
 

Department Application 
Bronze and Silver Award 
 



 

 
2 

ATHENA SWAN BRONZE DEPARTMENT AWARDS  

Recognise that in addition to institution-wide policies, the department is working 

to promote gender equality and to identify and address challenges particular to the 

department and discipline.  

ATHENA SWAN SILVER DEPARTMENT AWARDS  

In addition to the future planning required for Bronze department recognition, 

Silver department awards recognise that the department has taken action in 

response to previously identified challenges and can demonstrate the impact 

of the actions implemented. 

Note: Not all institutions use the term ΨŘŜǇŀǊǘƳŜƴǘΩΦ ¢ƘŜǊŜ ŀǊŜ Ƴŀƴȅ ŜǉǳƛǾŀƭŜƴǘ 

academic groupings with different names, sizes and compositions. The definition 

of a ΨŘŜǇŀǊǘƳŜƴǘΩ Ŏŀƴ ōŜ ŦƻǳƴŘ ƛƴ ǘƘŜ !ǘƘŜƴŀ {²!b ŀǿŀǊŘǎ ƘŀƴŘōƻƻƪΦ  

COMPLETING THE FORM 

DO NOT ATTEMPT TO COMPLETE THIS APPLICATION FORM WITHOUT 
READING THE ATHENA SWAN AWARDS HANDBOOK. 

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. 
 

Additional areas for Silver applications are highlighted 

throughout the form: 5.2, 5.4, 5.5(iv) 

 

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 over 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. 
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Department application Bronze Silver 

Word limit 10,500 12,000 

Recommended word count   

1.Letter of endorsement 500 500 

2.Description of the department 500 500 

3. Self-assessment process 1,000 1,000 

4. Picture of the department 2,000 2,000 

рΦ {ǳǇǇƻǊǘƛƴƎ ŀƴŘ ŀŘǾŀƴŎƛƴƎ ǿƻƳŜƴΩǎ ŎŀǊŜŜǊǎ 6,000 6,500 

6. Case studies n/a 1,000 

7. Further information 500 500 
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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 
award 

Date: 

November 2014 

Level: Bronze 

Contact for application 
Must be based in the department 

Dr Susie Miles  

Email Susie.Miles@manchester.ac.uk  

Telephone 0161 275 3286  

Departmental website www.manchester.ac.uk/SEED  

ADDITIONAL WORD LIMIT 

The School of Environment, Education and Development has been awarded 1000 

additional words for this application as it comprises  five departments  whose profiles 

vary significantly in terms of staff and student profile. Due to the diverse nature of the 

{ŎƘƻƻƭΩǎ Departments, 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. 

(Please see email below). 

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

 

Letter of endorsement: Above the recommended word limit by 39 words taken from 

other sections 

 

Picture of the Department:  Above the recommended word limit by 316 words. This is 

316 words from other sections 

 

{ǳǇǇƻǊǘƛƴƎ ŀƴŘ ŀŘǾŀƴŎƛƴƎ ǿƻƳŜƴΩǎ ŎŀǊŜŜǊǎ: Above the recommended word limit by 

582 words. This is 145 words from other sections and 437 from the additional word 

extension.  

 

Total additional words used: 437  
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From:  Athena Swan [mailto:AthenaSwan@ecu.ac.uk]  
Sent:  14 February 2017 12:35 

To:  Sarah Mohammad-Qureshi 
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 School. These 
additional words can be used throughout the application, but it should be made clear 
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 extension. 
 
Best wishes, 
 
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 on Twitter: @EqualityinHE 
 
Twitter: @UoMEandD 
Blog: http://UoMEqualityandDiversity.wordpress.com 
 

   

 

 

1. LETTER OF ENDORSEMENT FROM THE HEAD OF DEPARTMENT 

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 has recently taken 

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

incoming head. 

