sites; Schuster Building & Alan Turing Building - adjacent
buildings on the Manchester campus and the Jodrell Bank Observatory in Cheshire (20 miles away), see
Fig.1. Research Groups are organised into 4 divisions (‘Accelerator, Nuclear and Particle Physics’,
‘Condensed Matter’, ‘Jodrell Bank Centre for Astrophysics’ and ‘Theoretical Physics’) as shown in Fig.2. The
administrative and technical support organisational structures are shown in Figs. 3 and 4.
Fig.5 shows the Academic School structure. Executive function lies with the Head of School and the School
Executive, consisting of the Directors, and the Heads of Research Divisions (at alternate meetings). Many
functions are delegated to other committees within the School e.g. decisions about teaching are primarily
taken by the Teaching Committee, and research by the Research Committee. In addition there is a School
Board (chaired by Dr. Andrew Markwick) consisting of all academic staff and representatives from technical
and administrative staff. As a result of our 2013 Athena SWAN application, PDRAs and students now also
have representation at the School Board.
The School attracts large numbers (~280 per annum) of very successful students with current A-level offers
being in the range of A*A*A to A*AA. The School has been considering the issue of gender equality for a
long time, as evidenced by becoming a Juno Supporter in 2007 and receiving its Juno Practitioner Award in
2010. In 2012 we renewed our Juno Practitioner status. In 2013 we applied for Athena SWAN Silver but
were awarded Bronze. On reflection, this was a fair outcome as we realised that whilst we were
incorporating good practice we needed more time to fully embed our work.
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Figure 2. The research division and group structure in the School.

The Equality & Diversity Committee (E&DC) and the Juno Committee
The Head of Equality and Diversity in our School is Prof. Jian Lu. Jian chairs the School’s Equality and
Diversity Committee and has responsibility for all E&D activities in the School. The E&D committee reports
to the School Executive and the School Board. The E&D Committee meets three times a year (January, June
and November). It does not have executive function but can question any part of the School and send
proposals to other executive parts of the School (e.g. Teaching Committee, Research Committee or the
School Executive). In addition the Head of School sits on the E&D committee and so some executive
decisions are made during the committee meetings. For example, at the June 2015 meeting it was
proposed by the committee and agreed by the Head of School that the new annex to the physics building
would have either a room or the annex itself named after a famous female physicist. The committee is also
in charge of an annual E&D award (the Alan Greenwood award) made to the undergraduate or
postgraduate student who has contributed most to E&D in the School.
When the School is applying for either an Athena SWAN or Juno award a temporary Athena Swan Self
Assessment Team or Juno Committee is formed (chaired by Dr. Mark Hughes) to take forward the
application. The Juno Committee consists of the staff membership of the E&D Committee. A decision was
made to not include students as regular members of the Juno Committee so that staff do not feel restricted
in discussing sensitive issues.
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Links to the Research Divisions and Groups
Each research Division sends two people (one male, one female) to provide representation on the Equality
and Diversity Committee. The role of the Research Division reps is to ensure representation for all research
groups so that any issues can be raised by research staff, and to report back to their respective divisions.
For example, the Jodrell Bank Centre for Astrophysics reps state:
“The Jodrell Bank Centre for Astrophysics has male and female representatives who sit on the Equality and
Diversity Committee. In addition to the noticeboard that can be used to communicate announcements, the
representatives send out regular e-mails to ask people about any issues that need to be raised. The
representatives try to make sure that the Astrophysics group are aware of E&D policy and events, despite
being in another building (Alan Turing Building) from the other groups in the School.”

Figure 3. The Administrative support structure of the School
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Figure 4. The Technical support structure of the School.

Figure 5. The Academic structure of the School. The Directors and the Chair of the
Academic Appointment Committee forms the School Executive, additionally with the heads
of divisions attending on alternate meetings.
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Reflection by the Head of School Administration
Sarah Mulholland

An

important

part

of

my

role

as

Head

of

School

Administration is to ensure that E&D activity is embedded in
our processes from staff recruitment through to the exit
interviews we conduct when a member of staff retires or leaves
the School. These processes are now well established and
documented

and

managed

by

my

role

so

will

continue

consistently even if the Head of School position changes at the
end of each cycle.
The staff induction process is fully embedded and now in the fabric of the School
and staff receive important information at various points throughout the year. I
maintain an E&D calendar which details what information needs to go to staff
and when. This also includes the messages from the Head of School so I can
ensure that these are also sent consistently. The calendar includes annual
communication around equality and diversity training, data protection training and
unconscious bias training. Staff are requested to undertake this training following
induction but also undertake refresher training every two years (see Actions 1 &
2, also Action 5). The calendar also includes the annual message from the Head
of School around dignity at work and the importance of being polite and
courteous to one another. The annual staff away day is also included in the
calendar as each year it features a different E&D session. Our social events are
also embedded within the School and include a summer event at Jodrell Bank, an
annual Christmas party and a weekly coffee morning aids communication and
collaboration.
Following my appointment in 2014, I have implemented an exit Interview process
for all staff.

When a member of staff leaves the School to take up a new post

elsewhere or retire, we conduct an exit interview with them. At the exit
interview, we are keen to hear staff views about the University and their role
which will help the School to understand why staff are leaving and identify any
improvements that could be made for the future.
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We are committed to collecting data and embedding this throughout the School.
We collect data at regular times and on an annual basis. Examples include data on
PDRs, promotions and recruitment and we also collect data through the
embedded annual staff survey. Although this is now rooted within the School we
now have an intrinsic need to fine tune all the data we capture.
We have achieved much success as noted above but we still have more we wish to
focus on. Although we have embedded dignity at work for example, we would now
like to focus more on the “We Get It” campaign (see Action 13). We have a
welfare room/breastfeeding room in our building which is well established but we
are awaiting signage for the foyer to remind staff and students of where this is
located. We are also working on designs for new banners to better publicise E&D
activity to raise awareness and engage those people who don’t think E&D is for
them.
-Sarah Mulholland
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Juno Committee Membership (also the staff members of the E&D committee)
Name

Prof. Jian
Lu

Dr. Mark
Hughes

Role
Head of Equality and
Diversity, Chair of the
School E&D
Committee
Senior Lecturer,
Deputy Director of
Teaching, Academic
Services Officer, Chair
of the Juno
Committee, Chair of
the School’s Athena
SWAN Self Assessment
Team

Prof
Stephen
Watts

Head of School

Dr
Myfanwy
Lloyd

Senior Lecturer, 1
Year Teaching
Laboratory Tutor

Dr. Emma
Nichols

Ogden Fellow

Karen Ross

Recruitment and
Admissions Officer

Rebecca
Shaw

Education Officer

Sabah Salih

Computer System
Manager

Val
Brennan

Recruitment and
Admissions Manager

Sarah
Mulholland

Head of School
Administration, E&D
Committee Secretary

Dr. Hilary
Kay
(until July
2015)
Dr. Marina
A.
Leontiadou

Work/Life Balance
Jian is the Head of Biological Physics. He shares daily routines with his wife to look
after their 2 daughters.

Mark is Chair of the Juno Committee, a member of the University’s Athena SWAN
Self Assessment Team, and Deputy Chair of the IOP’s Inclusion and Diversity
Committee. He has also represented the IOP at two meetings of the Athena Forum
and published a HEA practice guide on embedding E&D in the curriculum for the
physical sciences. He is married and has a 1 year old daughter. He is making full use
of the School’s flexible working opportunities to look after his daughter on
Mondays.

Steve has responsibility for E&D in the School. He has a busy schedule and balances
home and work responsibilities.
st

Post-Doctoral
Research, Daphne
Jackson Fellow

PostDoctoral Research
Associate, School of
Physics & Astronomy
and the Photon
Science Institute

Myfanwy has worked half-time for over 10 years and took an 18 month career
break, supported by the School, when her children were young. She worked on
our original Juno application. Flexible part-time working allows her to balance work
and family responsibilities, e.g. spending more time at home during school holidays
Emma coordinates outreach and public engagement in the School. As this role
often involves running events in the evenings or at the weekend, flexibility in
working hours allows her to maintain a work-life balance.
Karen works in the Recruitment and Admissions Team working with both
undergraduate and postgraduate recruitment and admissions. Karen also takes
part in outreach activities. Karen juggles work with home life with 2 small children.
Rebecca works on the administrative support of postgraduate students and
additional support for undergraduate students. She is committed to a work-life
balance both for herself, and to lead by example for the staff that she manages.
Sabah works within the Particle Physics group. Sabah has a very happy life at home,
work and enjoys his work. Sabah has an interest in making other people happy
within work and outside work.
Val is responsible for the recruitment and admissions processes for undergraduate
and postgraduate applicants to the School, and overseeing the School’s outreach
activities. She juggles work with home responsibilities.
Sarah is responsible for all the professional support services for the School. She has
an 11 year old daughter and an 11 year old step daughter. She shares daily routines
with her ex-husband. Sarah is committed to a work life balance and tries to ensure
that all staff maintain a healthy balance between work and home.
Following a career break Hilary returned to research last year and works part-time
whilst bringing up her young family. The flexibility of the Fellowship, and the
support from her line manager, allowed her to adjust her working pattern when
necessary to juggle the demands of two young children and research. Hilary has
now left the School to join the Jodrell Bank Discovery Centre.
Marina is a member of the Photon Physics Group since 2013 and she joined the
E&D Committee in 2015. She really enjoys research, supporting postgraduate
students and getting involved with outreach and public engagement. “Imagination
is more important than knowledge” –by A. Einstein is one of her favourite quotes.
Despite the major work responsibilities the flexibility of her job helps to improve
the work-life balance.

Page 10 of 82

Dr. Darren
Price
Dr Rowan
Smith

Dr Stefano
Camera

STFC Ernest
Rutherford Fellow.
Contact for the ANPP
division of the School
RAS Norman Lockyer
Fellow. Contact for the
Jodrell Bank Center for
Astrophysics
Research Associate in
Theoretical &
Observational
Cosmology. Contact
for the Jodrell Bank
Centre for
Astrophysics

Darren is a member of the Particle Physics group within the School. In addition to
research, he enjoys supervision of postgraduate and MPhys students. He is an
advocate for public engagement with research, and in particular encouraging
women from a young age to consider physics as a higher education/career choice.
Rowan joined the JBCA as a Research Fellow in 2014 and became a member of the
E&D committee in 2015 as well as being active in public engagement. Flexible
working hours and support from her line manager help her to achieve a good
work/life balance and manage her responsibilities.
Stefano joined the JBCA as a Research Associate in November 2014 and became a
member of the E&D Committee in 2015. He is active in research, participates to the
effort of various international collaborations and consortia, and he also enjoys
outreach activities at all levels. At JBCA, he has found a vibrant, encouraging and
stimulating research environment that helps him to fulfil his potential.

Table 1. The Juno Committee, their roles and work-life balance.
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Reflection by the Head of Equality and Diversity
Prof. Jian Lu
I took over as chair of the School’s E&D Committee in early 2012. We
were then preparing for the renewal of our Practitioner status. We
took the opportunity to reflect on why some aspects of the 2010
Action Plan were not well implemented. We realised that after the
change in the school management in 2010, some of the specific actions
that went beyond Juno Practitioner status were not well embedded in
the school. Through further discussions at the School Board and the E&D Committee, the
school decided to strengthen this process by appointing a dedicated Academic Services Officer
with a specific responsibility to deal with E&D matters, including collation of statistics,
school E&D website, promoting awareness of equality and diversity issues and dealing with
specific equality and diversity issues, etc. Our members of the E&D Committee also became
more proactive in implementing the JUNO plan. Over the past three years, we have
witnessed a major transformation in the attitude and perception of our school members
towards E&D activities. Importantly, E&D has since been at the top of the agenda of our
senior school management team. We now have robust procedures for monitoring all aspects
of student life by gender including admission and academic studies. Procedures now also exist
for monitoring staff recruitment and promotions by gender across all sectors of staff
categories. Appraisals of staff including PDRAs and mentoring schemes have been formalised
to offer career guidance. Gender awareness has penetrated into almost all fabrics of school
life, including school processes, procedures and practices with gender balance duly considered
in events like seminar speakers, photo displays and training events. Flexible working practices
have been well supported and implemented by school management so that the benefits of
flexible working have truly benefited men and women. Above all, the E&D Committee has
been

functional

and

its

membership

updated

following

a

strict

procedure.

To ensure that the School continues to improve, we now have all the processes and
procedures in place. The E&D Committee takes responsibility for monitoring performance and
highlighting issues across the school whilst the school management takes an active role at
implementing

actions

and

where

necessary,

deploying

resources.

I am confident that the school is now well tuned to the procedures and processes that will
ensure a bright future in advancing the Juno Principles.
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- Prof. Jian Lu

Overview of Management Operation in the School
The gender diversity of the key role holders (the ‘Directors’ indicated in Fig.5) is taken very seriously, since
the School Executive is formed from the Directors, with the Heads of Divisions attending on alternate
meetings. With small numbers of female professors there is always going to be the risk of either
overloading small numbers of staff or having male-only committees. Indeed after several female professors
came to the end of their School roles the Head of School decided to address the issue both for now and the
future. To remove the possibility of a single gender School Executive occurring in the future a new post of
‘Chair of the Academic Appointment Committee’ was created, who is automatically part of the School
Executive. This person must be of the opposite gender to the Head of School and so this has removed the
possibility of single gender School Executive Committees.
The normal expectation is for a Director to undertake the duties for five years, with the possibility of an
extension for up to a further five years. The Head of School appraises the Director annually and confirms
continuation in the role. Two of the current Directors (Research and Postgraduate Education) are female.
The current Director of Postgraduate Education will be stepping down to take on more faculty work and so
an email has been sent by the Head of School asking staff to apply for this role.

