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1. Letter of endorsement from the bad of department:

University

of Glasgow

20th November 2013

oy

Sarah Dickinson

Athena SWAN Manager
Athena SWAN Charter
Equality Challenge Unit
7th Floor, Queens House
55-56 Lincoln's Inn Fields
London WC2A 3LJ

DearSarah and members of the Athena SWAN assessment team,

As Head of the School (HoS) of Geographical & Earth Sciences (GES) at the University of
Glasgow and Chair of the Self Assessment Team (SAT), it is a pleasure to provide an
endorsement for this applicain. As a woman in a STEMM subject, | have long been aware of
how few women climb the career ladder in science. Athena SWAN provides an opportunity to
explore the reasons behind this phenomenon and a mechanism to work towards addressing
this issue.

GESs an interesting case since there are staff involved in STEMM research and teaching as
well as others whose work is more closely aligned with Social Sciences and Arts. This breadth
provides an interesting study ground in which to explore the behaviourpamtksses that

work against equal gender representation in highly promoted posts. GES is, of course, much
more than a study ground since it is our place of work, where we spend much of our time,
teach students, carry out research and interact with collesgyso it is imperative that we do

what we can to ensure that our working environment is equally supportive of females and
males and values the contributions and approaches made by both women and men.

It has been enlightening to gather the data and takeckof GES rather than work on a vague
sense of how we are. The data provédee required three year snapshot. It should be noted,
however, that gender balance has shifted markedly over a longer time period in both
geography and earth sciences before tlwo units came together to form GEsction 5)

The questionnaire to staff and the one to pagtiduates brought out interesting and often

challenging points that cause us all to refldotthe staff questionnaire, 86% of respondents
agreedwiththeda 0 F § SYSyYy G aL dzy RSNBRUOFYR Yé {OK22f Qa NXBI
Sljdz t AGeé3s w> RAa&l I WwefRtion of tRe svbmissioditchiding y S dzii NI @
gathering data and consulting with staff and pgsaduates has already raised the profile of

the issue of women in STEMM, demonstrated our commitment to Athena Swan, and opened

up many objective discussions.



Our action plaraddresses key points that link our observations on our own data with the
responses in the two questionnaires. We have begumolement aspects of the action plan.
For example, we have requested that other Schools inform us when they invite a female
academic to present a research seminar so that we can request that the seminar speaker
discusses career strategy with us in GES infanmal setting. We also have our own Athena
SWAN@GES seminar series planned and Athena SWAN is now a standing item on our staff
meeting agend#Actions 4.2, 4.3, 6.2)

| shall ensure that resource is in place for the implementation of the action plape that
the implementation of the action plan shifts aspects of what we do in a direction that
supports women in academia and improves the working environment for all.

Yours sincerely,

ot

School of Geographical & Earth Sciences

University of Glasgow, Glasgow G12 8QQ, Scotland, UK
Tel: +44 (0)141 330 4224/5491

Fax: +44 (0)141 330 4894/4817

Head of School: Professor Maggie Cusack

The University of Glasgow, charity number SC004401




2. The seltassessment process

a) ASATwas assembled iDecember2012 to obtain the necessary data assess the
practicesof GESvith respect to gender equality; tientify challengeshat limit full gender
equality;and to progress bronze award applicatiofor Athena SWAM GES Team

members were chosen to reflect a balance between men and women at different career
stages, roles within GES and different wbfé balance scenariosThesemembers include a
full-time, postgraduate PQ student (female), &ostdoctoral Research Fellow (male), a
University Teacher (female), 2 Lecttg€l female, 1 male), a paiime Reader (female), and
the HoS(female). In addition to GES staff, the team includes the Athena SWAN Coordinator
(female) for the University and representative from the Equality and Diversity Unit (female).
Brief biographiesgor each team member are below:

Alessa GeigerPGstudent, joined GES as an undergraduate studer0Q7 and is currently in
her 4thyear of fulltime PhD studies in physl GeographyShe has been involved in-41
undergraduate teaching in Geographlessa runs a singl®usehold

Dr. Rhian MearaUniversity Teachergompleted her Phin 2010followed by a oneyearPost
Doctoral Research Associate (PDBREpre joiningGES as a futiime University Teacher in
2012. She manages thielundergraduateEarth ScienceE§ modules. Sheworks from home
one day during the week to avoid long commuting hours.

Dr. Nick KamengsResearch Fellowpined GES in 2006 from a npermanent position at the
University of LondonHe conducts research, runs research laboratories and manages the
research SCUBA teamlaniversity of Glasgow (GUNick is single and works from the office
most of the time.