Note: Please insert the endorsement letter immediately after this 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/
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Athena SWAN Team 
Equality Challenge Unit 
First floor, Westminster Tower, 

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: 

άŦƻǎǘŜǊ ŀ ǎǳǇǇƻǊǘƛǾŜΣ ǿƻǊƪƛƴƎ ŜƴǾƛǊƻƴƳŜƴǘ ǘƘŀǘ ǊŜŎƻƎƴƛǎŜǎ ŀƴŘ ŎŜƭŜōǊŀǘŜǎ ŘƛǾŜǊǎƛǘȅέ 

ŀƴŘ ǿŜ ƘŀǾŜΥ άŀ ŎƭŜŀǊ ŎƻƳƳƛǘƳŜƴǘ ǘƻ ǎǘŀŦŦ Ŝǉǳŀƭƛǘȅ ŀƴŘ ŘƛǾŜǊǎƛǘȅ ǘƘŀǘ ǎǳǇǇƻǊǘǎ ǎǘŀŦŦ ǘƻ 

ŀŎƘƛŜǾŜ ǘƘŜƛǊ ƳŀȄƛƳǳƳ ǇƻǘŜƴǘƛŀƭΦέ  School Strategic Plan, 2017-22. 

I fully endorse the application by the School for the Athena SWAN bronze award and 

have ensured that the information presented in the application, including the 

qualitative and quantitative data, is an honest, accurate and true representation of the 

School.   

As Head of School I established an E&D Committee at the beginning of my time as Head 

of School (2013). I am delighted to have been a member of the Self-Assessment Team, 

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 plan submitted to the University. This will ensure that time and 

space is dedicated to discussing the Athena SWAN processes, and equality and diversity 

ƛǎǎǳŜǎ ƳƻǊŜ ōǊƻŀŘƭȅΣ ƛƴ ŀƭƭ ƻŦ ǘƘŜ {ŎƘƻƻƭΩǎ ƳŀƧƻǊ ŎƻƳƳƛǘǘŜŜ ƳŜŜǘƛƴƎǎ, and monitoring 

the actions presented here. 

While this application shows that progress is being made towards the equal 

representation of women in senior academic positions, and the Architecture 

department has achieved this, I recognise some specific challenges in other areas of the 

School, including differences in representation between departments. Crucially, female 

staff are significantly under-represented in leadership positions, with just two women 

currently occupying senior School leadership roles, and women only representing 31% 

of professors. I see the Athena SWAN bronze award as the first step towards creating a 

School that offers opportunity and support to all, regardless of gender, and actively 

seeks to redress imbalances in the recruitment of staff 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 
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Supporting paragraph:  

As the incoming Head of School, I 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 representation of the 

School. We have identified a shortage of female staff in leadership positions as a 

particular issue and I will aim to drive change in this area through changes to 

mentoring, performance review, and promotion procedures in order to maximise the 

progression and promotion of our outstanding junior female colleagues to senior 

positions. Over the time 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 Equality and Diversity Committee to raise gender awareness at 

departmental and School level, and work together to implement the Action Plan.  These 

changes are long overdue, and I am pleased to be able to lead the School at this critical 

juncture to ensure greater 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]  
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Table 1: School/Faculty/University Acronyms   

Acronym Meaning 

BME Black and minority ethnic 

E&D Equality and diversity 

FT Full-time 

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 In Touch 

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 Part-time 

RA Research Associate 

REF Research Excellence Framework 

SEED School of Environment, Education & Development 

SL Senior Lecturer 

SPC School Promotions Committee 

SPRC School Policy and Resources Committee 

SLD Staff Learning and Development  

T&R Teaching and research 

TF Teaching Focused  

UG Undergraduate 

WAM Work Allocation Model 
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2. DESCRIPTION OF THE DEPARTMENT  

Recommended word count:  Bronze: 500 words  |  Silver: 500 words  

Please provide a brief description of the department including any relevant 

contextual information. Present data on the total number of academic staff, 

professional and support staff and students by gender. 

The interdisciplinary School of Environment, Education and Development (SEED) is one 

of five Schools in the Faculty of Humanities, University of Manchester. The School has 

five departments:  

¶ Architecture (ARCH) 

¶ Geography (GEOG) 

¶ Global Development Institute (GDI) 

¶ Manchester Institute of Education  (MIE)  

¶ Planning and Environmental Management (PEM) 

There are 210 academic staff (96 women), and 39 researchers (22 women). The School 

is situated across three buildings ς 

15 minute walking distance 

between the furthest buildings. The 

Administration of the School is 

managed by a centralised team of 

Professional Support Staff (PSS).  

There are 83 PSS staff (53 women) 

performing a range of functions 

including technical services (Chart 

3). 

