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ATHENA SWAN BRONAHFBARTMENT AWARDS

Recognise that in addition iastitution-wide policies, the department is working
to promote gender equality and to identify and address challenges particular to the
department and discipline.

ATHENA SWAN SILMBERPARTMENAWARDS

In addition to the future planning required for Brandepartment recognition,
Silverdepartment awards recognise that the department has taken action in
responsedo previously identified challenges and can demonstrate the impact
of the actions implemented.

Note: Not all institutions use the ter®W RS LI NI YSYy 4 Qd ¢ KSNB I NBE Ylye Sj
academic groupings with different names, sizes and compositions. The definition
ofaWRSLI NI YSydQ Oy 6S F2dzyR Ay (GKS ! GKSyl {210bD

COMPLETING THE FORM

DO NOT ATTEMPT TOMRRETE THIS APPLIONTFORNMVITHOUT
READINGHE ATHENA SWAN AWARIANDBOOK.

This form should be used for applications for Bronze and Silver department awards.

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

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

WORD COUNT

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

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

We have provided the following recommendations as a guide.



Department application

Word limit
Recommended word count
1.Letter of endorsement
2.Description of the department
3. SeHassessment process
4. Picture of the department
p® { dzLJLJ2 NIi A y 3
6. Case studies

7. Further information

by R

I RO

Bronze

10,500

500
500
1,000
2,000
6,000
n/a
500

Silver

12,000

500
500
1,000
2,000
6,500
1,000
500



Name of institution University of Manchester

Department School of Environment, Education and
Development

Focus of department AHSSBL

Date of application November 2017

Award Level Bronze

Institution Athena SWAN Date: Level: Bronze

award November 2014

Contact for application Dr Susie Miles

Must be based in the department

Emalil Susie.Miles@manchester.ac.

Telephone 0161 275 3286

Departmental website www.manchester.ac.uk/SEEL

ADDITIONAL WORDMIT

The School of Environment, Education and Developnfexd been awarded 1000
additional words for this application as it compriséige departments whose profiles

vary significantly m terms of staff and student profildDue to the diverse nature dhe

{ OK 2®pafndents the staff and student profiles present variance in gender equality
issues and these discipline level data need to be discussed in detail. The overall budget,
administrative and management structure remains at School level.

(Pleasesee email below).

Additional words have been used and are split into different sections:

Letter of endorsement:Above the recommended word limit by 39 wordgken from
other sections

Picture of the Department Above the recommended word limit 1816 words. This is
316words fromother sections

{dzZLILI2 NI AYy 3 YR | RQJI: ¥uove yha readdnyeSdgdMeord it gs S NE&
582 words. This 945 words from other sections and 43i#om the additional word
extension

Total additional words used437



From: Athena Swan [mailto:AthenaSwan@ecu.ac.ul§
Sent: 14 February 2017 12:35

To: Sarah MohammadQureshi

Cc: Athena Swan

Subject: RE: Word count extension request

Dear Sarah,

Apologies for the delay.

We can confirm that the School of Environment, Education and Development (SEED) at
the University of Manchester may use an additional 1,000 words in order to analyse and

reflect on disaggregated data and explain discipline differences within the Schesé

Th

additional words can be used throughout the application, but it should be made cldar

where they have been used in the word count at the end of each section.
Please include a copy of this email in your application to confirm this word extensiq
Bestwishes,

Athena SWAN Team

Equality Challenge Unit

First floor, Westminster Tower,
3 Albert Embankment

London, SE1 7SP

T: 020 7438 1010

F: 020 7438 1011

W:  www.ecu.ac.uk

Follow us omwitter: @EqualityinHE

Twitter: @UoMEandD
Blog:http://UoMEqualityandDiversity.wordpress.com

AtE\E‘Rﬁ thlnkd IHE re ﬂtly equality and diversity

bn.

1. LETTERF ENDORSEMENT FRTHE HEAD OF DEPARTNVWIE
Recommended word count: Bronze: 500 words | Silver: 500 words

An accompanying letter of endorsement from the head of department should be
included. If the head of department is soon to be succeeded, or hastlgdaken

up the post, applicants should include an additional short statement from the
incominghead.