Dr. Jaime ToneylLecturer,joined GES as a nepermanent PDRA in 2011 anetently
transitioned (March, 2013) to a fdiime Lecturerin ES She is a Health & Safety Officer,
manages a research and laboratory group, and teaches L2, L3, and L4 cokSaawdin
Geography.Jaime is a singlgarent with full custody and occasionally works from home when
her daughter is ill or out of school.

Dr. Daniel KéhnLecturer joined GES 2011 from a ngermanent position at the University
of Mainz, GermanyHe is student advisor and exams officerttoe honoursESdegree.
Daniel is part of a dual career household, has two childand works from home when
possible due to long commuting hours (25).

Dr. Hester ParrReader in Human Geographgined GES in 2009 after a year of maternity
leave atDundee University and a few months of unemployment, folipier resignation
from a previous academic post due to commuting distances and childesster worked
part-time (60%)uring the assessment peri@hdA & LJ- NI 2 F lcaréedinmily ¢ OF RS
with her partnerbeing a fultime Professoin GES.

Professor Maggie CusadkoS joined GE&s aPDRAand later obtained an independent

research fellowship before taking up a lectureship positivfaggie became Professor in 2007
andHoSin 2011. Sheisa mother of twowho works fubi A YS & LI NI 2F | Rdzl f
career family with her husband on the technical staff in GES.

Susan MckeownAthena SWAN Coordinator for the Universitgrganised data collection,
assisted with staff and student survegllation, and provided Athena SWAN best practice
information.



Mhairi Taylor, lead Officer for Equality and Diversity Unig I & LJ- NI 2 F GKS ! {{! ¢
Bronz Application submitted in 2012 and has provided data links for this application.

Jean McPartlands PA to the HoS and clerks the SAT, arranging meeteggsdngthe
minutesand circulaingthe actions points to the SAT.

b) The SAT met formallyltimessince its assembly in Decemig12for substantial
discussionsnd informally in subgroups tachieve tasks between meeting®ata gathering

was shared among the teanThe original intention was to submit for the April, 2013

deadline, but the SAT agreed that additional data was needed to understand the culture of
GES, so the SAT worked togethectomstruct a survey for all staff in GES, and this was
reworkedfor PG. Data from the surveys provides additional insight into gender issues in GES
and is used throughout the applicatiostaff input was also gained at two seminars early in

the processand at multiple GES staff meetings throughout the assessment aneapbsh

plan stage.SAT members have attended univerdeyel events for Athena SWAN.

c) The SAT plans to meet every two months in order to oversee the progress of the action plan
and @arry out any emerging initiatives associated with the action plaime SAT will be further
sub-divided into working teams relating to data gathering, staff sumnvggndseminar
organization(SATDA SATST and SASQ respectively) There are plans inlace to increase

the numbers of permanent staff on the teards well as rotating membership, the SAT team

will be expanded to include one open seat per meeting, more staff, a PDRA and additional PG
representation.(Action 7.2)

The application process sarfhas highlighted gender issues witl@iESnd prompted a
number of action points, corresponding, fout also independent gthe University Bronze
Award action planWe willcollect dataand take action across promotion and career
development processesyjorking culture and timings of meetinggere appropriateand
survey staff everywo years(Action 5.1, 5.6) We are raising the awareness of gender issues
and the ambitions of AthenaV8ANby newgender and careedevelopment seminarsalled
AthenaSWAN@ES0 be held twice yearly for womeanly and mixed gender grougéction
4.2aand 5.1a). These seminars are experiedlegl and are seen as pivotal to positively
changing and augmenting work cultures in GES and developing internal knovsleaigeg
mechansms that encourage women in Higher Educatidhe SAT team will change over
time, to ensure that all members @ESre encouraged to think and act around gender and
work issues, and in ways that enable and encourage the retention of women in higher
eduation at all levels.

3. A picture of the department: maximum 2000 words

a) GESsits within the College of Science and Engineeringdatiglershighly successful four
year undergraduate degree programs in Geography and Earth Sciéic® staff are highly
committed to researcHed teaching and year on year both degrees score above 90% in the
National Student Survey (NSShree of our staff have wowmniversity teaching awards and
two have been nominated by students for Student Repréative Council teadng awards.
Geography at Glasgow is ranked"ai World University Rankingsn the Guardian league
tables Geography was iff'®lace and Earth Sciences in"1Both degrees achieved the
second highest scores in terms of student satisfaction with these. GES also offers a suite
of 9 postgraduate taught PG} programs and has a vibrant pegtaduate researciPGR)
community.