The School has 4135 students, on 

many different programmes (Chart 

4). In three of our five departments 

postgraduate taught students 

(PGT) outnumber undergraduate 

students (UGT). We have a high 

percentage, c.30%, of international students. 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 students are taught as part of the cross-

institutional Manchester School of Architecture, with teaching being shared between 

the University of Manchester and the Manchester Metropolitan University (MMU).   
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Management Structure 

The academic management structure is led by a Head of School (HoS) in partnership 

with a Head of School Administration (HoSA) (Charts 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. 

 

Chart 1: School Academic Management Structure 2017-2018 

The under-representation of women in these leadership positions is a recognised 

weakness, addressed in various ways in the Action Plan (primarily AP2.1). 

The Head of School Administration, with the Deputy Head of School Administration, 

manages 15 PSS managers. Research, Finance and Human Resources are 

Faculty/University services but housed within the School.   

 

Chart 2: School PSS Management Structure 2017-2018 
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Academic staff  

The School has 244 academic staff on a range of contracts: 

¶ Teaching and Research (T&R) 

¶ Teaching and Scholarship (T&S) 

¶ Research (R) which includes post-docs and research fellows 

In addition there are staff on distinctive contracts linked mainly to teacher training in 

MIE ς ƛƴŎƭǳŘŜŘ ƛƴ ǘƘŜ άǊŜǎŜŀǊŎƘ ŀƴŘ ƻǘƘŜǊ ŀŎŀŘŜƳƛŎǎέ ŦƛƎǳǊes in the submission.  

Developing the ability to clearly disaggregate these άǊŜǎŜŀǊŎƘέ ŀƴŘ άƻǘƘŜǊ ŀŎŀŘŜƳƛŎǎέ 

figures to enable a clearer review of these non-standard posts is within the Action Plan 

(AP2.2). 

Further detail is within Section 4.2.  

 

Professional Support Services Staff  

The School has 83 PSS staff.  In Grades 1-4  (clerical and secretarial grades) there has 

been movement towards a more balanced gender split (72% W in 2014, 58% W in 

2016).  Women are over-represented in the Grade 5 posts (senior 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.  

 

Chart 3: PSS (admin) staff 2014-2016 
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Students  

We have a large and diverse cohort of students (4135), with a third of students from 

non-EU countries. 

Further detail on student data is provided in Section 4.1  

 

Chart 4: UGT/PGT/PGR Student Profile  2013-2014 to 2015-2016  

 

 

 

Section 2: Action Plan Summary 
 
 
AP2.1 - Increase quota of women on relevant panels; continue to strengthen and highlight 

training and development opportunities for women;  Introduce improved mentoring, coaching 

and P&DR/PREP;  Increase the invitations to women visiting fellows; 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 and part-time 
positions> 
 
 
 
 

 
 
 
Section 2 word count: [499 words]  
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3. THE SELF-ASSESSMENT PROCESS  

Recommended word count: Bronze: 1000 words  |  Silver: 1000 words 

Describe the self-assessment process. This should include:  

(i) a description of the self-assessment team 

¢ƘŜ {ŎƘƻƻƭΩǎ 9ǉǳŀƭƛǘȅ ŀƴŘ 5ƛǾŜǊǎƛǘȅ /ƻƳƳƛǘǘŜŜ ǿŀǎ ŜǎǘŀōƭƛǎƘŜŘ ƛƴ нлмо ǿƛǘƘ ŜƛƎƘǘ 

members, including a departmental representative, the HR partner, and was co-chaired 

by Professor Helen Gunter from MIE (2013-16) 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 2012-2013 and was presented to the School Policy and Resources 

Committee (SPRC) and the School Board in 2014, which highlighted the under-

representation of women at SL 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 September 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 inviting staff to consider joining the SAT.  