Note: Please insert the endorsement letiermediately afterthis cover page.


mailto:AthenaSwan@ecu.ac.uk
http://www.ecu.ac.uk/
http://www.twitter.com/EqualityinHE
https://twitter.com/UoMEandD
http://uomequalityanddiversity.wordpress.com/
http://www.manchester.ac.uk/aboutus/jobs/equalityanddiversity/support/athena-swan/

Athena SWAN Team
Equality Challenge Unit

First floor, Westminstef ower,
3 Albert Embankment
London, SE1 7SP

Dear Sir / Madam

Application for an Athena SWAN Award, School of Environment, Education and
Development (SEED), University of Manchester

In the School of Environment, Education and Development we aim to:

GF2A0SNI I adzLILR NI AGBST 2Nl Ay3a SYSANRBYYSyYyd GKIF
FYR 6S KIF@SY alF Ot SFENI O2YYAlYSyid G2 aidlFFF¥ S| dz

I OKASZS (i KSANI Yiclhod Stdargic RIani 2B82i0 A | £ ¢

| fully endorselte application by the School for the Athena SWAN bronze award and
have ensured that the information presented in the application, including the
gualitative and quantitative data, is an honest, accurate and true representation of the
School.

As Head of School | established an ERBmittee at the beginnig of my time as Head

of School (2013) am delighted to have been a member of the Bai§essmenteam,

to have been involved in reviewing our policies and practices from a gender

perspective and to have contributed to the drafting of a clear, measurable Action Plan.

Support for the Athena SWAN application is one of the five priorities for the School in

the most recent action plasubmitted to the University. This withsure that time and

spaceis dedicatedo discussigthe Athena SWAN processes, and equality and diversity
AdadzSa Y2NB ONRIRfe&z Ay I ff 2afdmoit&ingl OK22f Qa
the actions presented here

While this application shows that progress is being maaeatrds the equal
representation of women in seni@cademigositions, and the Architecture

department has achieved thistdcognise some specific challenges in other areas of the
School, including differences in representation betweepattments.Crucidly, female
staff are significantlyunderrepresened in leadership positions, witjust two women
currently occupying senid@dchooleadership roles, and women only representing 31%
of professorsl see the Athena SWAN bronze award as the first step tdsvareating a
School that offers opportunity and support to all, regardless of gender, and actively
seeks to redress imbalances in the recruitmehstaff and students, in performance
indicators such as degree outcome, in promotion and in leadership.

Yours faithfully

Professor Tim Allott

Head of School of Environment, Education and Development

Y I



Supporting paragraph:

As the incoming Head of School, | am fully supportive of this Athena Swan application,
and look forward to being an active member of the SAT. I fully endorse the information
presented in this application as an honest, accurate and true representatior of th
School. We have identified a shortage of female staff in leadership positions as a
particular issue and | will aim to drive change in this area through changes to
mentoring, performance review, and promotion procedures in order to maximise the
progressim and promotion of our outstanding junior female colleagues to senior
positions.Over thetime period of the plan, we will also increase the proportion of
female members of recruitment panels to 40% (with at least one per panel). We will
relaunch our Equél and DiversityCommittee to raise gender awareness at
departmental and School level, and work together to implement the Ad¥an. These
changes are long overdue, and | am pleased to be able to lead the School at this critical
juncture to ensure grear opportunities and outcomes for female students and for
female colleagues at all stages in their careers.