Committee Membership
Committee name
Executive Committee

2010/11
Female Male
0

8

2011/12
Female Male
0

8

2012/13
Female Male
0

9

2014/15
Female Male
3

5

Research and
0
9
0
9
0
9
2
7
Enterprise
Committee
Teaching Committee
3
16
2
16
2
16
2
13
(Teaching)
1
5
1
5
1
5
1
7
Laboratory
Committee
External Advisory
n/a
n/a
n/a
n/a
3
12
3
9
Board
Postgraduate
2
11
1
9
2
17
8
22
(Teaching)
Committee
Equality & Diversity
n/a
n/a
n/a
n/a
9
11
12
7
Committee
Table 1 Male and female numbers for School committees. Committee membership is automatic by the
member having a relevant School role. The risk of single gender School Executive Committees has been
addressed and the Director of Teaching is now addressing the low number of female members on the
Teaching Committee.
The Committee membership shown in Table 1 is determined by role (e.g. a Year Tutor would automatically
be on Teaching Committee), and this has an impact on the male/female numbers. Our attention is now
focussed on the constitution of the Teaching Committee with currently only 13% female membership. This
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again is due to the (current) lack of female representation in key teaching roles such as the Year Tutors, or
directors of the various degree programmes who are currently all male. This issue is currently being
addressed by the Director of Teaching.

Embedding of E&D in key School roles
Whilst we are confident that those with key School roles (e.g. Directors of Teaching, Research, UG
Admissions, etc) are fully engaged with tackling the challenges of equality and diversity, we realised that we
needed to embed this good practice in their role descriptions. This will mean that future Directors of
Research or Directors of Postgraduate Education will be required to consider E&D as part of their normal
working practice. See Appendix D for examples of these descriptors.

The Staff Survey
Although the university runs its own annual staff survey, the questions are tailored to enable central
university to make management decisions. The questions the School needs answers to are not always the
same and since 2013 we have run our own internal staff survey, and have committed to running it every
other year. This year the survey was run for the second time. All academic, PDRA, technical and
administrative staff can complete the survey, which is run online. Whilst the questions were orginally
developed for our 2013 Athena SWAN application, they cover issues wider than gender (for example,
investigating awareness of procedures in the School, or promotions). The survey is now embedded in
School practice, though with hindsight we now realise some of the questions need to be fine-tuned for
future surveys.
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Progress since Practitioner
We believe we have made significant progress in embedding good practice since renewing our Practitioner
status, though we recognise that there is still work to be done. Since renewing Practitioner we applied for
Athena SWAN Silver in 2013 (awarded Bronze) and this provided an opportunity to reflect on our action
plan and to instigate new initiatives. Although we were disappointed not to get Athena Swan Silver we feel
that it was a fair result as many of our initiatives had not then had enough time to become fully embedded.
The Juno visit in July 2014 gave us confidence that we were on the right track, but reminded us that we
needed time for our work to become more embedded.

Feedback from our 2012 Juno Practitioner Renewal
The following contains the feedback from 2012 Juno Practitioner Renewal and our comments on where we
believe we have progressed.
Feedback

Our Comments

“The E&D Committee is clearly an important vehicle
for the delivery of Juno objectives, yet it is surprisingly
male dominated at the senior level.”

Committee memberships are usually automatic by role.
The Athena SWAN application in 2013 led to significant
soul-searching about committee memberships, in
particular the School Executive. Prior to 2012 several
senior female academics had come to the end of their
term in senior roles, and this led to the issue. Since this
time the Chair of the Academic Appointment Committee
has been created. This person sits on the School Executive
and must be of the opposite gender to the Head of School.

“The E&D Committee does not appear to include the
new post of Academic Services Officer in the
membership listing, yet this post holder is responsible
for the delivery of E&D data etc. and would be the
person who helps the Chair to drive the Committee’s
work along.”

This was just a paperwork issue as the person in question
was already a member of the E&D committee but the
documentation did not reflect this.

“Presence of senior management on the E&D
Committee shows excellent commitment as long as
they are active working members.”

Although the E&D committee does not formally have
executive powers, since the Head of School sits on the
committee several executive decisions have been taken
during committee meetings, for example the recent
decision to name a room in the new annex after a famous
female physicist.

“There was no information provided as to how
frequently it meets and how it obtains data on Juno
issues.”

The E&D committee meets three times a year in January,
June and November. The Juno Committee (a
subcommittee of the E&D committee) typically meets
monthly leading up to an application. Data is provided by
both the university’s E&D team and from our own School’s
data.

“The first survey of staff is not due before the end of
2012 and web page development is said to take one
year for full implementation. Is this time scale driven
by limited resource allocation? Given the lack of
acknowledged progress over the past two years a

The survey now occurs every other year. The second
survey occurred in the Summer of 2015 and is reported in
this document. The web page is up and running and we are
now looking at how E&D can be embedded throughout the
web site (see the Action 8)
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somewhat greater sense of urgency would be
welcome.”
“Admissions and performance data must be broken
down by gender and analysed to see if there are any
significant differences that need to be addressed at
UG or PG levels. We are told that this process is not
complete but is in hand. This ought to be a priority;
surely it is ‘core business’ for the School?”

This is now embedded core business of the School. For
example, see the extensive analysis and reflection by the
Director of UG Admissions in this document.

“Staff data are monitored at Faculty level but a
department-specific digest is required and
departmental data gathering is reported to be in
hand. What is the timeline for this? This would vital to
identify issues in order to inform a Champion action
plan.”

Staff data are now monitored at the School level.

“The School is aware of the low percentage of female
academic staff and is taking measures to see that
appropriate applications from women are
encouraged, this is positive.”

We have early signs that we are going in the right direction
with the recent recruitment of new lecturers, and our
operational Academic Appointments Board.

“Principle 2: Short listing/ headhunting/ promotion
groups etc. should have female as well as male
membership as a matter of course.”

This already occurs as a matter of course. We have an
Academic Appointment Committee to ensure the
recruitment process is fair and robust.

“Principle 3: The extension of Performance and
Development reviews to PDRAs is welcome.
Promotion data should be monitored at the
department level (currently at Faculty level) even
though numbers will be small. Feedback to failed
candidates is in place.”

Uptake of Performance and Development Reviews (PDRs)
by PDRAs is still an area that needs improvement. The
Head of School has already stressed the importance of
PDRs to their line managers. See Action 3.

“Principle 4: Training in E&D matters should be
mandatory for all PGs involved in teaching and
strongly advised for all research PGs as part of their
generic training. Here and elsewhere too many
timescales are ‘ongoing’ where they could be more
specific, e.g. by what date will x% of staff have
completed the E&D training? Outreach activities seem
extensive. The department has a work allocation
model which is public and includes activities such as
E&D/Juno work.”

E&D training (online) is mandatory for all PG students
demonstrating in the teaching laboratories and working as
tutors. This currently involves taking the university’s online
training course. We are in the process of producing more
bespoke training for the future. See Action 5.

“Principle 5: The school appears responsive to
requests for flexible working.”

The School continues to be responsive.

Our current action plan is more specific with deadlines.
The work allocation model continues to be transparent to
all academic staff.
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Feedback from our 2013 Athena SWAN application
Following our application for Athena SWAN Silver (for which we were awarded Bronze), we received the
following feedback. We again indicate where we believe we have progressed.

Category

Feedback “Commended”

Feedback “Would like to See”

Letter of
endorsement
from Head of
Department

Have appointed an officer
whose job description
includes Equality and
Diversity
Listing of new initiatives
Sense of commitment

A little more progress, for silver

Since 2013 most of our actions
have become embedded.

The selfassessment
process

Large team, with lots of
senior men
Embedded in school’s E&D
committee
Staff survey and working
groups within the SAT
Budget allocation

How SAT was put together
What issues had been identified
earlier in the process/before the
AS process was begun (eg. with
relation to Juno Practitioner)
How the SAT reports to and
engages with the rest of the staff

The Juno Committee/Athena
SWAN SAT is a sub-committee
of the E&D committee and
reports to the School Executive
and the School Board as
discussed in this document.

A picture of the
department

Initiatives to attract women
UGs
Woman heading the senior
search committee (recently
appointed)
Honest about PG
recruitment issues
Novel analysis of exam marks
Identifying their issues and
beginning to put actions in
place to address them

Analysis of differences between
different subject areas and
different degree types (BSc/MSc)
PG recruitment issues addressed
earlier in the process
Explanation of why a much lower
fraction of women receive offers
than men for the PGT & PGR
courses

Degree attainment and
progress is now extensively
analysed by the Chief Examiner
and annually reported to the
E&D committee in November.
PG recruitment issues are of
concern and are being
addressed by the Director of
PG Education (see her
reflection in this document)

Supporting and
advancing
women’s
careers

Our Comments

Notes:
Have more professors than the rest of academic staff combined
Over word count

The recent recruitment drive is
also appointing academic staff
at the more junior levels,
though we are always pleased
by staff developing their
careers and seeking promotion.

All staff considered for
promotion
Early career champion &
support for post docs

PDR uptake issue has been
addressed but we still have
concerns about PDRs for
PDRAs. See Action 3.

Better appraisal figures for a
silver award application
Actions to address PDR uptake,
the staff survey showed low
uptake of PDR, and far more
women than men had not had
them
Data on transitions of post docs,
e.g. to other institutions.
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Notes:
School researcher development forum is a missed opportunity
for development – would also like to see uptake by gender

We did not understand this
comment. We have a PostDoc
forum, run by a champion in
the School. The forum includes
events to help PDRAs think
about their future career.

Career
development

95% staff have undertaken
E&D training
Induction
Staff contact for women
students (would expect to
have already seen this in
place)

Info on take-up of training other
than E&D

We are now asking all staff to
undergo unconscious bias
training (see Action 2). We will
have both a male and female
Senior Advisor (see the
Director of Teaching’s
reflection).

Organisation
and culture

Student mentoring
80% academics & 90%
researchers felt that
meetings are scheduled at
good times (but part time
staff felt neutral)
Embedding of E&D into
school culture
Honesty in admitting
harassment statistics
Transparent workload model

Change to the proportions of
women on committees prior to
the application
Research and outreach included
in the workload model
Actions to stop harassment,
rather than only having ‘Dignity
at Work’ advisors
Formalised rotation of duties

The creating of the Dignity at
Work advisors is an important
first step.
We will also actively promote
the university’s “We Get it”
campaign (see Action 13).

Flexibility and
managing career
breaks

Evidence of a supportive
culture
Meetings before & after
maternity leave
90% felt they had the
opportunity to work flexibly
Responding to findings that
people don’t
understand/know about
formal flexible working
(annual email)
Mentors and (university)
support group for those
returning from leave

Details on the reasons why two
people were refused flexible
working
Formal workload policy for
returning to work
Response to the fact that only
just over half of staff are happy
with their w/life balance and 40%
feel their workload is
manageable

Any other
comments

Reasons for any specific refusal
is confidential and it would be
inappropriate to discuss here.
The university had rules for the
reasons for which a request
can be refused.
We now have an agreed
phased return to teaching for
those returning from extended
caring duties (e.g. maternity
leave).

E&D committee within the
school
Notes: Return rates of survey are indicative of where concerns lie
within the department

Action plan

Numerical success measures
Comprehensive
Well structured

3.3, 3.6, 5.2 improved, they are
poorly constructed with
unmeasurable success measures
More challenging actions
More action (heavily skewed
towards monitoring and initial
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We believe the procedures and
processes actioned in the
earlier plans are now
embedded and we seek to go
beyond these. (see the current
action plan)

investigations)
Case study:
impacting on
individuals

In both of the cases the
response to childcare needs
has been flexible

Impact of specific changes in
policy or practices
Evidence of people being
supported through promotion or
onto a fellowship

Final Comments

Good bronze application. Very honest assessment but too many
issues are only just beginning to be addressed. Some further
evidence of the work that had been done under Juno would have
been beneficial.
Good Practice Example: All staff regularly considered for
promotion

All professors are now required
to be available to act as a
mentor for junior staff going
for promotion. This occurred
informally in the past but is
now a requirement.
We recognised that at this
stage, although we knew what
we needed to do, our
processes were not fully
embedded. We believe we
have made significant
improvements since this
application.