The SAT was established in September 2016, first met in October 2016 and is co-chaired 

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 the Athena 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 PSS staff and the 

¦ƴƛǾŜǊǎƛǘȅΩǎ !ǘƘŜƴŀ {²!b ŎƻƻǊŘƛƴŀǘƻǊΦ ¢ƘŜ ƻƴŜ ŀǊŜŀ ǘƘŜ {!¢ ǎǘǊǳƎgled with was 

engaging students, drafts 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 came 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 addressed in AP1.3. Participation in SAT was entirely voluntary, and 

the School included workload points for members of the SAT in the WAM (2017).  The 

SAT was supported by an allocated PSS administrator. 
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SAT member 

 

Job Title M/
W 

FT/
PT 

Relevant Experience (no more 
than 20 words) 

Zahra Alijah 

 

Lecturer* 

Initial Teacher 
Training (MIE) 

W FT Director of non-profit initial 
teacher training provider, 
leading on equality and 
diversity issues.  Formerly 
recruit lead for Secondary 
PGCE 

Tim Allott Outgoing Head 
of School and 
Professor of 
Physical 
Geography 

M FT нл ȅŜŀǊǎΩ ŜȄǇŜǊƛŜƴŎŜ ƻŦ 
academic management and 
leadership; responsible for 
School leadership team, father 
of two adult children one of 
whom a disabled dependant 

Monique Brown

 

PSS Manager for 
Doctoral 
Services 

 

W FT Partner role with PGR 
Director; PSS advocate lead for 
aŀƴŎƘŜǎǘŜǊΩǎ !ǎǎƻŎƛŀǘƛƻƴ ƻŦ 
University Administrators 

Isabelle Doucet

 

Senior Lecturer 
in Architecture 
and Urbanism* 

Architecture 

 

W FT Scholarly interest in social 
responsibility in architectural 
practice and 
education; experience of 
Admissions process; promoted 
to Senior Lecturer in 2016 

Martin Evans Incoming Head 
of School 

Professor of 
Geomorphology 

Geography 

M FT Responsible for School 
leadership team; experience of 
promotions/probation panels; 
father of 2 children under 18; 
caring for elderly parents 

Ceri Hughes Research 
Associate, 
Inclusive Growth 
Analysis Unit 

W FT Full-time RA - interest in labour 
market inequalities; researcher 
since 2013, generally employed 
on fixed-term contracts; joined 
SEED in June 2016 
 

Steven Jones Senior Lecturer 
in Education 

PGR Director for 
SEED 

M FT Elected member of Senate, 
School's promotion and 
probation panels; 2 children 
aged 11 and 8; co-authored 
HEFCE Student Outcomes 
report 

Jenny Knights

 

School Human 
Resources  
Partner 

W FT мн ȅŜŀǊǎΩ ŜȄǇŜǊƛŜƴŎŜ ƻŦ 
working in HR roles in 
HE.  Mother of two pre-school 
children 
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SAT member 

 

Job Title M/
W 

FT/
PT 

Relevant Experience (no more 
than 20 words) 

David Lawson Senior Lecturer 
in Public Policy 
and 
Development 
Economics 

GDI 

M FT Former Chair of School and 
University Ethics Committees, 
international expert on the 
economics of gender, 
empowerment and poverty 

Sarah Lindley Professor of 
Geography 
 

W FT Experience as non-professorial 
member of Faculty 
Professorial Promotions 
Committee; Aurora training 
(2015); recent experience of 
promotion (2017) 

Narinder Mann

 

Lecturer in 
Humanities 
Education* 

Initial Teacher 
Training (MIE) 

M FT School Associate Director for 
Widening Participation; research 
interest in social justice in Higher 
Education; early career academic 
on probation 

Susie Miles  

 

Senior Lecturer 
in Inclusive 
Education 

MIE 
 
(Co-chair) 

F FT Faculty E&D Committee; 
experience of FTCs and part-time 
work; SL since 2010; Mother of 2 
adult children; occasional caring 
responsibilities 

Sarah Mohammad-
Qureshi 

Athena SWAN 
Coordinator 

Equality, 
Diversity and 
Inclusion 

W FT Member of all University SATs; 
Formerly fixed-term Academic 
Researcher and Researcher 
Development Officer; experience 
of maternity leave and flexible 
working 
 

WŜƴ hΩ.ǊƛŜƴ

 

Lecturer in 
Human 
Geography,  

Director of 
Social 
Responsibility 
(since 2015)  

W FT Experience of promotion and 
probation panels; Mother of pre-
school child; experience of FTCs, 
on a Teaching and Scholarship 
contract   
 

Maria Pampaka 

  

Senior Lecturer 

MIE/ Social 
Statistics (Social 
Sciences) 

W FT Experience as PGT/PGR student, 
RA and Research Fellow UoM; 
permanent contract (MIE), FTC 
(SoSS); Recent experience of 
promotions  
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SAT member 