Professor Martin Evans, incoming HoS from 1 November 2017

Section 1{539 words]



Acronym Meaning

BME Black and minority ethnic

E&D Equalityand diversity

FT Fulktime

GDI Global Development Institute

HEI Higher Education Institution

HNAP Humanities New Academics Programme
HoD Head of Department

HoS Head of School

HoSA Head of School Administration

HR Human Resources

KIT Keeping IMMouch

MAL Maternity and adoption leave

MIE Manchester Institute of Education
P&DR Performance & Development Review
PREP Personal Research Expectations Plan
PEM Planning and Environmental Management
PGR Postgraduate Research

PGT Postgraduate Taught

PL Parental Leave

PSS Professional Support Staff

PT Parttime

RA Research Associate

REF Research Excellence Framework
SEED School of Environment, Education & Development
SL Senior Lecturer

SPC School Promotions Committee

SPRC School Policy anesources Committee
SLD Staff Learning and Development

T&R Teaching and research

TF Teaching Focused

uG Undergraduate

WAM Work Allocation Model

Table 1: School/Faculty/University Acronyms



2. DESCRIPTION OF THHPARTMENT
Recommended word count: Bronze: 500 words | Silver: 500 words

Please provide a brief description of the department including any relevant
contextualinformation. Present data on the total number of academic staff,
profesgonal and support staff and students by gender.

TheinterdisciplinarySchool of Environment, Education and Development (SIEEDEe
of five Schools in the Faculty of Humanities, University of Manchester. The School has
five departments:

9 Architecture(ARCH)

9 Geography (GEOG)

9 Global Development Institute (GDI)

1 Manchester Institute of Education (MIE)

1 Planning and Environmental Management (PEM)

There are 210 academic staff (96 women), and 39 researchers (22 women). The School
is situated across three idingsg
15 minute walking distance

between the furthest buildingsThe The School of
Administration of the School is Environment, Education
managed bya centralised team of and Development

Professional Support Staff (PS¢
There are83 PSS staff53 women)
performing a range of functions
including technial services Ghart

3).

The School had135 students, on
many different programmesChart
4). In three of our five departments
postgraduate  taught students ty Lo
(PGT) outnumber undergraduate e ——)
students (UGT)We have a high

percentage ¢.30%, of international stuehts. Our PGT cohorts also include Teacher
Trainees. Around 50% of our 262 postgraduate research students (PGR) are on taught
programmes, some accredited. In two departments our UGT students are accredited by
national associations, and Architecture stutierare taught aspart of the cross
institutional Manchester School of Architecture, with teaching being shared between
the University of Manchester and the Manchester Metropolitan University (MMU).

NS
Manchester Institute of Education (MIE)



Management Structure

The academic management structureled by a Head of School (HoS) in partnership
with a Headof School Administration (HoSA)h@ts 1 and 2)The HoS manages five
Heads of Department, and four Directors (Research, PGR, Teaching and Learning, and
Social Responsibility). There are three additional areas of responsibility, each of which
has a Chair.

School of Environment, Education and Development
Academic Management Structure 2017-18

Head of School

Chart X School Academic Management Structu2817-2018

man
Director Director Director Director Chair of Chair e
PGR Research Social Responsibility TEL School Board of Ethics of Equality & Diversity
man man woman SEr man woman woman
Head of Department Head of Department Head of Department Head of Department Head of Department
Architecture GDI Geography Planning & Environmental MIE
Management
man woman man man man

The undefrepresentation of women in these leadership positions is a recognised
weakness, addressed in various ways in the Action Plan (prirARay).

The Head of School Administration, with the Deputy Head of School Administration,
Research, Finance and Human Resources are

manages 15 PSS managers.

Faculty/University services but housed within the School.

School of Environment, Education and Development
PSS Management Structure 2017-18

Head of School Administration

woman

Deputy Head of School School Officer Workshop Technical IS Officer Senior Research
School Resources Manager Technician
Administration Manager woman
woman e man man
man
Doctoral Services T&L Services Student Support Recruitment8 Admissions ITET Services
Manager Manager Manager Manager Manager
woman woman woman woman woman
Direct report
_______ Head of School _] researchsupportManager | _ HR Partner ——----. Faculty Service

Finance

woman

woman

woman

Chart 2 School PSS Management Structure 22018



Academic staff
The School ha&4 academic staff on a range of contracts
9 Teaching ad Research (T&R)
9 Teaching and Scholarship (T&S)
9 Research (Ryhich includes postlocs and research fellows

In addition here arestaff on distinctivecontracts linkedmainly to teacher trainingin

MIECAY Of dzZRSR Ay (GKS aNBaSI NB the guRmisgianK SNJ I O RS
Developing he ability to clearly saggregat thesea NBa S+ NOK¢ FyR G20 KSNJ | O
figuresto enable a clearer review of these nstandard postss within the Action Plan

(AP2.2.