Proud of our achievements so far...
Since practitioner renewal we are proud of achieving the following:
1. Staff with key roles (Director of Teaching, Director of Research, Director of PG Education, Director
of UG Admissions) now have equality and diversity commitments written into their role descriptors.
This will ensure the continuation of good practice as individuals change roles.
2. The staff with key roles are also required to provide an annual report to the E&D committee, which
allows members of the committee opportunities to ask questions about important School
operations.
3. Following the recommendation of a member of the E&D committee (at that time), Prof. Sarah
Bridle, we commissioned a breast milk expression room, that provides a private space and a fridge
for milk expression. The room serves a dual purpose as a first aid room.
4. A member of staff now has E&D written into his job Description (Dr. Mark Hughes, Academic
Services Officer) and has been active on E&D work within the School and nationally through the IOP
Diversity and Inclusion committee and his recent Higher Education Academy publication on
“Embedding Equality and Diversity in the Curriculum: a Physical Science Practitioner’s Guide”
5. Admissions data have been analysed thoroughly by the Director of UG Admissions (Prof. Sean
Freeman). We are now also careful that images used in open days are gender balanced. We have
had good feedback about this from visitors to our Open Day events.
6. We have now embedded the process of examining gender differences in exams at the resolution of
individual modules (it was previously done only to degree level). The results are looked at after the
exams and feed into monitoring of teaching quality. Analysis by the Chief Examiner (Prof. Michael
Seymour) and Dr. Andrew Markwick have indicated that whilst there is no significant difference for
most modules, there does seem to be a persistent difference in the General Paper, with females
underperforming. A support package to address this issue is currently being considered (see Action
4).
7. During the Athena SWAN application it was realised that being a big School we do not have enough
interaction between the groups and between academic, administrative and technical staff.
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8.

9.

10.

11.

12.
13.

14.

15.

Consequently, a very successful School-wide coffee session every Monday morning has been
running, organised by one of the E&D committee members, Sabah Salih. In addition a joint interSchool coffee morning session between Physics & Astronomy and the School of Mathematics is run
approximately every month.
Induction packs have undergone a significant update and the implementation and monitoring of
inductions is now being overseen and monitored by the Head of School Administration, Sarah
Mulholland (also a member of the E&D committee).
Since our Athena SWAN application, E&D standing items are now part of every meeting of the
School Executive, the premier executive body of the School. The updates are usually delivered by
the Academic Services Officer, Dr. Mark Hughes (also a member of the E&D committee/Chair of the
Juno Committee).
The 2013 Athena SWAN application highlighted that we (then) had no female members of staff in
senior positions. This had occurred because several female staff had just come to the end of their
time in these roles. The Head of School gave considerable thought to balancing the fact that there
were few female professors (hence the danger of overloading staff) and that having male only
decision making committees was unacceptable. Consequently a new role of "Academic
Appointment Committee Chair" was created to lead the search for new academics. This person
(currently Prof. Sarah Bridle) is now automatically a member of the School Executive and must
always be of the opposite gender to the Head of School, hence we should never again get a School
Executive of one gender only.
As a result of our 2013 staff survey, we now have 3 members of staff acting as "Dignity at Work"
advisors. These are independent members of staff who can be contacted confidentially if someone
feels they are subject to harassment or bullying.
Since 2013 we have committed to running our annual staff survey every other year. The second
survey ran during the summer of 2015.
Following feedback from a member of staff highlighting the need for gender inclusivity beyond the
gender binary, the June 2013 E&D committee meeting agreed that future surveys would also
include a third option in addition to male and female.
At the June 2015 E&D committee meeting it was proposed, and agreed by the Head of School that
the new annex would either have a room (or the annex itself) named after a female
physicist/astronomer.
Recognising that the links to the research groups were not as effective as they could be, the
Division chairs were asked to nominate a male and female researcher from their area to sit on the
E&D committee.

...but recognising there are still challenges ahead.
We recognise that we still have work to do:
1. Uptake of Professional Development Reviews (PDRs) is now improving but still has some way to
go. Below is the current uptake for 2015 at the time of this document:
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For Academic Staff 60% of PDRs have so far been completed and another 20% have been
scheduled. We will aim to get this to 90% for future years.
The PDR uptake for Technical staff is very low at 42% but we have a new Operations Manager at
Jodrell Bank, and a new Technical Services Manager and aim to have a 60% completion rate by the
end of the year with percentages being comparable with Academic staff in following years.
For Administrative staff the percentage is high at 94% and we will endeavour to get this as close to
100% as we can.

School/Business Area
Total
Number of Number of
number of staff eligible staff PDR
staff
for PDR
offered to

Number
of PDRs
carried
out

Academic

110

110

110

65

Administrative/Clerical

31

31

31

29

Technical

82

82

82

35

PDRA

55

55

55

39

Table 2. Professional Development Review uptake across the different roles in the School.

The key issue is uptake by PDRAs the percentage uptake (71%) is too low. Whilst some senior
academic senior staff may choose to not undertake a PDR (it is voluntary), it is very important that
all PDRAs, at such a crucial stage of their careers have a PDR. The Head of School has stressed the
importance to staff of undertaking these important development reviews but uptake has been
stubbornly slow. We will endeavour to get this number to at least 90% by the end of 2016. See
Action 3.
2. We need to get more of the School involved with the E&D committee. The School is large and
inevitably some staff and students may not see the E&D committee as being relevant to them. We
have therefore decided to include a regular article in the School staff newsletter about what the
E&D committee is doing and has achieved so far. Emma Nichols and Karen Ross (both members of
the E&D committee) are improving the E&D area of the School web pages. See Action 7.
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3. We need to improve the images around the School to reflect the diversity of our population. The
Head of School has committed to funding these images. Two of our E&D committee members
(Emma Nichols and Karen Ross) are currently leading the production of these new images to put on
the walls of the School.
4. We need to increase the percentage of female staff in key teaching roles (e.g. the Year Tutors or
Programme Directors) without overloading staff. See the Director of Teaching’s reflection for
further details.
5. Our Nuclear postgraduate programmes are too male-dominated, in part a reflection of the
Nuclear industry but we will work hard to address the issue over the coming year. See Action 16.

Personal Reflections
Perhaps the change we are most proud of is the way in which everyone with a key School role has engaged,
and is required to engage with gender equality (and E&D more generally). They are also required to report
to the E&D committee annually and E&D activities are now written into their roles so that important
activities are not affected by personnel changes (see appendix D for examples). To illustrate how these key
people are engaging with gender equality they have provided their personal ‘reflections’ , which are
scattered throughout this application. These reflections provide an insight into how improving gender
equality is now part of the fabric of the School.
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Principle 1: Organisational Framework
Since our 2012 Juno Practitioner renewal we have made great strides in embedding
processes; from regular data monitoring and staff surveys, to requiring key staff to
report to the E&D committee and formalising E&D within their role descriptors. We
now believe we have a solid foundation to aim for an Athena SWAN Gold award in
the next 3 years, however it is not the award which is important but the changes
we make to benefit our students and staff.
In the area of Organisational Framework we have made substantial progress since Practitioner renewal. We
have embedded good practice in the following ways:
●
●

All School Executive meetings include an Equality and Diversity standing item.
Staff with key roles (e.g. Director of Teaching, Director of Research, Director of UG Admissions, etc)
now have Equality and Diversity written into to their role descriptors (see appendix D).
● Staff with key roles are also required to report the Equality and Diversity Committee each year to
provide an overview of challenges and opportunities within their remit. For example, the extensive
discussion by the Director of Undergraduate Admissions (see his reflection) followed a
comprehensive discussion with the Equality and Diversity Committee.
● The Academic Services Officer role means that there is an academic with E&D written into his
Terms & Conditions (Dr. Mark Hughes).
● We have three independent ‘Dignity at Work’ officers in place, whom staff can contact
confidentially if they are concerned about harassment or bullying.
● We have a Chair of the Academic Appointment Committee (Prof. Sarah Bridle), who plays a key
role in recruiting new academic staff. The role automatically gains the holder a place on the School
Executive, and the holder must be the opposite gender to the Head of School. This is to ensure that
there are no future all-male School Executive Committees.
● We have committed to running a Staff Survey every other year, which has now been run twice.
Work to do:
●

Inevitably after running the staff survey and analysing School data there are some fine-tuning we
need to make to the questions or how data are presented. These minor issues should settle down
over the next year.
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Reflection by the Director of Undergraduate Admissions
(formally called ‘Admissions Tutor’)
Prof. Sean Freeman

The

recent

change

in

admissions

tutors,

from

Entry

2014

onwards, has provided a natural point to reconsider equality and
diversity issues in undergraduate recruitment. In this document I
have summarised findings from a detailed analysis of recruitment
data for Entry 2012, 2013 and 2014; set out the specification
for an annual data check, which will now be performed annually after the December
census date; and listed some changes made to admissions processes with equality and
diversity in mind during the UCAS cycles for Entry 2014 onwards.
In the past, it had been routine to report annually to the School Board on the new
intake with respect to certain characteristics, largely speaking fraction of female
undergraduates compared to national average, geographical origins and academic
ability. More detailed checks were also performed as needed. After completing the
above analysis, a specification for a regular annual data check has been established to
form

a

regular

review

of

equality

and

diversity

indicators

associated

with

undergraduate recruitment. The on-going evaluation will enable actions to be taken
to address any emerging features. This will be based on the analysis described in this
document.
Each November, detailed data on each applicant during the previous UCAS cycle will
be obtained from the University. These data will be analysed to look for any
differences in the cohort of applicants compared to the cohort of matriculating firstyear students on the basis of gender, origin (home/EU/overseas) and type of school.
The gender analysis will be drilled down into the various outcomes and reasons for
unsuccessful applications, in order to properly monitor the potential issues identified
in the current analysis, which establishes a baseline for future years. A small number
of changes have already been made to admissions processes with equality and diversity
in mind. These are mainly concerned with an attempt not to reinforce or exaggerate
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the gender imbalance that is known to exist within the subject by providing
sufficient female visibility at recruitment events.
● At University Open Days, male-female parity is attempted for postgraduate
tour guides and academic advisors, subject to staff availability.
● Currently, we have a bank of three postgraduate students (two male and one
female) who give talks to parents at Open Days. This will bank will be enlarged
to give gender parity for the cycle beginning October 2015.
● On any particular UCAS day, there are only small numbers of female
interviewers available, but they are used where possible to interview female
applicants.
● A female lab tour guide was recruited to make sure that a female academic
face appears to the whole visiting audience, subject to staff availability.
● The use of gender specific pronouns has been stopped during UCAS day
presentations to avoid giving the appearance of a male-only environment
● Gender parity in recruitment photographs is attempted.
● Comments about the importance of equality and diversity have been introduced
into the recruitment brochure, along with Athena Swan and Juno logos.
-Prof. Sean Freeman
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Monitoring Undergraduate Student Data
The School has a large number of undergraduate students, as shown in Fig.6. The Equality and Diversity
Committee had a comprehensive discussion with the new Director of Undergraduate Admissions about the
percentage intake of female students. We discussed options for making the open days more welcoming to
female students. We were very pleased to see that the percentage of female students entering the School
jumped from 20.5% in 2014 to 23.3% in 2015. For UK only students this was a jump from 18.5% in 2014 to
22% in 2015 (please note that until the census point on 1st December 2015, these figures are still
provisional). We cannot say that this increase is due to the initiatives instigated by the Director of UG
Admissions, but we are pleased with the work to make the School as welcoming as possible to potential
new students.
Below is the analysis of the admissions data by Prof. Sean Freeman:

Admissions
Data Analysis
During the UCAS cycle for Entry 2014, a number of more detailed data sources were investigated. These
were sourced from the University’s UCAS records for applications for entry to particular academic year. Any
deferred entries are automatically dealt with, but these data only include students entering the School via
UCAS. The bulk of these are normal UCAS applications for entry to first year (1000-1200), but around 12-15
are UCAS-RPA applications made by students participating on 2+2 and 2+3 exchange programmes with
China.
A very small number of students transfer into first-year physics from other Schools in the University at the
level of approximately one or two per year. A large number of students progress onto physics degrees from
the Faculty Foundation Programme. Neither of these groups appears in the UCAS data and for the current
purpose the former have been neglected and the latter added separately from other records.
The data includes every UCAS applicant in a particular cycle, their origins, information on type of
educational establishment attended (although usually only useful information for UK students), our
decision on the application and the applicant's response, and the final outcome. The gender classification
used is that provided by the applicant on the UCAS form.
Gender
Gender issues were investigated by comparing the fraction of female applicants at different stages in the
admissions process to the fraction of applications from women received. Any differences may indicate
some element of gender bias in the recruitment processes. Statistical fluctuations on small numbers give at
best counting errors of 5%, in some cases rather more. Hence the analysis concentrates on looking for
consistent trends and potential issues, rather than statistical proof of a specific problem.
The overall fraction of female applicants is compared to the fraction of women entering the degree
programmes (see Fig.7). For Entry 2013 and 2014, there is no difference; for Entry 2012 by the fraction of
female entrants is less by 1% compared to the fraction of female applicants. This is could indicate some
issues and a more detailed analysis was subsequently undertaken as described below. The fraction of
female students, at around 20%, is similar to national figures for undergraduates and A-level students.
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Further investigation is necessary as the fraction of female applicants varies depending on geographical
origin, with a significantly higher proportion within EU and overseas applications. These individuals have a
positive effect on undergraduate gender balance. For 2014, breaking the figures down into geographical
origin does not reveal any differences between the applicant pool and matriculating students. The cohort
from the Foundation Programme was more male dominated, but historically this figure fluctuates
significantly as can been seen by comparing with 2012 and 2013 numbers. In 2012 and 2013, it appears that
there could be a potential issue with the fraction of female UK students falling by around 2% between
application and matriculation. This is not present in 2014, but should be monitored carefully in future years.
These data allow a further level of detail giving the outcomes of the application (matriculation, applicant
withdrawal, denied entry, etc.) and the reasons for unsuccessful applications (of which there are many).
Splitting the data down into subcategories further reduces statistical significance, but some speculations
can be drawn from the numbers.
Across all years, we appear to deny fewer women entry; rejected applications or candidates not meeting
offer conditions tend to have a lower fraction of women compared to the overall population of
applications. However, in 2012 and 2013, women form a higher fraction of those declining conditional
offers, a feature potentially reversed in 2014. This may be an indication of an effect associated with
“women being good at physics, but they don’t realise it” within the environment of quite high offer
conditions. There is also some indication that more women might stop communicating during the process
leading to administrative withdrawals.
Since virtually all UK students visit Manchester for an Admissions Day, these data were re-compiled just for
the UK cohort to investigate whether such effects might be associated with unconscious bias during those
visits.
For 2014, the figure of 19% UK women is found consistently through application, applicant withdrawal and
matriculation, but 17% in those denied entry. There are very few administrative withdrawals for UK
students. The main reasons for UK students not securing a place were rejection of application, not meeting
offer and declining offer, which comprised 10%, 19% and 17% women. There seems to be little evidence of
any negative gender bias except that the fraction of females withdrawing was higher.
For 2012 and 2013, there appears to be no negative gender bias in rejections or offers not being met, but
the fraction of UK women in the “decline offer” category is higher than in applications, perhaps as noted
above associated with confidence issues over achieving high offers. This could also point at some hidden
bias in those cycles that is not present for 2014. Some minor changes were made for 2014 onwards (as
detailed in the reflection) with equality and diversity in mind and such an analysis could support them.
It is worth reiterating that the numbers of applications, especially when subdivided into categories means
that statistically significant conclusions cannot be drawn at anywhere near the level usually expected by
physicists. The above analysis is undertaken to identify potential issues, which even if unproven in the
scientific sense, can be monitored for on-going trends. Even identifying potential issues could result in
improvements in practice.
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Figure 6 Numbers of Male and Female undergraduate students from 2008/9 to 2014/15 (please note that
until the census point on December 1st 2015, the figures for 2014/2015 are still provisional