 

Job Title M/
W 

FT/
PT 

Relevant Experience (no more 
than 20 words) 

Nuno Pinto

 

Lecturer in 
Urban Planning 
and Urban 
Design* 

PEM 

M FT мо ȅŜŀǊǎΩ ŜȄǇŜǊƛŜƴŎŜ ŀǎ ŀŎŀŘŜƳƛŎ 
teaching UG, PGT, PGR on 
permanent and fixed-term 
contracts; different admin roles 

 

Caitlin Robinson PGR Student 

Geography 

W FT Experience as UG/PGT/PGR 
student; Graduate Teaching 
Assistant role for four years 

Helen Underhill

 

Post-doc ECR, 
Senior Tutor  

GDI 

 

W FT Nine ȅŜŀǊǎΩ ǘŜŀŎƘƛƴƎ ŀƴŘ 
leadership experience in 
secondary schools; Completed 
PhD in December 2016; various 
fixed-term teaching and research 
contracts 

Saskia Warren

 

Lecturer in 
Human 
Geography 

W FT Early career academic; 
member of Geography 
Advisory Group; research 
interest in gender and labour; 
experience of fixed term 
contract work 

Kelly Watson

 

Research 
Associate 

Geography 

W PT 

 

ECR; 10 years in SEED pipeline; 
Experience of temporary, part 
time research contract roles 
Member of University 
Wellbeing Management Group 

Rosie Williams 

 

Head of School 
Administration 

(Co-Chair)* 

 

W FT 18 years in UoM; HOSA 
partner role with HoS 
delivering 
operational/strategic planning; 
mother of 2 children under 10 

*Original member of Equality and Diversity committee 

Table 2: School SAT members  

 

(ii) an account of the self-assessment process 

The size and complexity of the School made the self-assessment process challenging. 

The data provided by the University on staff and students had to be analysed both at 

School and departmental levels.  In some cases data was difficult to access, and 

received in the late stages of the process (as identified in each section, with associated 

actions). 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 

academic member of staff (Pampaka) completed this analysis.   
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9ŀŎƘ ŘŜǇŀǊǘƳŜƴǘ ƘŜƭŘ ƛǘǎ ƻǿƴ Ψǎǳō-{!¢ ƳŜŜǘƛƴƎǎΩΣ ŀƴŘ ƭŜŘ ŘƛǎŎǳǎǎƛƻƴǎ ŀōƻǳǘ ǘƘŜ 

emerging data and action plan at various stages during the process. In 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 

{ŎƘƻƻƭΩǎ tƻƭƛŎȅ ŀƴŘ wŜǎƻǳǊŎŜǎ /ƻƳƳƛǘǘŜŜ ŀƴŘ ƛƴ monthly meetings of Heads of 

Department. In addition, a one hour session was dedicated to the Athena SWAN action 

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

2017.  

The School of Social Sciences (SoSS) SAT Chair, Professor 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 the Faculty of Humanities E&D Committee. 

The quantitative and qualitative data presented covers three academic years: 2013-

2014, 2014-2015, and 2015-2016. It was agreed that there was not enough time to 

review 2016-2017 data released in Autumn 2017 in sufficient detail given the 

complexity of the analysis undertaken for the 2013-2016 data. 

An online Academic Audit of staff views and experiences of Athena SWAN principles 

was conducted between October-November 2016, championed by the Head of School 

and Heads of Departments (Table 3). A similar audit for PSS staff was carried out in 

February 2017, again fully supported by the Head of School Administration (Table 4).  

 

Role Gender Total 
Respondents 

Total staff 

Women Men Prefer not to 
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 
training tutor 

3 (15%) 1 (5%) 0 (0%) 4 (20%) 20 

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 staff within each role category 

 

Role Gender Total 
Respondents 

Official HR 
figures Women Men Prefer not to 

say 

Grades 1 - 4 13 (30%) 2 (4%) 1 (2%) 16 (37%) 43 

Grade 5 8 (50%) 1 (6%) 0 (0%) 9 (56%) 16 

Grade 6-8 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 in 
parentheses are expressed as a percentage of total PSS staff within each grade 
grouping 
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This was the first Audit of its kind in the School. It offered contrasting views on the 