\

Further detail is within Section 4.2.

Professional Support Services Staff

The School has 83SS staff. In Gradegt1(clerical and secretarial grades) there has
been movement towards a more balanced gender split (72% W in 2014, 58% W in
2016). Women are ovaepresented in the Grade 5 pasfsenior secretarial grade) at
81%, but recently two men have been appointed to this grade level. There is also a
small team of Technical Services staff (9 M, 1 W), overseeing Laboratories, Workshops
and GIS.

mWomen = Men

2016

2015

2014

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Chart3: PSS (admin) staff 2812016
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Sudents

We have darge anddiverse cohort of studentg4135),with a third of students from
non-EU countries.

Further detail on student data is provided in Section 4.1

100%

90%

80% -

70% -

60%

50% ® Men

H Women
40%

30%

20%

10%

0%

2013-14 | 2014-15 ‘ 2015-16 2013-14 2014-15 2015-16 2013-14 | 2014-15  2015-16

Undergraduate Postgraduate Taught Postgraduate Research

Chart 4:UGT/PGT/PGR StudePRrofile 20132014 to 20152016

Section 2: ActiorPlan Summary

AP2.1- Increase quota of women on relevant panels; continue to strengthen and highlight
training and development opportunities for womeintroduce improved mentoring, coaching
and P&DR/PREMcrease the invitations to women visitinglfteks; develop clear job
descriptions for all core School and departmental positions

AP2.2- Employ an RA to conduct an analysis of the allocation of fixed term andimart
positions>

Section 2 word count: [499vords]
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3. THE SEEASSESSMENT PROCESS
Recommended word count: Bronze: 1000 wor¢isSilver: 1000 words

Describe the selassessment process. This should include:

(i)  adescription of the selissessment team

¢CKS {[{OK22fQ4 O9ljddtArde FYR S5ABSNBAGE /2YYAd

members, including departmentalrepresentative, the HR partner, and wasdmired

by Professor Helen Gunter from MIE (2a& and Rosie Williams, the HoSA. A report
of the gender composition of staff and students in the School was prepared in 2014
using data from 2012013 and was presented to the School Policy and Resources
Committee (SPRC) and the School Board in 2014, which highlighted the- under
representation of womentaSL and Professor levels, and a gender pay gap.

In May 2016 Dr Susie Miles was appointed Chair of the E&D Committee, with an explicit
brief to lead on the Athena SWAN agenda and to represent the School on the Faculty of
Humanities E&D Committee. In Septber 2016 the Committee agreed to expand its
membership to become the new SAT. Existing members were invited to continue in this
new role, and the invitation to join the new SAT was disseminated widely, and the Head
of School played a key role in invitisigff to consider joining the SAT.

The SAT was established in September 2016, first met in October 2016 arzhé&reo

by Dr Susie Miles and Rosie Williams (HoSA). The 21 member team (15W, 6M) was
selected on the basis of the criteria laid out in tAéhena SWAN handbook. The
membership includes the outgoing HoS and incoming HoS; four academics from the
original E&D Committee and additional representatives from MIE, GDI and Geography,
the three largest departments; the HR partner; four ECRs, two RfSasd the
''YAGSNERAGEQA ! GKSYLlF {21 b O22 Ngell ywithiveaNId ¢ KS
engaging students, rdfts of the action plan were circulated via email to all
UGT/PGT/PGR students along with the key aims of the Athena SWAN agenda. Some
feedback ame back from PGR students, but not from UGT/PGT. Despite calls for
participation the last member of the SAT to join was the PGR representative (Robinson).
These issues are addressedAR13. Participation in SAT was entirely voluntary, and

the Schoolncluded workload points for members of the SAT in the WAM (2017). The
SAT was supported by an allocated PSS administrator.