Our academic staff profile comprisg8 female and 8 male staff:3 female teaching
assistants3 female university teacher& male senior university teachers, 6 female and 5
male postdocs, 1 female and 2 male Research felladWgmale and 4 male lecturers, 5 male
senior lecturers, 1 female and 4 male Readers and 4 femal® arale professors.

GES formed in 2005 from the nger of the Division of Earth Sciences with the Department of
Geography & Topographic ScienGESccupies a sphsite (two buildings). In addition to

staff meetings, there is a monthly coffee session for the entire School and a monthly
newsletter, GESlews that serves to keep people informed about what is happening across
GES

Research is organised into two research groups: the Human Geography Research Group
(HGRG) and the Earth Systems Research Group (ESRG), the latter comprising the Physical
Geographes, Earth Scientists and Geomaticiaiifie research in GES is very diverse and
multidisciplinary. This diversity can be measured in many ways and one such measure is that
we currently have active grants from all 7 national research cidsin

Student dat

b) (i) Numbers of males and females on access or foundation courses

In 2009/10, there was one female and three male Earth Sciences students registered.
2010/11, there was one male Earth Sciences studaer2011/12, there werehree female
and four mde Earth Sciences students. In 2012/13, there was one female and one male
Geography student and two female and three male Earth Sciences students.

b) (i) Undergraduate male and female numbers
Geographyundergraduatestudents

On average, female studentsake up 56% afindergraduatestudentsin all four years of the
Geography degreprogram(Figurel) andthe percentageof 1% yearfemale Geography
students increasd from 55to 60to 63% over the ladour years(Table 1) At 4" year,
females make up6%of undergraduatestudents(Table 1) Thesevaluesare all above the
national average52%) and indicategood recruitmentmentoringand retentionwithin GES.
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Figurel: Geography Undergraduate gender profile



1st Year 2009/10 2010/11 2011/12 2012/13
193 131 87 111
160 108 57 65
Total 353 239 144 176
% female 55 55 60 63 58 4
2nd Year 2009/10 2010/11 2011/12 2012/13
- 71 117 82 57
81 100 67 34
Total 152 217 149 91
% female 47 54 55 63 55 7
3rd Year 2009/10 2010/11 2011/12 2012/13
50 37 69 58
47 41 47 43
Total 97 78 116 101
% female 52 47 59 57 54 6
4th Year 2009/10 2010/11 2011/12 2012/13
- 52 48 39 64
37 42 37 40
Total 89 90 76 104
% female 58 53 51 62 56
53 52 57 61| Mean| S.D.
5 3 4 3
4 yr mean 56
4 yr SD 1

Table 1 Number of female and male students at each stage of Geography degree
percentageof female students at each stage

Earth Sciences undergradte students

On average, females make up 47% of the undergraduate studek@&rih Sciencéor all four
years of thedegreeprogram(Figure2). In4" yearof the degree44% percat of students are
female(Table 2) Boththese are above the national eragefor Geology(39%) andin line with
the national aerage for Physical Geography (47Pb)addition, the% females ii® yearEarth
Stiencehasincreased annually from 10/11 to 12/187%, 52% and ®4 Thisindicates good
recruitment, mentoring and rention within GES.



1st year Undergraduate Earth Scienc
@ 150 4 129138
o 96
o
= 100 1 84 73
o 57 53 54
O 50 A
(5]
Q
g 0-
> 2009/10 2010/11 2011/12 2012/13
m Female m Male
2nd year Undergraduate Earth Scienc
0 80 - 71 68
c
3 60 |
2
2 40 -
o
5 20 -
Q
o
Z 2009/10 2010/11 2011/12 2012/13
H Female m Male
3rd year Undergraduate Earth Scienc
38
0 40 - 36
2 34 3 4 20 34
T 30 A
>
o 20
s 20 -
2 10 4
S
Z 0-
2009/10 2010/11 2011/12 2012/13
m Female m Male
4th year Undergraduate Earth Scienc
40 40
@ 40 36
S 30 30 31
S 30 -
= 19
2 20 -
o
9 10 ~
S
> 0 -
= 2009/10 2010/11 2011/12 2012/13
m Female m Male
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1st Year 2009/10 2010/11 2011/12 2012/13
129 84 57 73
138 96 53 54
Total 267 180 110 127
% Female 48 47 52 57 51 5
2nd Year 2009/10 201011 2011/12 2012/13
- 44 7 38 32
51 68 52 37
Total 95 139 90 69
% Female 46 51 42 46 46 4
3rd Year 2009/10 2010/11 2011/12 2012/13
34 31 36 24
32 30 38 34
Total 66 61 74 58
% Female 52 51 49 41 48 5
4th Year 2009/10 2010/11 2011/12 2012/13
- 19 30 26 36
40 30 31 40
Total 59 60 57 76
% Female 32 50 46 47 44 8
45 50 47 48 Mean | S.D.
9 2 4 7
4 yr mean 47
4 yr SD 3