{ŎƘƻƻƭΩǎ ŎǳƭǘǳǊŜΣ ǇƻƭƛŎƛŜǎ ŀƴŘ ǇǊŀŎǘƛŎŜǎ ŀƴŘ ǎǘŀŦŦ ǿŜǊŜ ŜƴŎƻǳǊŀƎŜŘ ōȅ ǘƘŜ ƛƴƛtiative 

which ΨƎŀǾŜ ǎǘŀŦŦ ƘƻǇŜ ǘƘŀǘ ǘƘŜǊŜ ǿƻǳƭŘ ōŜ ŎƘŀƴƎŜΩ όǇǊƛǾŀǘŜ ŎƻƳƳŜƴǘ ōȅ ŦŜƳŀƭŜ 9/wύΦ 

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 2017  (AP5.2). 

 

(iii) plans for the future of the self-assessment team 

The School will re-establish the E&D Committee in December 2017 to oversee the 

monitoring, implementation and evaluation of the Action Plan. The lead department 

representatives of the SAT will continue to monitor the implementation of the SAT 

Action Plan. The outgoing HoS will continue to support the E&D work as a critical friend. 

Additional members will be recruited to represent all protected 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 be co-chaired by the E&D lead 

(Miles) and the HoSA (Williams) in close collaboration with thŜ {w 5ƛǊŜŎǘƻǊ όhΩ.ǊƛŜƴύΦ 

The E&D Committee membership includes additional PSS and student representatives. 

The Committee will meet at least four times per year and report to the School SPRC and 

Faculty E&D Committee. The Committee will oversee annual monitoring and evaluation 

of data around recruitment, promotion, student and staff profiles, administer future 

staff audits and oversee the School annual Action Plan. Staff and students will be 

updated on progress through regular reports in the monthly School Bulletin, and the 

School intranet site, established in September 2017 with secure log-in screen, will host 

the E&D monitoring data, audit results and annual action plans (AP5.2).  

 
 

Section 3: Action Plan Summary 
 
AP1.3 - Representative of student body to be invited to E&D committee minimum of 1 for each of 
UGT/PGT/PGR. 
 
AP5.2 - Increase the profile of E&D activities in the School; Conduct Annual E&D review of School 

data, including Staff Audit (Academic/  PSS/PGR); Publish the findings and implications of the Audit ; 

Seminar series to include guest speakers to address AS values; School E&D training sessions for new 

members and long-established senior staff. 

 
 

 
 
 
Section 3: [1000 words]  
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4. A PICTURE OF THE DEPARTMENT  

Recommended word count: Bronze: 2000 words  |  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 programmes). 

(ii) Numbers of undergraduate students by gender 

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

from GDI ƻŦŦŜǊ ¦D¢Φ !ǊŎƘƛǘŜŎǘǳǊŜΩǎ ¦D ǇǊƻƎǊŀƳƳŜ ƛǎ ƻŦŦŜǊŜŘ Ƨƻƛƴǘƭȅ ōȅ ǘƘŜ ¦ƴƛǾŜǊǎƛǘȅ ƻŦ 

Manchester and Manchester Metropolitan University (MMU). Only the Architecture 

programme has part-time students (very small numbers which are incorporated in the 

total numbers). 

The School profile of shows women as slightly over-represented at around 58.5% (Chart 

5). Departments compare well against national averages (Chart 6), with the exception 

of MIE given disproportionate representation of women at national level. PEM is the 

one department where men outnumber women, although more even than national 

data. The School will keep these figures under review annually (AP1.1). 

 

Chart 5: School  UGT students 2013-2014 to 2015-2016 by gender 
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The Key outlines which JACS codes were combined to give an equivalent departmental total used 

for benchmarking (see Table 5) 

Chart 6: Departmental total UGT figures for all programmes including HESA 
Benchmarking Profile  2013-2014 to 2015-2016 
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  JACs Code and Description 

Architecture K0 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 K0 Broadly based programmes within Architecture, Building and Planning 

PEM K2 Building 

PEM K4 Planning (urban, rural and regional) 

PEM K9 Others in architecture, building and planning 

Table 5: JACs codes used in HESA benchmarking data 

 

School applications have gender balance 55%W, 45%M in 2015-16 (Chart 7). 

Proportional to applications, more offers are made to women 62%W 2015-16 (Chart 8). 

Acceptance rates are even 17%W, 18%M 2015-16.  