63

i8S

2y 8



SAT member

Job Title

Relevant Experience (no more
than 20 words)

Resources
Partner

Zahra Alijah Lecturer* FT | Director of nonprofit initial
, teacher training provider,
Initial Teacher leading on equality and
Training(MIE) diversity issuesFormerly
recruit lead for Secondary
PGCE
Outgoing Head FT [Hn &SIFNBRQ SELISN
of School and academic management and
Professor of leadership; responsible for
Physical School leadership teapfiather
Geography of two adult children one of
whom a disabled dependant
Monigue Brown PSS Manager fo FT | Partner role with PGR
Doctoral Director; PSS advocate lead for
Services al yOKSaGdSNRa ! a
: 2 ;'X\ University Administrators
N w;.‘.g
Isabelle Doucet Senior Lecturer FT | Scholarly interest in social
in Architecture responsibility in architectural
and Urbanism* practice and
education;experience of
Architecture Admissions procespromoted
to Senior Lecturer in 2016
Incoming Head FT | Responsible for School
of School leadership team; experience of
promotions/probation panels;
Professor of father of 2 children under 18;
Geomorphology caring for elderlyparents
Geography
Research FT | Fultime RA-interest in labour
Associate, market inequalities; researcher
Inclusive Growth since 2013, generally employed
Analysis Unit on fixedterm contracts; joined
SEED in June 2016
Senior Lecturer FT | Elected member of Senate,
in Education School's promotion and
probation panels; 2 children
PGR Director for aged 11 and 8; cauthored
SEED HEFCBtudent Outcomes
report
Jenny Knights School Human FT |[mn &SI NBQ SELISN

working in HR roles in
HE. Mother of two preschool
children

64



SAT member

Job Title

Relevant Experience (no more
than 20 words)

David Lawson Senior Lecturer FT | Former Chair of School and
AN in Public Policy University Ethics Committees,
\f and international expert on the
Development economics of gender,
Economics empowerment and poverty
GDI
Professor of FT | Experience as neprofessorial
Geography member of Faculty
Professorial Promotions
Committee; Aurora training
(2015); recent experience of
promotion (2017)
Narinder Mann Lecturer in FT | School Associate Director for
) Humanities Widening Participation; research
% 1 Education* interestin social justice in Higher
‘ Education; early career academig
Sl Initial Teacher on probation
Training (MIE)
Susie Miles Senior Lecturer FT | Faculty E&D Committee;
in Inclusive experience of FTCs and p#érhe
” Education work; SL since 2010; Mother of 2
\‘.ﬂ adult chl_I(jr_e_n; occasional caring
‘;@ MIE responsibilities
‘ l (Cochair)
Sarah Mohammad | Athena SWAN FT | Member ofall University SATS;
Qureshi Coordinator Formerly fixeedterm Academic
Researcher and Researcher
Equality, Development Officer; experience
Diversity and of maternity leave and flexible
Inclusion working
WSY h Q. NR { Lecturerin FT | Experience of promotion and
Human probation panels; Mother of pre
Geography, school child; experience of FTCs
on aTeaching and Scholarship
Director of contract
Social
Responsibility
(since 2015)
Maria Pampaka Senior Lecturer FT | Experience as PGT/PGR student

MIE/ Social
Statistics (Social
Sciences)

RA and Research Fellow UoM;
permanent contract (MIE), FTC
(S0SS); Recent experience of
promotions

GS



SAT member

Job Title

Relevant Experience (no more
than 20 words)