Figure 7 Percentage of Males and Female applicants from 2012-2014.
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Reflection by the Director of Teaching
Prof. Gary Fuller

It is important that we support our female students and staff
and provide the best possible environment for their success
during their education and careers.
In terms of the performance of female students, a gender
analysis of our exam results show that the female students
perform noticeably less well on our synoptic papers, the 2 nd
and 3rd year general papers.

In these examinations the questions in general

require more problem solving skills than our module examinations. Successfully
attempting such questions requires not only problem solving skills, but also
confidence in these skills. We are currently looking at how to best help our
students develop these skills (see Action 4). One action which I have already
taken is to institute the policy that our 1st and 2nd tutorial groups (which
contain 5 students) should not contain lone female students. Research suggests
that on average female students are more comfortable in groups in which they
are not the lone female. We are also improving our monitoring of students to
identify and support vulnerable students through an enhanced online database
system. This will be used to collate a range of information on work submission
and attendance which is already collected but currently poorly combined to
identify any potentially struggling student in need of support.
In September 2015 I took over the Special Topics course module which presents
forefront physics to 1st year students.

In previous years all five guest lectures

in this module have been given by male members of academic staff.

This was

sending an inappropriate message to students in the new and challenging
environment of a 1st year physics course. This year, three of the five lectures
were given by female members of academic staff of range of seniority. I plan to
maintain a high proportion of female guest lecturers in this module as long as I
run the module and ask Teaching Committee to approve a statement that
gender balance should be a consideration in all situations where there are guest
lecturers.
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Similarly, in the allocation of lecture modules to staff, I plan to make gender
balance of the lecturing staff one of the considerations. This is important not
only for the perception of the staff (and physics research) by our students,
but also for the career development of the staff concerned.
A student’s personal and academic tutors are their primary point of contact to
discuss any kind of problem.

Since the academic staff is heavily male

dominated, most female undergraduates will have male personal and academic
physics tutors. As a consequence a female student who is uncomfortable
discussing a particular issue with a male member of staff may find it difficult
to identify a female member of academic staff with whom to discuss a problem.
This is exacerbated as currently all the staff, except one, in senior teaching
leadership related roles (Year Tutors, Year Laboratory Tutors and Programme
Directors) are male (see Action 15). To immediately address this issue the
Head of School has agreed to the appointment of a female member of academic
staff to act as a second senior advisor (a university mandated role, currently
encompassed within the Director of Teaching role in the school of Physics &
Astronomy).

I will also be proactively trying to recruit a female member of

academic staff to the newly created role of BSc Physics Programme Director.
The School is currently advertising for a new Director of Teaching & Learning
(DoTL) , which will be a full-time role and for the first time we have written
equality and diversity activities and reporting into the role description. The new
DoTL will have to report to the School E&D committee every year on teaching
and learning related E&D issues as I have been doing.
-Prof. Gary Fuller
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Undergraduate Progression

Figure 8 Ratio of Male and Female students in each honours class, from 2008/9 to 2014/15
Although there has been little difference in the proportions of males and females achieving a ‘high’ degree
(1st or 2:1), this is composed of more 1sts for males and more 2:1s for females, and this trend has been
increasing with time, as shown in the Fig. 8. In response to this, the Head of School decided that the
monitoring of gender differences in examination performance (down to a resolution of individual modules)
will become a standard part of the annual examination ‘quality-control’ process within the School. First
results of this analysis are shown here. Overall a higher proportion of males are awarded a 3rd class degree.
We note that the percentage of female students graduating is typically around 20% of the total of around
200-250 students and when we study statistics for the Faculty (~31%F) and university (>50%F) with larger
sample sizes it suggests a slightly higher fraction of female students achieve higher grades. Based on this
statistical analysis, our evidence suggests that the overall assessment process in the School of Physics and
Astronomy is gender neutral.
Although our 2013 Athena SWAN application only required monitoring of gender differences in
examinations at a resolution of degree classification, the Head of School decided this was a good
opportunity to extend this analysis to a resolution of individual courses. Fig.9 shows a scatter plot of the
average female mark against average male mark for individual courses. There is a scatter about the 1:1 line
giving confidence that the overall degree is fair. Fig.10 shows the average exam mark (over all courses) by
gender over the last ten years. The average marks have been slowly rising, with the female marks varying
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by approximately ±2% around this trend, which is consistent with statistical errors due to the cohort size.
Extending these analyses into future years will be an important diagnostic tool for the examinations
process.

Figure 9 Scatter plot of mean marks for taught modules by gender: each point corresponds to one module,
averaged over the last ten years.

Figure 10 Mean marks for all modules by gender and year. The statistical errors are around 2% on each
female point and around 1% on each male point due to the cohort sizes.
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Reflection by the Chief Examiner
Prof. Michael Seymour

I have taken on the role of Chief Examiner this academic year,
having been Second Year Examiner for five years. I was particularly
concerned to see that the number of females achieving First Class
degrees has not been growing as quickly as that of males, so that
the proportion of females in this category is falling. This appeared
to contradict evidence I had gathered as Second Year Examiner
that (with one exception that I will discuss below) exam performance in individual
modules was very similar between the genders. I have started to study this in more
detail and this study will form the basis of annual analyses that will be presented to
the Equality and Diversity Committee in future.
Together with Andrew Markwick, I have made a detailed analysis of the results in
individual modules over the last 10 years. The overall conclusion is that the mean
marks on all taught modules are well correlated (see the scatter plot in Fig.9) with a
scatter consistent with statistics. There are however two modules that stand out
from this trend: the Second Year and Third Year General Papers. The aim of our
General Papers is to test students' synoptic understanding of the physics course,
breadth of physics knowledge and connections between different areas, which cannot
easily be tested in individual module exams. The format of the two exams is the same,
with the Third Year paper at a slightly higher level. As they are intended to test
breadth, they consist of a large number of short questions (intended to take 10
minutes each) with the mark calculated from the best 13 (from 15). Both papers
show a gender difference that is statistically significant and, with less significance, a
trend for that difference to increase. Outside of the gender analysis, it has also been
observed that direct entry students (usually part of our Erasmus or Chinese exchange
programmes) do very poorly in the General Papers. It is possible that among the
factors that contribute to this is the fact that with an emphasis on "unseen
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problems", students don't know where to start and getting started requires a "risk
taking" step, disfavouring those who are naturally less risk-takers. At present there is
very little learning support for the General Paper, particularly in second year where,
although one General Paper question appears on each week's tutorial sheet, anecdotal
evidence suggests that tutors do not prioritise it and, when they do cover it, tend to
focus on "the answer to the question", rather than trying to teach more generally
how to approach answering such questions. I have been tasked with proposing a
mechanism that would enhance this teaching. I am looking forward to this challenge, as
I believe it is an important part of the skill of being a physicist, which we are clearly
not imparting sufficiently well to all our students at present. Please see Action 4.
Apart from the General Papers, we found that average marks on all modules were
consistent between the genders. Moreover, an analysis of final degree marks showed
the same consistency, which does not seem to fit with the fact that the percentage
of females in the First Class range is lower than of males. The resolution of this
paradox is the fact, just recently found, that the standard deviation of the marks is
significantly different. For 2014/15 for example it was 12% for males and 8% for
females, meaning that although the means were similar, the fraction of males getting
firsts and thirds was greater and the fraction of females getting 2:1s was greater. It
is clearly an urgent task to understand the origin of this difference in spread, as the
hard threshold of attaining a First Class mark is seen as the threshold for many highprofile graduate jobs and, for the next step in academic physics, into a PhD, even a
high First is often needed.
As a final note, one important differentiator of outcomes in Physics and Astronomy is
missing

from

the

statistics

on

the

separation

between

our

BSc

and

MPhys

qualifications. The fraction of our students choosing each has changed rapidly over the
last few years (swinging towards MPhys) and it has not been checked whether this
shows a gender difference. Please see Action 17.
- Prof. Michael Seymour
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Monitoring Taught Postgraduate Data
We now only have taught postgraduate provision in nuclear physics. In particular, the PG Certificate in
Nuclear Technology and Nuclear Technology Education Consortium (NTEC) MSc (and lower awards). Parttime students on the courses usually already work in the Nuclear Industry and full time students come
straight from undergraduate degrees.
For the PG Certificate the numbers of male/female students were:
Year

2011-12

2012-13

Percentage of Female
Students on PG
Certificate in Nuclear
Technology

Total
number of
Female
Students

16%

5

24%

9

2013-14 (No course this year)
2014-15

31%

9

Table 3. Percentage of female students on the Postgraduate Certificate in Nuclear Technology
Since 2010, for the NTEC programme the percentage of female students has been:
Year

Percentage of Female Students on NTEC
programme

2010

14%

2011

16%

2012

10%

2013

19%

2014

18%

2015

11%

Number of Female
Students
6

6

3

5

7

3

Table 4. Percentage of female students on the NTEC programme
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Both these courses are subject to small number fluctuations (Tables 3 & 4), however we are concerned the
NTEC percentages are consistently below 20%. This may in part be due to male dominance in the Nuclear
Industry, but we will address this over the coming year. In particular we will be engaging with the
production of a new film by the Nuclear Industry Association, called “Women in Nuclear” and organising a
lecture to encourage more female applications. Former female students will discuss their career route and
we will commission new photographs to increase the diversity in our nuclear promotional material. Please
see Action 16.

Monitoring Research Postgraduate Student Data
Our proportion of female PGR students is currently similar to the national average. Fig.11 and Fig.12 show
that after a worrying fall from 2009/10 the number of female research students has increased significantly
since 2011/12. Our percentage female intake over the three years 2013/4, 2014/5, 2015/6 averages at
26%, with a standard deviation of 5.3%. We have been able to reverse a drop in the percentage of women
between applications and acceptances that was evident in data for 2009-2011; in 2015/16, 21% of PGR
applications were from women, but 26% of acceptances, and for 2014/15, comparable figures are 27% and
33%.

Figure 11. Number of Male and Female research postgraduate students since 2008/9

Page 36 of 82

Figure 12. Percentage of male and female postgraduate research students since 2008/9. Same data as
figure 11 but presented as percentages.

Page 37 of 82

Reflection by the Director of Postgraduate Education
Prof. Wendy Flavell

I have been particularly concerned to investigate each
stage of PG recruitment and progression to ensure that
we are not losing female Physics PhDs through the
gradual attrition of a 'leaky pipe'.

I have to confess that

many of these investigations have been thwarted by the
poor statistics associated with small numbers. However, I
am pleased to report that for several years now, the percentage of women
accepting places with us is higher than the percentage who apply.

I have also

investigated the admission statistics for UoM alumni alone, which show a similar
pattern (albeit probably not statistically meaningful).

As DoPGE, I monitor the

quality and gender of the ranked list of potential candidates that I am asked to
make PhD offers to.

I have had occasion to challenge this and force change.

I

have embedded this by adding it as part of the school PG recruitment process to
the 'PG information for staff' booklet that is circulated to all staff, and it is
now also part of the role descriptor of the DoPGE.

My examination of the

application, offer and acceptance statistics by group has revealed a very low
percentage of applications from women in the most mathematically based subjects
in the School, such Theoretical Particle Physics (6% in 2015/6) and Complex
Systems (0%).

Discussions are underway to try to achieve improvements

through adoption of best practice from more successful groups.
I am concerned that not all interview processes are equally comfortable for all
applicants.

In general our group PG coordinators are open to this, and I have

had productive discussions with them, in particular in JBCA (where female PhD
recruitment currently stands at 30% (applications) and 33%(acceptances)).