In Departments the same patterns exist, apart from PEM where applications from male 

students are slightly in the majority (Chart 9). Nonetheless, PEM consistently makes 

proportionally more offers to women (Chart 10). 

Since 2013-14 in all departments but Geography, the University has required a higher 

grade tariff for UGT (minimum entry requirement of BBB), leading  to decreased 

applications for MIE and PEM. In all departments except Architecture, the proportion of 

women accepting offers has also seen reduction. Strategies to achieve gender balance 

in all departments will be developed and implemented, and this data will be reviewed 

annually (AP1.1). 

The School has strength in attracting high quality female applicants, which it will work 

to maintain. At the same time, it must work to address reduced numbers of 

applications, while achieving/maintaining balanced intakes. This requires better  

monitoring data to be gathered to inform  future strategy (AP1.1). We will create fine-

grained departmental action plans to better understand and respond to the reasons 

why departments like Architecture and PEM attract more male applicants, and more 

lower quality male applicants (AP1.1). 

We will undertake annual reviews to address issues identified, including identifying 

more appropriate benchmarking data (AP1.1).  
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Chart 7:  School UGT application process indicating frequencies and gender  
proportions at each application stage 2013-2014 to 2015-2016 

 

Chart 8:  School UGT application process indicating gender profile in application 
outcomes 2013-2014 to 2015-2016   
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Chart 9:  Departmental UGT application process indicating  frequencies and gender  
proportions at each stage 2013-2014 to 2015-2016 
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Chart 10:   Departmental UGT application process indicating gender profile in 
application outcomes 2013-2014 to 2015-2016   
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School data (Chart 11) shows that a higher percentage of women gain a First and 

women are the majority in all grade categories. Looking at the distribution of grades it is 

evident that women get proportionally less Firsts than men, but this gap has closed in 

the 2015-16 data (Chart 12).   

 

Chart 11:  School level UGT degree attainment 2013-2014 to 2015-2016, by gender 
showing the percentages of men and women at each grade. 

 

Chart 12:  School level UGT gender profiles of degree attainment for 2013-2014 to 
2015-2016. Percentages show the distribution of grades by gender            

In departments (Chart 13) this same trend can be viewed, with some variation in % 

difference year-on-year. A higher proportion of women than men achieve first class 
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degrees in Geography. Until 2015-16 a disproportionate number of men in Architecture 

achieved firsts compared to women.   PEM shows a drop between 30% of women 

gaining a first in 2014-15 falling to 8% in 2015-16, but year-to-year variations in PEM 

data are affected by the very small numbers on these programmes.  

 

Chart 13:  Department level UGT gender profiles of degree attainment 2013-2014 to 

2015-2016. Percentages show the distribution of grades by gender       
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(iii) Numbers of men and women on postgraduate taught degrees  

Full- and part-time. Provide data on course application, offers and acceptance 

rates and degree completion rates by gender. 

The School offers 63 PGT programmes, including Initial Teacher Training. Around 80% of 

programmes offer a part-time route.   

Women are in the majority of full-time students 63-67% (Chart 14). At departmental 

level this is reflected within MIE and GDI (Charts 16 and 18).  MIE with its initial teacher 

training programme, has high numbers of female students (67-74%).  GDI had a peak 

recruitment year in 2014 (96%W), with large numbers of full-time female Chinese 

students registering (following a change in School policy around pre-sessional English). 

Geography and PEM (Charts 17 and 19) both have lower % of full-time female students, 

averaging around 50% or slightly lower. Reflecting on these trends we need to gain a 

better understanding of recruitment patterns through fine grained departmental action 

plans (AP1.1).   

The PGT part-time profile shows women in the majority 62-66% (Chart 14). In 

departments MIE and GDI have much higher numbers of part-time students (mainly 

distance learning, or part-time programmes),  and women here are in the majority.  

PEM and Geography have fewer part-time students and it is difficult to identify trends.    

 

Chart 14: School profile of FT/PT PGT students by gender from 2013-2014 to 2015-
2016 
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Chart 15: Architecture FT/PT PGT students by gender 2013-2014 to 2015-2016 

 

 

Chart 16: GDI FT/PT PGT students by gender 2013-2014 to 2015-2016 

 

Chart 17: Geography FT/PT PGT students by gender 2013-2014 to 2015-2016 