Administration

(CoeChair)*

Nuno Pinto Lecturer in FT [mMmo &SI NBAQ SELISN
Urban Planning teaching UG, PGPGR on
and Urban permanent and fixederm
Design* contracts; different admin roles
PEM
PGR Student FT | Experience as UG/PGT/PGR
student; Graduate Teaching
Geography Assistant role for four years
—
Helen Underhill Postdoc ECR, FT [Nined S NBEQ GSI OKA
. Senior Tutor leadership experience in
secondary school€ompleted
GDI PhD in December 2016; various
fixed-term teaching and research
contracts
Saskia Warren Lecturer in FT |Early career academic;
Human member of Geography
g Geography Advisory Groupresearch
@"!I interest in gender and labour;
experience of fixed term
contract work
Kelly Watson Research PT | ECR; 10 years in SEED pipeline;
3 Associate Experience of temporary, part
3 time research contract roles
Geography Member of University
\ Wellbeing Managment Group
Rosie Williams Head of School FT |18 yearsin UoM; HOSA

partner role with HoS
delivering
operational/strategic planning;
mother of 2 children under 10

*Qriginal member of Equality and Diversity committee

Table2: School SAT members

(i)  an account of the selissessment process

The size and complexity of the School made the-asdtssment process challenging.
The data provided by the University on staff and students had to be analysed both at
In some cases data was difficult to access, and
received in the late stages of the process (as identified in each seetitnassociated
actiong. A doctoral researcher (Watson) was initially appointed as an RA to assist with
the process of analysing and displaying data. In the later stages of the process an

School anddepartmental levels.

academic member of staff (Pampaka) completed this analysis.

GS
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emerging data and action plan atni@us stages during the proceds.some cases these

were combined with Departmental Forums, and in others they were specifically

convened meetings. The Athena SWAN process was also discussed at School Board, the
{OK22tQa t2fA0e I yR wsanthyzMioddings of Pleadsroll 6 SS | YR
Department. In addition, a one hour session was dedicated to the Athena SWAN action

plan at the Womerinto Leadership promotions workshop, held only for women, in July

2017.

The School of Social Sciences (S88%)ChairPrdessor Claire Alexander, acted as an
external advisor to the SAT in the early stages of the process. In addition, the SAT chairs
of the five Schools in the Faculty of Humanities have provided valuable ongoing
feedback through discussions convened by theuity of Humanities E&Dommittee.

The quantitative and qualitative data presented covers three academic years: 2013
2014, 20142015, and 2012016. It was agreed that there was not enough time to
review 20162017 data released in Autumn 2017 in suffitietetail given the
complexity of the analysis undertaken for the 2€A(RL6 data

An online Academic Audit of staff views and experiences of Athena SWAN principles
was conducted between Octob&tovember 2016, championed by the Head of School
and Heads of Dmartments (Table 3) A similar audit for PSS staff was carried out in
February 2017, again fully supported by the Head of School Administ(diidue 4.

Role Gender Total Total staff
Women Men Prefer notto | Respondents
say

Research staff 7 (18%) 1 (3%) 0 (0%) 8 (21%) 39
Lecturer 20 (16%) 19 (16%) 3 (2%) 42 (34%) 122
SL/Reader 15 (32% 14 (30%) 2 (4%) 31 (66%) 47
Professor 7 (19%) 8 (22%) 0 (0%) 15 (42%) 36
Initial teaching 3 (15%) 1 (5%) 0 (0%) 4 (20%) 20
training tutor

Total 52 (21%) 43 (18%) 5 (2%) 100 (41%) 244

Table 3: Respondents to academic staff audit by gender. Figures in parentheses are
expressed as a percentage of total staffthin each role category

Role Gender Total Official HR
Women Men Prefer notto | Respondents figures
say
Grades 14 13 (30%) 2 (4%) 1 (2%) 16 (37%) 43
Grade 5 8 (50%) 1 (6%) 0 (0%) 9 (56%) 16
Grade 68 11 (49%) 3 (13%) 0 (0%) 14 (61%) 23
Total 32 (39%) 6 (7%) 1 (1%) 39 (48%) 82

Table 4: Respondents to professional support staff audit by gender. Figures
parentheses are expressed as a percentage of total PSSwithfin each grade

grouping

<



This was the first Audit of its kind in the School. It offered contrasting views on the

{OK22f Qa Odz GdzNBX LRfAOASAE | yR L)Na@iAoSa FyR
whichW3al ¢S aidl FF K2LS (GKIG GKSNB ¢g2dd R 0S OKIFy3S
The data gathered was triangulated with the School data, discussed at length by SAT

members and used to inform the Action Plan, particularly in relation to workplace

culture. The outcomes have not yet been communicated to staff, we aim to release a

full report of the Academic /PSS Audit results in December 28F5.9.