I

will progress this further prior to the next recruitment cycle.
I have also investigated data for students who do not complete their PhD
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degrees (back to the 2007 cohort), and data for final destinations (HESA DLHE
data back to 2010).

In no case is there any statistically meaningful difference

between the data for men and for women.

However, in data that give a more

graduated set of final destinations (such as the intentions recorded by the UoM
eProg system on thesis submission), we find some more subtle effects.

For

example

the

the

data

recorded

between

2013

and

2015

show

that

of

postgraduates entering industry, 33% were female, and of those entering further
education or training, 38% were female.

However, the largest recruitment

category is made up of postgraduates going onto PDRAs (26% of the total) and of these, women make up only 10%.

Currently, these data have been

accumulated over quite a short period, and this needs to be continued to
improve data quality.

However, it raises questions for us to consider in how we

help all our postgraduates achieve their career goals.
-Prof. Wendy Flavell
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Principle 2: Appointment and Selection
The School now has an Academic Appointment Committee, chaired by Prof. Sarah
Bridle that is required to ensure that the principles of equality and diversity are
adhered to as new staff are recruited. We recognise that the number of female
professors, as is the case with most other physics departments, is very low but we
believe the procedures we have in place will mean that the number will eventually
rise.
The School is currently going through a period of expansion, with potentially 10 new academic staff to be
recruited, a planned increase in student numbers from ~280 to 320 and a new annex that is due to be built
onto the Schuster Building. Although we recognise that expansion can present both new opportunities and
challenges we will ensure that Equality and Diversity principles will be at the heart of both student and staff
recruitment. In particular our Academic Appointment Committee has Equality and Diversity embedded in
its remit (see Appendix E)

Figure 13 School of Physics and Astronomy ’Leaky Pipeline’ for 2014/15 data.
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Our leaky pipeline diagram in Fig.13 shows the familiar drop in numbers of female staff from 20%
undergraduates1 down to 12% at professorial level. The plot indicates that a key transition is from
postgraduate research student to PDRA (‘research’). Table 5 and Fig.14 shows that School academic staff
are weighted towards professorial staff, now numbering 38 male and 5 female. Since 2008/9 the number of
male professors has increased by 6, whilst the number of female professors has increased from 2 to 5. We
aspire to getting the female percentage at least to the undergraduate ‘baseline’ of 20% and hopefully
higher. Our Academic Appointment Committee is an important step towards this goal (see Appendix E).
Since our 2012 Juno practitioner renewal we now conduct exit interviews for staff leaving so that we will
develop a better picture of why some people decide to move on.

2010/11
Female

Lecturer

Fixed Term
Open-ended

SL/Reader

Research

Mal
e

Femal
e

1

Male

2012/13
Femal
e

2

2

16

1

16

4

15

4

17

Fixed Term
Open-ended

Professor

2011/12

2

Female

Male

1
1

14

4

16

2

Fixed Term

Male

2013/14

Femal
e

Male

1

2

1

15

3

16

4

17

3

18

2

2

2

2

Open-ended

3

30

3

31

4

36

4

37

5

36

Fixed Term

16

64

16

70

17

85

22

94

24

105

Open-ended

3

2

1

2

Table 5. Numbers of male and female academics on fixed term and open-ended contracts.

1

2014/15

Note that this year the intake of female undergraduates is ~ 23%.
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4

Figure 14. Number of Lecturers, Senior Lecturers/Readers and Professors on open-ended contracts

The 2015 staff survey showed strong support for the statement “I feel that my school is a great place to
work”. Of the academic and research staff who were asked to rate the opinion “I feel that my school is a
great place to work for women”, 82% of males and 80% of female respondents agreed; 94% of male staff
and 78% of female staff agreed with the statement “I feel that my school is a great place to work for men”.

Job Applications
Table 6 shows recruitment for academic positions in the School, 2011-2015. A relatively small number of
applications for academic posts were received in 2011/2012 (only three new lecturers were appointed in
that year), and with only 10 female applicants total, none were shortlisted. In 2013/14, with 10 academic
posts advertised, 17% of applicants were female, and 13% of these were shortlisted compared to 7% of
males. The academics appointed were 3 women (38% of the female shortlist), 6 men (27%) and 1 person
who did not indicate their gender.

Academic positions

2011
/12

Application

Female

Count

2013
/14

Application

9

11%

80%

10%

0

7

0

7

0%

9%

0%

8%

0

3

0

3

% of shortlist

0%

43%

0%

43%

Count

64

298

16

378

17%

79%

4%

8

22

2

32

13%

7%

13%

8%

3

6

1

10

38%

27%

50%

31%

Count

Count

%
Shortlisting

Count
% of application

Acceptance

Total

74

% of application
Acceptance

Prefer
not to
say

10

%
Shortlisting

Male

Count
% of shortlist

93

Table 6. Application, Shortlisting and Acceptance percentages for academic staff.
Unfortunately, changes to the University’s HR systems means we have a gap in the
historical data. However, monitoring this data annually is now part of the School’s core
business.

Of the research positions filled between 2011 and 2015, the proportion of female applicants was a
consistent 15-17%. In three of the four years covered by these statistics the proportion of all female
applicants shortlisted was equal to or greater than that for males. Of these shortlisted candidates,
percentages successfully appointed were similar for males and females, with some fluctuation due to the
small number of total posts (37, 62, 38 and 10 for the four years under consideration). Comparing the
gender breakdown of all applicants to that of the appointees (Figs 15, 16, 17 & 18), it may be seen that with
the exception of 2013/14 the proportion of women appointed was better than their representation in the
applications.

Figure 15. Gender breakdown of research post applicants.
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Figure 16 Percentage of applicants shortlisted for research positions.

Figure 17. Percentage of successful shortlisted candidates for research positions.
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Figure 18. Applications for research positions.

Induction
The School of Physics and Astronomy has well established processes in place to ensure that all staff are
inducted properly into the School and receive important information throughout the year. The induction
process starts before a new member of staff arrives at the School as they are contacted following their
appointment to welcome them and where possible an induction pack is sent out in advance along with
their induction timetable. The School has an induction pack for academic staff, professional support
services staff and also for research staff. Each of the three induction packs is tailored to the type of staff
they are relevant to ensure that the information is relevant and correct. An induction timetable is organised
in advance for staff and includes meetings with all key people in the School and a Health & Safety induction.
The induction information includes links to the University’s Strategic Plan, structures and policies;
information on the Faculty and School and information specific to the individual and their office.

Exit Interviews
When a member of staff leaves the School to take up a new post elsewhere or retire, the line manager will
conduct an exit interview with them. Staff are asked to complete a Staff Exit Checklist with their line
manager to ensure that all necessary arrangements have been made for the handover of work and the
return of all University property, staff card and keys, etc. At the exit interview, managers are keen to hear
staff views about the University and their role which will help the School to understand why staff are
leaving and identify any improvements that could be made for the future.
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Principle 3: Career Progression and Promotion
The School has a rigorous and fair promotion process. The university requires that
staff apply for promotion by an annual deadline. The application is considered at
School, then Faculty, then University level. As this may lead to less confident staff
not putting themselves forward, all group leaders are required to put forward the
names of anyone they consider ready for promotion. Moreover, all professors are
now required to provide mentoring support, if required, for any junior member of
staff wishing to apply for promotion. For the future we now want to undertake a
project to see how long males and females remain at each grade level (see Action
14).
In the 2015 staff survey, 20% of both male and female academic/research staff said that they had been
encouraged to apply for promotion in the previous 3 years. ‘Yes’ respondents on this question were senior
lecturers, research fellows, readers and professors. Table 7 shows promotion applications and successes by
grade since 2011/12. Please see the Director of Research’s reflection for a discussion.

2011/2012

2012/2013

2013/14

2014/15

Applied

Success

Applied

Success

Applied

Success

Applied

Success

M

F

M

F

M

F

M

F

M

F

M

F

M

F

M

F

Chair/Prof

6

0

3

0

3

0

2

0

1

1

1

1

2

1

2

1

Reader

2

1

1

1

4

0

2

0

1

0

0

0

2

0

1

0

Reader (teaching focussed)

0

0

0

0

0

0

0

0

0

0

0

0

1

0

1

0

Senior Lecturer

3

0

1

0

4

0

3

0

1

1

0

0

1

1

0

1

Senior Lecturer (teaching
focussed)
Senior Research Fellow

0

0

0

0

0

0

0

0

1

0

1

0

0

0

0

0

1

0

1

0

0

0

0

0

0

0

0

0

0

0

Lecturer/Research Fellow

1

0

1

0

0

0

0

0

0

0

0

0

1

0

0
1

0
0

Table 7. Promotion applications and success from 2011/12

Whilst we are satisfied that our promotion procedures are fair we now want to investigate the time spent
at each grade by males and females, please see Action 14. Moreover, the Head of School now requires that
all professors should be available to act as mentors for more junior staff thinking about going for
promotion.
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Work Allocation
For many years we have had a transparent workload model, and an example from this year is shown in
Appendix C. Every year a spreadsheet is sent to all academic staff showing the jobs and number of hours
allocated. The spreadsheet is useful for staff to see the number of hours allocated for particular work, such
as running a module or particular School roles. We have a policy of staff running a module for only 6 years
after which it becomes available. Each year an email is sent to all staff to bid for modules and School roles.
Modules are allocated by the School’s Teaching Quality Group, and roles are allocated by the Head of
School.
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Reflection by the Director of Research and Chair of the
Academic Appointment Committee
Prof. Sarah Bridle

As Chair of the Academic Appointment Committee I have been
keen that the School becomes proactive in encouraging a
diverse range of candidates to apply for new positions becoming more of a search committee. I have embedded this by
creating a briefing for panels which contains a checklist for how
to attract diverse candidates including (i) a space for listing
routes taken to seek out diverse candidates including looking at speaker lists for
conferences and other lists (ii) a space for listing leaders in the field approached
for

finding

diverse

candidates.

The

document

also

contains

appendices

on

unconscious bias and quotes from the House of Commons Science and Technology
Committee 2013-14 report on the importance of proactive search and active
encouragement for improving diversity. I also included an appendix on the
importance of gender considerations on interview panels.
Looking ahead I would like to see this incorporated beyond academic appointments
to postdoctoral appointments. Trends in the data on applications for research
appointments are at present difficult to interpret due to the fraction of people
who in the past declined to answer the question about gender. The percentage of
staff appointed appears to be around 20% female, which may be higher than the
percentage of women who applied, depending on the uncertainties due to the
missing gender information. It is good to see the fraction missing gender
information improving steadily over the past two years.
As a member of the School Promotions Committee I was pleased to see that
there is now a box on the front page of the University promotion application
form for details of individual circumstances, which gives options including ill health
and caring responsibilities and has a box for further details. It is good to see,
looking at 40 applications for promotion over the last 4 years, that 80% of
promotion applications from women were successful, compared to 60% of men.
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However, the numbers are very small, with only 5 promotion applications coming
from women in total.
We routinely have open discussions of gender diversity when selecting candidates
to apply for fellowships through the School. We have now embedded a gender
breakdown within our grant and fellowship application statistics, and will review
these at least once every year when they arise in the E&D item of the School
Research Committee standing agenda. I am optimistic that the recent rounds of
fellowship applications will bring us good news, but it will be interesting to see
what the numbers say, and to see statistics on grants.
I believe the existence of a workload model is an important way of balancing out
responsibilities across different personality types, some of which are gendered.
Looking ahead I would like us to analyse the workload model spreadsheet by
gender.
As organiser of the School-wide seminar series aimed at undergraduates, the
Schuster Colloquia, I am proud that over 30% of the speakers have been women.
To embed this I am now writing a document to pass on to my successor next
year listing the responsibilities of the Schuster Colloquium organiser, including
monitoring gender balance of the speakers and aiming for a larger fraction of
female speakers than the undergraduate female fraction.
-
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Prof. Sarah Bridle

Principle 4: Inclusive Culture
For a big School we have justifiably been proud of the inclusive welcoming nature
of the School. However the large size of School meant that some activities naturally
fractured into the group structure, meaning social mixing between groups was not
always as common as it could be. This led to the establishment of a successful
School-wide coffee morning every Monday which encourages everyone in the
School, irrespective of role to relax and mix with others. We also have 3 social
activities each year; a summer party at Jodrell Bank, an international event,
celebrating the international diversity of the School and a Christmas party. The
School has always played a major role in public engagement, especially with the
Jodrell Bank Observatory being part of our School2 . As detailed below you will see
that our outreach is extensive but we now want to take the broad overview of
outreach to see if there are areas or groups of underrepresented people that we
might wish to target further. Please see Actions 9, 10 and 11.
Social Interaction, and School Culture (including meetings)
It has been School policy since 2008 that all meetings/social gatherings should occur within ‘normal
working hours’, which we class as 09:00 – 17:00. In addition, the Head of School insists that key School
meetings be held between the hours of 10:00-16:00 to allow those with child caring responsibilities to
attend. Those arranging meetings are also encouraged to use a meeting scheduling facility such as Doodle
to accommodate staff availability and be sensitive to staff on part-time contracts or those that work flexible
hours.
The School holds a coffee morning every Monday for all staff, both support and academic to attend. As we
are a large school spread over a number of buildings, this plays a vital role in bringing everyone together to
catch up with colleagues and information from around the school. Attendance averages at typical 40-50
people per week, and are well attended by both male and female staff.
Each year, the School organises an “International Day”. We currently have staff and students from 31
different countries working and studying here and we like to celebrate this diversity of nationalities by
holding an event where people can bring food, drink, music, dance and fashion etc to our school to
celebrate their nationality. The 2015 International Day was held on 28th October. It is always held on a
Wednesday afternoon as students do not have lectures and can attend without missing any vital studying.