(i)  plans for the future of the selissessment team

The School will restablish theE&D Committee in December 2017 to oversee the

monitoring, implementation and evaluation of the Action Pldime leaddepartment

representatives of the SAT will continge monitor the implementation of the SAT

Action PlanThe outgoingHoS will continue to support the&Dwork as a critical friend.

Additional members will be recruited teepresent all protectd characteristics within

its remit This membership will be reviewed annually and for an upper limit of 3 years

from November 2017. This Committee will continue to bechaired by theE&Dlead

(Miles) and the HoSA (Williams) in close collaboration wighth{ w 5 A NBOG2NJ 6 hQ. NR S\

The E&D Committee membership includes additiorgbdhd student representatives.
The Committee will meet at least four times per year and report to the S@PBBI@nd
Faculty E&D Committee. The Committee will oversee annual oramitand evaluation

of data around recruitment, promotion, student and staff profiles, administer future
staff auditsand oversee the School annual ActiolarP? Staff and students will be
updated on progress through regular reports in the monthly Schodeth, and the
School intranet sitegstablished in September 2@ with secure logn screen, will host
the E&D monitoring data, audit results and annual action p{ARRS.9.

Section 3Action Plan Summary

AP1.3- Representative of student body twe invited to E&D committee minimum of 1 for each of
UGT/PGT/PGR.

AP5.2- Increase the profile bE&D activities in the Scho@pnduct Annual E&D review of School

data, including Staff Audit (AcaderhRSBGR)Publish the findigs and implications ofhe Audit;
Seminar serie® include guesspeakers to address AS valuBshooE&Dtraining sessions for new
membersandlong-egablished senior staff.

Section3: [1000words]

GS



4. A PICTURE OF THE BEPMENT
Recommended word count: Bronze: 200@rds | Silver: 2000 words

4.1. Student data

If courses in the categories below do not exist, please
(i)  Numbers of men and women on access or foundation courses
N/a (no students on these programmgs

(i) Numbers of undergraduate students by gender

The School offers 14 single and 2 joint honours programmes. All Departiagats

fromGDR F¥FSNJ | D¢ d ! NOKAGSOGdzNEQa ! D LINPANF YYS Aa
Manchester and Manchester &fropolitan University (MMU)Only the Architecture

programmehas parttime students(very small numbers which are incorporated in the

total numbers).

The School profilef showswomenasslightly overrepresented at around 58.% (®art

5). Departments compare well againsational averages {@rt 6), with the exception

of MIE given disproportionate representation of women at national level. PEM is the
one department where menoutnumber women, althoughmore even than national
data. The School wikkeep these figures under review annugiyP1.]).

mWomen m Men

2015-16

2014-15

2013-14

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Chart5: School UGTstudents20132014 to 20152016by gender

GB
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The Key outlines which JACS codes were combined to give an equivalent departmental total used
for benchmarking (see Table 5)

Chart6: Departmentaltotal UGT figures for alfbrogrammes includingdESA
Benchmarking Profile20132014 to 20152016
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JACs Code arldescription

Architecture| KO Broadly based programmes within Architecture, Building and Planning
Architecture| K1 Architecture

Geography | L7Human and Social Geography
Geography | F8 Physical Geography

MIE X3 Academic studies in Education

MIE X9 Others in Education

PEM KO Broadly based programmes within Architecture, Building and Planning
PEM K2 Building

PEM K4 Planning (urban, rural and regional)

PEM K9 Others irrchitecture, building and planning

Table 5 JACs codes used in HESA benchmarking data

School aplications have gender balance55%WV, 459 in 201516 (Chart 7).
Proportional to applications, more offers are made to won&290/ 2015-16 (Chart 8).
Acceptance rates areven17%W 18%M2015-16.

In Departmentghe samepatternsexist, apart fromPEM where applications from male
students are slightly in the majoritydfart 9. Nonetheless, PEM consistently makes
proportionally more offers to womeftChart 10).

Since 20134 n all cepartments but Geographythe Universityhas requireda higher
grace tariff for UGT rhinimum entry requirement of BBBleading to decreased
applications for MIE andEBM In all &partments except Architecture, the propasti of
women acepting offers has also seerduction. Strategies to achieve gisr balance
in all departmentswill be developed and implementeénd this déa will be reviewed
annually(AP1.D.

The School hastrengthin attractinghigh quality female apmants which it will work

to maintain At the same time, it must work to address reducednwers of
applications while achieving/maintaining balanced intakes. Thexjuires better
monitoring datato be gathered to inform future strategyAP1.1).We will create fine-
grained departmental action plans to better understand and respond to the reasons
why departments like Architecture anBEM attract more male applicants, and more
lower quality male applicant\P1.].

We will undertake annual reviews taddress issues identifiedncludingidentifying
more appropriate benchmarking dataP1.].
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Schooldata (Chartl1) shows that a higher percentagéwomen gain a First and
women are the majority in all grade categorietooking at thalistribution of grades it is
evident that women get proportionally less Fgtihan men, but this gap hadosedin
the 201516 data (Chart ).
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2.2

2.1

First

3rd / Pass

2.2

21

First

3rd / Pass

2.2

2.1

First

0%

B Women M Men

5 S

(51.1%)

(53.9%)

(74.6%)

(51.3%)

(59.1%)

(66.7%)

10% 20% 30% 40% 50% 60% 70% 80% 90% 100%

Chartll: School level UGT degree attainme22132014 to 20152016 by gender
showing the percentages of men and women at each grade.
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Chart12: School level UGgender profiles ofdegree attainmentfor 20132014 to
20152016 Percentages show the distribution of grades by gender

In departments(Chart 13) this same trel can be viewed, with some variation in %
difference yearon-year. A higher proportion of women than men achievist class

@3



degrees in Geographyntil 201516 a disproportionate number of men in Architecture
achieved firsts compared to women. PEM shaavdrop between 30% of women
gaining a first in 20245 falling to 8% in 20156, but yeasto-year variations in PEM

data are affected by the very small numbers on these programmes.
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Chart13: Departmentlevel UGTgender profiles ofdegree attainment2013-2014 to
20152016 Percentages show the distribution of grades by gender
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(i)  Numbers of men and women on postgraduate taught degrees

Full and parttime. Provide data on course application, offers and acceptance
rates and degree completion rates ggnder.

The Schoobffers63 PGT programmemcludinglnitial Teacher Training. Around 80% of
programmes offer a pastime route.

Women are in the majority of fulime students63-67% Chart 14) At departmental

level this is reflected within MIE ar@DI(Charts 16 and 18). MIE with its initial teacher
training programme, has high numbers of female students74%). GDI had a peak
recruitment year in 201496%W) with large numbers of fulime female Chinese
students egistering following a changein Shool policyaround presessional Engli3h
Geography and PEMHK&rts 17 and 19) both have lower % of Hithe female students,
averaging around 50% or slightly lower. Reflecting on these trends we need to gain a
better understanding of recruitmentgiterns through fine grained departmental action
plans AP1.].

The PGT patime profile shavs women in the majority 686% (Chart 14). In

departmentsMIE and GDI have much higher numbers of fiane students (mainly
distance learning, or patime programmes), and women here arein the majority.
PEM and Geography have fewer ptime students and it is difficult to identify trends.

M Female Male

2015-16 66.1% 165

2014-15 64.9% 203
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2013-14 63.1% 219
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Chart 4. Sdool profile of FTPT PGTstudents bygender from20132014 to 2015
2016
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