2

Note that although the world-famous observatory is part of our School the Jodrell Bank Discovery Centre,
while part of the university is not part of our School. However, many of our staff actively engage with this
university facility.
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We now have 3 annual social events throughout the year (Summer Party (~July), International Event (Nov),
and the Christmas Party (Dec).
Since 2013 the School has held an annual ‘Women Researchers Lunch’, an informal event to allow female
PhD students, Postdocs, Fellows and staff to gather and discuss issues that are important to them in an
encouraging atmosphere. This and other events relevant to female staff are advertised on the physicswomen mailing list.

Communication, Outreach and Widening Participation
The School delivers a large number of outreach and public engagement activities, and many staff and
students are involved in communicating physics to schools and local communities. Some of these events
are part of the University of Manchester’s extensive wider engagement programme (such as involvement in
the Manchester Science Festival, or physicists taking part in UoM’s stand at the huge Big Bang Fair schools
event), but there are also many physics-specific outreach initiatives organised within the School. These
include both an annual calendar of regular events (some detailed below), one-off activities, and requests
from individual schools; a current priority is taking a strategic view of the wide range of outreach that we
offer, ensuring that this is coordinated across the School to most effectively reach our target audiences,
and that gender equality is embedded in our engagement agenda.
Ogden Science Officer Role
In recognition of the importance of outreach and engagement, the School employs a staff member working
full-time on planning, delivering and evaluating external engagement, in a role 50% funded by physics
educational charity the Ogden Trust. Dr Emma Nichols has been in post as Ogden Science Officer (OSO)
since February 2013, coordinating outreach, engagement and careers activities within the School. Emma
has a particular personal interest in gender equality in physics; she is a member of the Equality & Diversity
and Project Juno committees and requested that a remit for E&D be written into her job description. She
has links with a number of organisations supporting girls and women in physics, and has spoken at events
for the UoM Women in Science & Engineering Society, Manchester Girl Geeks and Headstart’s Dragonfly
Day. She was the School’s lead in a multi-national bid for Erasmus funding led by Freie University Berlin,
aimed at establishing an international summer school for female undergraduates considering postgraduate
study.
Academic Leadership
Several academics within the School have responsibility for engagement and outreach. Senior lecturer Dr
David Binks is the Schools Liaison Officer, with oversight of the School’s allocation of Office for Fair Access
(OFFA) funding. This allows each School an annual budget (~£4000) to spend on outreach activities aimed
at ensuring equality of access to higher education - while this is normally defined as working with schools in
neighbourhoods with a history of low progression to HE or where a high proportion of pupils receive free
school meals, in the case of physics some of this funding has been used within the School to support
activities aimed at addressing the gender gap.
Dr Binks also coordinates the annual One Day School events - 3 days per year when up to 1000 Year 12/13
students visit the Schuster Building to hear a series of talks from academics on the latest in physics
research.
Professor Tim O’Brien is a Professor of Astrophysics, Associate Director of the Jodrell Bank Centre for
Astrophysics (with responsibility for Public Engagement and Communications) and Associate Dean for Social
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Responsibility in the University's Faculty of Engineering & Physical Sciences. As well as regularly appearing
in the media and taking a lead role in a number of high-profile, large-scale outreach activities including the
BBC’s annual Stargazing Live broadcasts, he coordinates outreach within the astrophysics group and is
Science Director for the Jodrell Bank Discovery Centre (see below).
Many other academics and researchers within the School take part in communicating their science to the
public and promoting enthusiasm for physics among the next generation of potential students. Outreach
activity is recognised in the workload model (at a resolution of 50 hours), and is used to inform promotion
cases.
Widening Participation Fellows
The University employs a number of Widening Participation fellows: PhD students who deliver 100 hours of
outreach activities a year to school pupils classed as WP priorities (either because of low progression to
university in their school or because of minority status within a particular academic area, including girls in
physics). From 2013-2015 Emma worked with the (male) WP fellows to ensure gender equality was
considered in planning their activities - for instance, looking at the images of physicists used in
presentations, and where possible providing a variety of role models. In one 2015 schools event, in
recognition of the fact that the three workshop leaders were all male, the WP fellows invited both male and
female PhD students to informally chat to the 50 Year 8 attendees during lunch, and this was highlighted in
the feedback as a popular part of the day.
Since summer 2015, a female astrophysics PhD student, Monique Henson, has been the School’s WP
fellow. One of her first events was an evening lecture at Bolton Girls’ School for around 100 pupils from
local Bolton schools - feedback from the organising teacher noted the positive influence for her female
pupils of seeing a woman speak about physics with both authority and enthusiasm.
Jodrell Bank work experience week
Both the School of Physics and the Jodrell Bank Discovery Centre receive a very high volume of requests for
work experience and work shadowing. To accommodate at least some of this demand, a Year 12 Jodrell
Bank Centre for Astrophysics work experience week is held biannually (in late January and early July). Each
cohort consists of 12 students who spend a week on campus working on a number of group astrophysics
projects, culminating in a seminar which they deliver to JBCA staff and students on the Friday afternoon.
Rather than a ‘first come first served’ system, applications are open for a fixed time, and applicants are
required to submit up to 300 words on why they want to attend plus a monitoring form which asks their
gender, ethnicity, disability, history of looked-after care, and the highest educational level of a parent or
guardian (it is stressed on the form that all questions are optional and applicants can choose not to
answer).
For the past four sessions, around 42% of applications have come from female students (Table 8). While
strict proportionality would indicate that the cohort split should be 5 female/7 male, it was decided when
the intake was increased from 4 to 12 in summer 2014 that each group would consist of 6 girls and 6 boys.
An issue under consideration for 2016 is the slight drop between the 46% of students who express an
interest in the work experience week who are female and the 42% who actually apply, and the observed
trend that the female students who apply are predominantly from independent schools.
University of Manchester Physics Outreach Student Volunteer Group
A student summer project by two (male) undergraduates in 2015, working with the OSO, involved taking
science busking and tabletop physics demos to public spaces in Manchester city centre. Having recruited
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around 30 student volunteers and engaged an estimated 2000 people, they continued their activities into
the academic year, setting up a volunteer training programme and expanding to work with school. Of the
94 current volunteers, 40 are female (43%), more than double the female population in the undergraduate
cohort as a whole. The outreach team tries to ensure a gender balance when organising volunteer
schedules for events such as science festivals so that both male and female undergraduates engage with
the public, and the coordinators have been made aware of unconscious bias considerations around
language and images used in demos and workshops.
Applications for JBCA work experience week

female

male

total % female

% male

Summer 2014

21

28

49

43%

57%

Winter 2014

9

8

17

53%

47%

Summer 2015

30

41

71

42%

58%

Winter 2015

8

11

19

42%

58%

Expressions of interest (email list sign-ups)

Email list

female

male

51

60

total % female

111

46%

% male

54%

Table 8. Applications for Jodrell Bank Centre for Astrophysics work experience.
School Physicist of the Year Awards
Sponsored by the Ogden Trust, the SPOTY awards are an annual event (held for the first time at UoM in
2014) where local colleges and schools with sixth forms are invited to nominate their “best” student,
according to any criteria the nominating teacher feels appropriate. All nominated students are invited to a
prize-giving evening event in the Schuster Building, with their parents and teacher, to receive a certificate
and book token. SPOTY winners become ‘Ogden alumni’ and subject to some means-tested criteria related
to family income may be eligible for a £1500/year bursary if they study physics or a related subject at
university.
Despite the male/female gender ratio of the A-Level physics cohort being around 80/20 nationally, both
years of the SPOTY awards at Manchester have had over 40% female award winners: 11 out of 26 total in
2014 (42%) and 12 out of 27 total in 2015 (44%).
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Part of the evening involves a talk on an area of physics research; in both 2014 and 2015 the speaker was
male, and efforts will be made to ensure a female academic speaks at the 2016 awards.
Engagement with the General Public
A major forum for communicating physics research to families and non-specialist adults is science festival
showcase events, where research groups have a stall of demos, displays and hands-on activities. Involving
large numbers of short one-on-one or one-to-few interactions, these events can reach thousands of people.
Festivals attended by staff and students from the School in the past few years include Manchester Science
Festival, Cheshire Science Festival, the Royal Society Summer Exhibition, the Big Bang Fair and the
University’s own science fair for British Science Week, attended by hundreds of students from local
secondary and primary schools. As far as possible, staffing of these stalls is arranged so both men and
women are represented.
Engagement with Schools
Similar to the One Day Schools for sixth formers, an annual event called the Particle Physics Masterclass is a
day of talks and hands-on activities for ~150-200 Year 12/13 students. In 2015 it was estimated that
attendance was around 25% female, and one of the three academic speakers was Dr Georgia Karagiorgi.
A large number of small-scale one-off events also take place in the School throughout the year. Many
academics visit schools to give talks, and last year an initiative called “Scientists in Schools” trained 7 PhD
students (5 male, 2 female) to develop and deliver talks on their research. The WP fellow and
undergraduate outreach group deliver physics workshops within schools. Requests from schools for
campus visits and/or specific activities within the School of Physics are accommodated as far as possible - in
one case in 2014/15 this was a request from a teacher to bring an all-female Year 8 group into the School to
raise their awareness of and aspirations in physics. The girls had the chance to meet female academics and
students and to see some liquid nitrogen demos, and the feedback was excellent.
Other outreach specifically aimed at improving gender equality included a successful Girls in Physics
workshop day in 2013, where Year 9 pupils heard from female UG and PG students about their journey in
physics. The evaluations highlighted the attendees’ enthusiasm for the chance to talk informally over lunch
with the students. While not specifically marketed for girls, a 2014 schools lecture on positron emission
tomography by Dr Heather Williams (medical physicist and founder of the ScienceGrrl national organisation
for women in STEM) was advertised as a ScienceGrrl event and attended by around 500 Year 10-12 pupils,
with a 50/50 gender split estimated. In November 2015 Monique and Emma took part in the IoP’s Science
It’s a People Thing at a Wilmslow High School. This was a workshop activity allowing around 120 girls in
Year 9 and 10 to meet with four female STEM ambassadors and discuss some of the issues experienced by
women working in the sciences. Some of the School’s 2015/16 OFFA funding has been allocated to running
one of these workshops in the School for local school pupils.
Jodrell Bank Discovery Centre
We work closely with the Jodrell Bank Discovery Centre, which is not part of the School but is based on the
Jodrell Bank Observatory site. The Centre attracts an estimated 140,000 visitors a year, including 14,000
school pupils on educational visits. Engagement with live science and active researchers (drawn from across
the School) at a working scientific facility is a key element in our outreach.
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There are a number of events delivered at the Discovery Centre featuring staff and students from the
School of Physics & Astronomy. Note the Director of the Centre (Director Dr Teresa Anderson – now an
honorary member of the School) is one of our physics graduates, as is one (female) of the three education
managers, and three (two female) of the four science explainers.
Live from Jodrell Bank music/science festivals organised by the Jodrell Bank Discovery Centre in summer
2011, 2012 & 2013, attended by a total of 46,000 people. The science festival element incorporates
exhibitions from a range of University research groups and others from outside the University. From the
School of Physics & Astronomy, in 2013 for example, there were research talks (14 staff – 5 female) and
interactive display stands (10 staff – 1 female; 8 students – 4 female). The Discovery Centre’s “Girls Night
Out” evenings also were extremely popular, with ~100 women and girls attending each event to hear talks
from female scientists.
The Jodcast
The Jodcast (www.jodcast.net) is a twice-monthly astrophysics podcast led by postgraduate students and
including postdoctoral researchers and academic staff. The students organise an extensive production team
comprising executive producers, producers, presenters, interviewers, editors and proof listeners. There is
significant involvement of female students, with two acting as executive producers in the last three years.
The full teams for each episode can be seen on the website. This is a complex activity which has been
running successfully in this manner since Jan 2006 and attracts over 5,000 listeners to each episode.
In summary, there is a significant level of female staff/student participation in the School’s extensive range
outreach activities. Care is taken to ensure a prominent role from women in some activities, and some
events are targeted specifically at a female audience. Work is currently ongoing to define an outreach
agenda and coordinated outreach strategy, which among other aims will ensure that best practice in
gender equality is embedded across the School’s engagement activities.
WISE Society
We have an active Women in Science and Technology (WISE) Society. They organise social gatherings of a
wide variety, help with career and academic support, participate in charity work to raise money and
awareness in order to give women all over the world the chance to get the education they desire and
participate in outreach activities, visiting schools and introducing girls to scientific study to show that
women don’t need to be the minority in these degrees. They are supported by Deloitte and accenture who
help them with their goals and provide careers events etc. In semester 1 of the 2015/2016 academic year,
the WISE Society organised 11 events both social and academic.

Equality and Diversity
●

The School has rewritten and re-launched the Equality and Diversity section on our website,
including Case Studies, News and Events, links to policies and useful external links. Important
documents are now easier to find. This will be updated regularly to keep staff, students and
potential staff or students up to date with any issues and to show that we recognise that one of our
key strengths is the diversity of our staff and students and that through our Equality and Diversity
work, we aim to go beyond legislative and university requirements and celebrate this rich diversity.
Please see Action 8.
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●

●
●

●

The School also has a Facebook and Twitter presence sharing news and important information for
current and potential staff and students. We regularly share information from The Blurt
Foundation, a foundation dedicated to increasing awareness and understanding of depression and
“Time to Change” an organisation dedicated to ending the stigma surrounding mental health
challenges.
We also follow the University Equality and Diversity team and share and re-tweet items from them.
2 members of staff from the School, 1 male and 1 female, took part in the organisation and launch
of the University of Manchester “Manchester Pride 2015” float entry. Manchester Pride is held
every year and is a celebration of lesbian, gay, bisexual and transgender life.
Several members of staff have signed up to the ALLOUT Allies Programme. Allies are defined as
‘individuals who do not identify as LGBT and who believe that lesbian, gay, bisexual, and
transgender people should experience full equality in the workplace’.
Allies:
●
●
●
●
●
●

●

●

●

●
●

Show visible support that they are an ally
Be familiar with the work of the LGBT Staff Network Group ALLOUT
Have knowledge of the University’s different pieces of guidance for LGBT staff
Feel comfortable discussing LGBT issues should an individual raise this subject
Know where to signpost LGBT staff to, should the need arise
Support the annual Stonewall application

Allies can go further by engaging with the activities of ALLOUT and attending or offering
support for the events that take place throughout the year.
We have active Equality and Diversity noticeboards in all locations of the school (Schuster Building,
Alan Turing Building and Jodrell Bank) located for all staff and students to easily see which are
updated regularly with information, events and notices. We are also planning a world map in the
foyer of the school with pins in to show the diversity of nationalities that work and study at our
school.
We actively encourage representatives from all parts of our community to become a member of
the Equality and Diversity Committee. We have representatives from undergraduate, postgraduate,
support staff and academics from each division from the school. This ensures that there is a direct
route of communication to each section of the community to and from the committee to ensure
that all voices are heard and any issues are brought to attention to be addressed by the committee.
After each committee, anything discussed is fed back to each section via email from their
representative.
We have a mailing list for the Equality and Diversity committee to ensure that no-one is
accidentally forgotten when sending out information and minutes from the meetings are circulated
to the committee members within 48 hours of the meeting.
We also have a close working relationship with the University Equality and Diversity Team who
ensure that all of our information on print materials or our website is fully accurate.
The Faculty of Engineering and Physical Sciences has given the recruitment and admissions team a
budget for new banners. They will be working closely with the Equality and Diversity Committee
and team to ensure these are gender balanced. The Recruitment and Admissions Team have
recently updated all posters used on interview days for applicants to use those produced by the
IoP, which are much more gender balanced and promote physics to aspiring female physicists.

Page 57 of 82

Principle 5: Flexible Working
Academic staff generally have flexibility built into their contracts, being not
contracted by hours. However we have long had a tradition of being supportive of
more permanent flexible working arrangements, from part-time working to other
variants such as working at home or finishing/starting at different times. These are
utilised by all academic staff up to professor level. It is important for women that
such flexibility is available for all, including male staff. For example several male
staff have agreed changes to their usual working week to accommodate child care.
For example, from November 2015 the chair of the Juno Committee (Dr. Mark
Hughes) works at home on Mondays to allow him to care for his 1 year old
daughter.
The main enhancement that we realised we needed was in communication of these
opportunities. Consequently, we now have an annual email sent by the Head of
School (HoS) reminding staff of flexible working opportunities. Importantly, the
timetable for such reminder emails are part of the Head of School Administration's
(HoSA) calendar and so will continue annually even if the Head of School changes.
Since 2008 two female PDRAs have taken maternity leave and seventeen male academics/PDRAs have
taken paternity leave. The two female PDRAs had meetings before and after their maternity leave and said
they felt fully supported before, during and after the break. The university also provides access to tax free
childcare vouchers and has a maternity support network. Since our 2013 Athena Swan application, we now
have a new policy that anyone taking extended leave (such as maternity, or caring leave) is entitled to a
reduced number of teaching hours for their first semester after their return. A discussion with the Director
of Teaching on return will allow the staff member to discuss an appropriate phased return and is designed
to provide the flexibility for them to re-establish their research profile. We are awaiting the first member of
staff to take advantage of this policy, which goes beyond the University’s policies. We also have a
designated private breastmilk expression/welfare room in the Schuster Building, shown in Fig 18.
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Figure 18. The breastmilk expression/welfare room in the Schuster building provides a comfortable private
space and fridge for milk storage.
According to the 2015 staff survey, 82% of staff said that they have the opportunity to work flexibly among the academic and research staff this was 93%, up from 90% in the 2013 survey, with only one (male)
PDRA indicating that they did not have this opportunity and one who wasn’t sure. The 6 other staff
members who said they do not have the opportunity to work flexibly were 3 technical staff and 3 admin
staff (4 male, 2 female).
The 2013 survey found that 6 members of academic staff had formally requested to work flexibly and that
four of these requests were approved (with declines for a senior academic (male) and a researcher (male)).
As of 2015, 3 of the 11 new flexible working requests were from academic/research staff and had all been
approved: these were from a male professor, a male PDRA and a female senior lecturer.
The School is flexible in terms of hours and working from home, allowing those with caring responsibilities
and/or individual needs to manage workloads without the necessity to reduce working hours. The 2015
survey showed that 56% of academic and research staff slightly agreed, agreed or strongly agreed that they
were satisfied with the balance between their professional and personal life, compared to 54% in 2013.
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Juno Champion Action Plan 2015
Glossary:
HoS = Head of School
HoSA = Head of School Administration
HoST = Head of School Technical Services
CE = Chief Examiner
DoT = Director of Teaching
DoR= Director of Research
DoL = Director of (Teaching) Laboratories
DoEA = Director of External Affairs.
DoPGE = Director of Postgraduate Education
UGAT = Director of UG Admissions (formally called ‘UG Admissions
Tutor’)

Description

Responsibili
ty

Time-scale

Success Measure

80% Completion by end of
2016
90% Completion by end of
2018
60% completion by end of
2016
70% completion by end of
2017
90% completion by end of
2018

80% Completion rate (end of
2016)
90% Completion rate (end of
2018)
60% Completion rate (end of
2016)
70% completion rate (end of
2017)
90% Completion rate (end of
2018)
Academic Staff: 90% uptake by
end of 2016.
PDRAs: 95% uptake by end of
2016.
Administrative Staff 95% uptake
by end of 2016%
Technical staff 80% uptake by
end of 2016 and 90% uptake by
end of 2017.

1

Completion of the online E&D
training module by all staff
(academic, technical and
administrative)

HoSA

2

Completion of the online
Unconscious Bias training module
by all staff (academic, technical and
administrative)

HoSA

3

Completion of Personal
Developmental Reviews by
Academic, Administrative and
Technical Staff

HoS/HoSA

End of 2016 or 2017, as
indicated

4

Further Investigation of the gender
differences for the general paper
mark and development of a
support package.

CE/DoT

Development of a support
package by end of Semester
1 of 2015/16 (January 2016)
Investigating of the
underlying issues ongoing.
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Closing of the gender gap for the
2nd and 3rd year general papers
in 2015/16 exams.

5

Development of bespoke
Unconscious Bias training,
particularly for PG students who
are tutors or laboratory
demonstrators.
Photographs showing a diverse
group of ‘role-model’ physicists to
be featured on all three School
sites
Investigate better ways of
establishing 2-way communication
between the E&D committee and
all members of the School (staff
and students).

DoL/First Year
Lab Tutor

Bespoke training in place by
start of 2016/17 academic
year

No complaints about PG student
tutors/laboratory demonstrators
that could have been prevented
by unconscious bias training.

Ogden Fellow

Initial photos to be in place
by end of February 2016.

Staff/Student surveys reporting
that the School of Physics and
Astronomy is for everyone.

Head of E&D
Committee

End of February 2016

Staff Survey reporting that staff
understand and value the work
of the E&D committee

8

Embed E&D across the School web
page, so it is not only contained in
an E&D section.

Admissions
Team/DoEA

End of February 2016

Staff/Student surveys reporting
that the School of Physics and
Astronomy is for everyone.

9

Conduct an overview of all
outreach to look for gaps in our
provision, who is involved and the
language used by participants.

Ogden
Fellow/DoEA

End of June 2016

A coherent and strategic
outreach plan that ensures the
participation of minority groups.

10

Specifically develop further pre-16
outreach activities

Ogden
Fellow/DoEA

End of 2016

A portfolio of pre-16 outreach
activities with positive feedback
from participants.

11

Develop an outreach programme
targeted at teachers

Ogden
Fellow/DoEA

End of 2016

Teacher-targeted outreach
programme with positive
feedback from participants.

12

Provide an online image library,
containing a diverse range of
physicists, that can be easily
accessed and used by all staff in
the School for lectures, outreach
and promotional material.

Ogden
Fellow/Admiss
ions team

End of 2016

All staff reporting that they can
easily find suitable images for
teaching, research, admissions
and outreach publications.

13

We will actively engage with the
University’s “We get campaign” to
help promote a zero tolerance of
harassment culture

6

7

14

15

16

Using historical data, investigate
the time spent by males and
females at each career level to
better understand whether there
are any plateaus.
Address the underrepresentation
of female staff on Teaching
Committee, which is due to the
underrepresentation of female
staff in key teaching roles.
Work to increase the gender
diversity in our postgraduate
nuclear programmes through
events and more gender-balanced
advertising

HoS/HoSA

End of February 2016

HoSA/HoS

End of February 2016

DoT/HoS

End of December 2015

Programme
Director/Man
ager of
Nuclear
Programmes

End of February 2016
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Staff report in the survey that
the School does not tolerate any
form of harassment (95%
agreement; 100% of female
academic/research staff agreed)
A report to the E&D committee
about identification of any
plateaus and appropriate
measures to address the
underlying issues, if any.
Representation of female staff in
key teaching roles to be
comparable to the percentage
of female academics in the
School.
Number of female students
reaches at least 20% or greater.

17

Investigate any gender differences
between students on the BSc and
MPhys programmes

Chief
Examiner

End of July 2016

Report to the Equality and
Diversity Committee, and an
action plan to address any
issues, if necessary.

Conclusion
Our Juno Journey
Our School has come a long way along its Juno journey. We have made significant improvements since our
2013 Athena Swan application and dramatic improvements since our 2012 Juno Practitioner renewal.
In 2012 we had plans for data collection and improving the web page, but E&D was not fully embedded.
The only people with E&D in their remit were the Chair of the E&D committee and the newly appointed
Academic Services Officer. The fledgling E&D committee had still to find its feet.
In 2013 we had conducted our first staff survey and just started to analyse gender data across the School.
The E&D committee was becoming more effective and we had a clearer idea of where we were going. We
applied for Athena Swan Silver but were awarded Bronze. However, we felt that we were now pointing in
the right direction.
In 2014, the Juno visit gave us confidence that we were doing the right things and had good plans but we
had not had enough time to embed good practice. Waiting another year to apply for Champion status was
the correct course of action.
Now in 2015, we have made huge strides. We could point to individual successes such as the School-wide
coffee morning to improve inter-School informal networking, the annual international event or the
breastmilk expression room. However, our proudest achievement is that tackling gender equality and E&D
issues in general, are now fully embedded in the fabric of the School. No longer is E&D just part of the
Academic Services Officer’s role, as it was in 2012, it is now a fundamental part of the role of every key
person in the School. The role descriptors shown in Appendix D, mean that anyone who takes over in the
future is required to engage with gender equality. However, as the reflections show, this is not merely a
plan for the future but something which is happening now. Those with key roles are actively engaged with
the issues facing women’s careers in Physics & Astronomy. They are investigating their data and
implementing new initiatives to benefit not only our female students and staff but everyone in the School.
Moreover, as the reflections show, the engagement of key staff means that we are discovering issues that
would not have been recognised five years ago, for example the gender differences in the general paper
results.
Our School’s E&D committee now has real teeth. It requires those with key roles to report annually to the
committee which has led to extensive discussions, and new initiatives. For example the committee had a
comprehensive discussion with the Director of Undergraduate Admissions about increasing the number of
female students and you can see some of the thinking in his reflection in this document.
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The Future
Although we are very proud of what we have already achieved, we are still realistic about where we need
to go and the work required getting there. We are aiming to go for Athena Swan Gold in the next three
years. Data collection and staff surveys are now a regular part of School activity, but with hindsight we now
know that some survey questions and some aspects of data formatting need to be fine-tuned. We are
particularly proud of the work our key staff are doing, but recognise that in a large School some people will
not see the relevance of equality and diversity or even understand why it is so important. Each year 280
new first year students arrive (due to rise to 320), presenting both new challenges and opportunities for
engagement. We also see our Juno work as a catalyst for more general Equality & Diversity work and the
E&D committee has commissioned a working group to investigate expanding our School’s data collection to
cover ethnicity, disability, socio-economic status etc.
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Appendices
Appendix A: Juno Practitioner Renewal 2012 Action Plan
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Appendix B: Athena SWAN 2013 Action Plan
Action

Description

1.1

Record the gender balance at all
admissions and outreach events
(participants and organisers).

1.2

Record the completion rate of staff taking
the online E&D training (including
researchers).

1.3

Monitor comparative gender data for job
applications, shortlists and success rates.

1.4

Monitor the completion rate of E&D
training for laboratory demonstrators
(including PG student demonstrators).

Progress since
Practitioner

Further Action
Planned

Resp
onsi
bility

Time-scale
(start date)

Success Measure

Agreement from
the Senior
Recruitment &
Admissions
Officer that this
should happen
for all future
events
Currently 124
staff (academic,
technical &
admin) have
completed the
training.
JobTrain
currently set to
produce this info
by early 2014
All
demonstrators
(inc PG students)
required the
complete the
online E&D
training.

Will begin
from
December
2013. E&DC
will review the
data annually.

DoE
A,UG
AT

December
2013

E&DC to receive this data every year. Data to be
analysed and any short-fall in attracting women
to events will be addressed if necessary.

E&DC will
review the
data annually.

HoSA

Summer
2012

All staff (academic/research/technical and PSS)
in the School to have completed E&D Training
with formal records for monitoring.

E&DC will
review the
data annually.

HoSA Spring 2014 Fair proportion of men and women applying for
posts and subsequently being shortlisted and
successful in appointment.

E&DC will
review the
data annually.
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DoL

October
2013

All staff and students undertaking demonstrator
duties to have completed E&D Training with
formal records for monitoring.

1.5

Monitor the uptake of the new PDRA
promotion track.

1.6

Monitor the gender balance of
participants and speakers in the
Researcher Development Forum.

2.1

Include an E&D statement in all
communications, including open days to
encourage female applicants.

2.2

Investigate the reason for the lower
acceptance rate by female applicants for
undergraduate programmes.
Equality in offers for all student levels
(particularly PG) to be addressed

2.3

Investigate why the proportion of female
PGR students have declined in the last
three years and host more events like

Demonstrator
payment subject
to completion of
the training.
New process
circulated to all
staff in
November 2013.
One promotion
by the new route
has already
occurred.

Statement
produced and
shared with all
involved in
admission days
UGAT currently
investigating

Unconscious Bias
Workshop
attended
DoPGE currently
investigating

E&DC will
review the
uptake
annually

HoS

December
2013

At least one application a year for promotion
from PDRA staff

E&DC will
review the
data annually

DoR

Summer
2013

Female speakers (internal and external) to be
included in researcher-led events

UGA
T

December
2013

Increased awareness of Athena SWAN amongst
staff and students. Increase in number of
female applicants

UGAT to
report to
E&DC on an
appropriate
strategy

UGA
T

November
2013

Increase in the number of female UG
acceptances, so that they are equal or greater
than the male acceptance percentage (current
female value 29%).

Focus groups
to be
conducted

DoP
GE

November
2013

Increase in the proportion of female PGR
students to move towards (at least) the national
average. Currently at 20%, national average is
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‘Insight into Research’ with high profile
women researchers.
2.4

Monitor possible gender differences in
exam performance at a resolution of
individual courses.

3.1

Include a positive School-specific E&D
statement in job adverts demonstrating
our commitment to the principles of
JUNO and Athena SWAN.

3.2

Develop an initiative to encourage more
female PDRAS to make the transition to
lecturer.

3.4

All leaving staff to be offered an exit
interview (by an independent person) to
explore the reason for leaving.

with UG and
PGR Students
Performance in
last year’s
individual exams
investigated.
History trends
also investigated.
Investigated
similar
statements
produced by
other
departments.
Already have a
system for those
going for
fellowships. Pilot
of a buddy-up
system where
PDRAs can
request a mentor
from an early
career researcher
(or relatively new
lecturer)
Already done
informally.
Review of Athena
SWAN exit
questionnaire

28%)

Will become a
normal part of
the Summer
Exam board to
analyse.

CE

Statement
agreed and
sent to HR for
inclusion

HoS
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June 2014

January
2014

No significant difference in the performance of
males and females. Link with University degree
attainment group to learn more about why
differences in degree attainment may occur.

Increase in the number of female applicants.
Up to at least the proportion of UGs (20%).

HoS

January
2014

Increase in the retention of our researchers to
fixed term academic posts.

HoSA

January
2014

Better understanding of why staff leave.

3.5

Completion of annual appraisals (PDRs) to
be enforced for all PDRAs.

3.6

Induction Pack (academic and research)
to be updated every year and made
available to all current staff

3.7

Monitor the effectiveness of the
fellowship application support scheme

currently being
piloted in
another Faculty
HoS already
informed all staff
(inc line
managers) of the
importance of
conducting PDRs.
Uptake is less for
PDRAs than
academic staff.
School induction
packs in use since
2008

Additional
support to
applicants since
2008

HoS to send an
annual email
reminder.
E&DC to
monitor
uptake.

HoS/
Line
Man
ager

Summer
2013

Uptake in the number of appraisals to increase
to as close to 100% as possible.

E&DC to
monitor
progress. HoS
to remind
Heads of
Groups that all
new PDRAs
must receive
an induction
pack on
arrival.
Effectiveness
on gender
equality to be
more closely
monitored

HoS/
Line
man
agers

2008

All new staff to receive the appropriate
induction pack (reported back through the staff
survey) and packs uploaded onto intranet for
access by all current staff

HoS

2008

Re-run of events like ‘Fellowships and Beyond:
Building an Academic Career’ with an increase
in the female participants and subsequent
success rate by female applicants.
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3.8

Formally introduce a scheme of
promotion ‘buddying’ where junior staff
can be supported in their applications by
more senior staff.

5.1

Review all outreach activities and decide
if new activities or adjustments need to
be made to support our Athena SWAN
goals.

5.2

Require all staff, regardless of role to
complete the university online E&D
training.

5.3

Survey of staff experience, knowledge
and opinions of E&D issues to be
conducted every other year.

Already done
informally for
~90% of
applicants. From
review noted
that females are
more successful
after being
helped and
recognise this
should happen
from the offset
Appointed an
Ogden Trust
Fellow (female).
Continue review
of ‘what’s
happening’ at the
Institute of
Physics to see
what else we can
do on a national
level.
HoS asked all
academic staff to
complete the
training
Survey
conducted in
May 2013

HoS, HosA and
HoST to ask all
staff to
complete the
training
Next survey
due in
Summer 2015.
E&DC to
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HoS

January
2014

Staff aware of the formal process (evidenced by
staff survey). Increase in females applying for
promotion and increase in the ‘first-time’
success rate by female applicants as previous
applicants have had to go through the process
twice.

DoE
A

Summer
2014

Each year take part in national events
encouraging women in particular to consider
Physics & Astronomy.

HoS,
HoSA
and
HoST

December
2013

Improved awareness of E&D evidenced in the
staff survey.

HoS

May 2013

Improvement in uptake of survey (currently
41%) and improvement in positive responses.

monitor.

5.4

PDRAs to be invited to attend the School
board.

5.5

Increase the representation of women on
important School committees.

School Board is
defined by the
university to be
only for academic
staff. Need for
PDRAstaff to be
better informed
of School policy,
and to be more
involved how the
School is ran
(currently only
35% report they
feel involved in
School business)
School
Promotions
Committee and
E&D Committee
have gender
balance formally
defined in their
terms of
reference. Also a
requirement that
1 of the 3
external
examiners must

Inclusion of
research staff
on mailing lists
when
circulating
School Board
meetings

HoSA

December
2013

PDRAs invited to School Boards. PDRAs report
better involvement in the School (as evidenced
by the School survey).

Terms of
references for
all other
School
committees to
be updated to
clearly define
the gender
balance
requirement.

HoS

December
2013

No male only committees.
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be female (since
2008)
5.6

Pilot a weekly School Coffee session to
encourage intergroup interaction.

5.7

Appoint a ‘Dignity at Work’ advisor for
people to confidentially discuss concerns
relating to harassment and bullying.

6.1

Head of School to send an annual email to
make staff aware of flexible working
opportunities, procedures and rights.

Informal survey
of group coffee
sessions revealed
a variation in
custom.
Staff have been
informed of the
policy by the
HoS. Three
members of staff
appointment
from different
roles.
University
flexible working
policy currently
also available on
the School
intranet.

Training to be
provided for
the new role.
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HoSA

January
2014

Staff to report better inter-group networking
through the staff survey.

HoS

January
2014

Significant reduction in the number of staff
reporting harassment/bullying in the staff
survey. Currently 10% of staff reporting issues

HoS

December
2013

Increased awareness of flexible working
arrangements, evidenced in the staff survey.

Appendix C: Workload table.
The workload spreadsheet is sent to all academic staff each year. Note that staff names are included in the
original sent to staff. Weightings are given in the top row, under the titles. For example a core module is
given 150 hours. The exception is ‘Admissions’ and ‘School Admin’ for which individual hours are noted for
each academic. Second Year tutorials are allocated to those with a low number of hours, and the
spreadsheet is used to help academics chose for which roles and modules to apply.

Appendix D. Examples of the Equality and Diversity clauses written into key job
roles.
The following is an excerpt from the Director of Research’s role descriptor:
“Equality and Diversity: (i) Develop, monitor and review policies and strategies with regards to Equality and
Diversity, especially with regards to women in Physics and Astronomy; (ii) Monitor fellowship and grant
application numbers by gender; (iii) Ensure Equality and Diversity in a standing agenda item for the
Research Committee meetings; (iv) Ensure gender is an active topic of discussion with all staff for selection
and appointments; (v) Ensure new appointment leads are aware of unconscious bias; (vi) Ensure new
appointments leads seek out applications from excellent candidates from a variety of backgrounds; (vii)
Have a proactive approach to academic appointment with regards to Equality and Diversity; (viii) ensure
gender balance of speakers at Schuster Colloquia and other research events.”

The following is an excerpt from the Director of Undergraduate Admissions’ role descriptor:
“Equality and diversity: (i) Monitor diversity indicators (gender balance, origin, school background etc.) in
recruitment and retention statistics and analyse trends; (ii) work with academic staff to implement best
practise in student recruitment and interview processes; (iii) discuss best practise in undergraduate
recruitment and admissions with the Equality and Diversity Committee and work to implement
improvements; (iv) ensure proper representation of the diversity of members of the School in all marketing
materials.”
The following is an excerpt from the Director of Postgraduate Education’s role descriptor:
“Equality and Diversity: (i) Gender monitor recruitment and retention statistics and analyse trends; (ii)
monitor group recruitment decisions by area prior to making offers and challenge as necessary; (iii) work
with group postgraduate research co-ordinators to implement best practice in student recruitment and
interview processes; (iv) work to encourage underrepresented groups by supporting the Schools Female
Researcher Network; (v) discuss best practice in postgraduate education with the Equality and Diversity
Committee and work to implement improvements.”
The following is an excerpt from the Director of External Affairs’ role descriptor:
“Equality and Diversity: (i) Develop, monitor and review external affair related policies and strategies with
regards to Equality and Diversity, especially with regards to women in Physics and Astronomy; (ii) Ensure
Equality and Diversity in a standing agenda item for the School External Advisory Board meetings; (iii)
Ensure gender is an active topic of discussion with all staff and external organisations.”
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The following is an excerpt from the Director of Teaching’s role descriptor:
“Equality and Diversity: (i) Develop, monitor and review policies and strategies with regards to Equality and
Diversity, especially with regards to women in Physics and Astronomy; (ii) Ensure Equality and Diversity in a
standing agenda item for the School Teaching and Learning Committee meetings; (iii) Ensure gender is an
active topic of discussion with all teaching staff (iv) Ensure staff are trained in unconscious bias.”
Equivalent requirements are in the role descriptors of all key academic staff in the School. Essentially
anyone with a key role in the School has to monitor the data within their remit, has to engage with the
School’s E&D committee and is required to develop and promote best practice.
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Appendix E: Terms of Reference for the Academic Appointment Committee
School of Physics and Astronomy
Academic Appointment Committee
Terms of Reference
● To ensure that the most talented people are invited to apply for academic positions.
● To ensure applications come from a broad range of candidates irrespective of background. There
should be equality of opportunity for all, irrespective of: age, disability, ethnicity (including race,
colour and nationality), gender (including gender reassignment , marital status, pregnancy or
maternity), religion, belief, sexual orientation (including civil partnership status)
● To approve the composition of appointment, short-listing and interview panels.
● To support appointment panels with the search for candidates.
● To write and maintain a checklist for appointment panels.
● To advise the Head of School on permanent status decisions for fixed term staff holding prestigious
fellowships.
● To advise the Head of School on strategic appointments as required.
● To support the Head of School in recruitment campaigns.
● The committee will review its terms of reference annually and make recommendations if necessary
to the School Executive.
● Other activities relating to academic search as required.
1) Membership and Chair:
Chair of the Academic Appointment Committee
Head of School
Deputy Head of School – if applicable.
Director of Research
The Chair shall be a member of the School Executive and should be of the opposite gender to the Head
of School. Academic staff shall be co-opted as needed to the committee with specific academic
expertise for agreed posts for which there is a recruitment exercise.
2) Administrative Support: The committee will be supported by the School Research Support
Manager.
3) Frequency of Meetings: Once per term with further meetings as required by recruitment demands.
The committee may agree decisions by email, with these decisions reported to the next meeting. At its
annual meeting in the summer term, the relevant HR Partner will be invited to attend.
4) Reporting: The committee will report to the School Executive. It will provide an annual report to
the School Board.

A)
B)

Notes:
All members of the committee should have received the relevant E&D Training.
All members of the committee will be conversant with University policy concerning E&D and recruitment.
Page 82 of 82