Table 2 Number of female and male stughts at each stage of Earth Science degamel
percentageof female students at eaclktage

b) (ii) Postgraduate femaleand male studentsompleting taught courses

PGT oursesin GES include the MRes in Human Geogrdpl@) two MSc programs in
Geomaticand a suite of Water MSc ggrams that started in 2011/12Datais provided for
the MRes and Geomatics PGT progréfigures 3 & 4) becausehey have been running long
enough to provide dataTheaveragepercentage of women in thEeGTcourses is 2% In

order to analyse this in greater detail we looked at the gender balance in specific master
courses No PGBtudents were registered as paime between 200%and 2012

10
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Figue 4: Percentageof female post-graduatetaught Mastersstudents

Total Masters

Students 2009/10 | 2010/11 | 2011/12

6 7 18

22 28 33

Total 28 35 51
% Female 21 20 35 25 8

Mean SD

Table 3 Number of students and % female poegraduatetaught Maste's students

Female participationn the MRes in HG increas&@dm 38%in 09/10 to 67% in11/12 (Figures
5 & 6& Table 4. Thishas movel the percent offemalesfrom below the national average
(60%) to abovelemale participatiorin the Geomatics masteoarse declinedrom 15%in
09/10 t0 11% in11/12 (Figures 5 & §, whichare both below the national average (43%
Physical GeographyWe will assess the low female participation@eomaticand will
consultwith Geomatics staff and external examinersnr@academia and industifAction 2.2)

11
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Figure6: Percentage of female students on Human Geography & Geomatics Programs

Human Geography| 2009/10 | 2010/11 | 2011/12

3 2 10

5 5 5

Total 8 7 15
% Female 38 29 67 45 20
Mean SD

Geomatics 2009/10 | 2010/11 | 2011/12

3 5 3

17 23 24

Total 20 28 27
% Female 15 18 11 15 4
Mean SD

Table4: Number of students and % female stedts on Human Geography and Geomatics
Masters programs

12



b) (iv) Postgraduate male and female numbers on research degrees

The percentage of female full time PhD students fluctuates over the assessment period from
47% in 10/11 to 56% in 12/13 (Figure 7 & [€dh) with an overall gender balanc&he
percentages are in line with national averages for Geology, Physical Geography and

Human/Social Geography (50% in 2010/11 and 47% in 2011TH#3 indicates good

recruitment, mentoring and retention within GE$he numbers of paftime students are too
low for meaningful comparative statistics but appear to fluctuataround 50% male female

and male students.

Number of Students

2010/11

2011/12
Academic Year

2012/13

m Female (FT)
m Female (PT)
m Male (FT)

Male (PT)

Figure7: Number of female and male fulland parttime PhD students

PhD students

201011 | 201112 201213

16 19 25

18 23 20

Total 34 42 45
% Female 47 45 56 49 6
Mean SD

.

1 0 1

Total 2 1 1
% Female 50 100 0 50 50
Mean SD

Table5: Number offemale and male PhBtudents and % femaldull-time and part
time PhD students




b) (v) Ratio of course applications to offers and acceptances by gender for undergraduate,
postgraduate taught and postgraduate research degrees

Undergraduate applications, offers and acceptances

Geneally, more femalesthan malesapplyto, getoffersand accept placefor the Geography
undergraduate degre€igure8)’. The number of applicationkas declined in the last few
yearsandthe drop in applicationgn 2012was more marked among femal@sgue 8);
however,the number of offers and acceptance®re greater among female studen{gigure
9). The reason for this increase in offers to female applicatsnknown but we note that it
coincides with an increase in qualification entry tariff.
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500 1480
400 ~
300 -

200 A

Number of students

100 -

0 -

2009 2010 2011 2012

m Applications F m Offers F Aceptances F

H Application M = Offers M Acceptances M

Figure8: Number of female and male applications, offers and acceptances to Geograph

80 -
67 67 67
61
55 55 55 53 56 56

60 -

40

% females

20

2009 2010 2011 2012

H % F applications m% F offers % F acceptance:

Figure 9: Percentage of female applicationgffers and acceptances to Geography

! Please note that these data refer to those applications that specify Geography or Earth Sciences. At th
University of Glasgow, students study three subjects in first year and two in second year before focusing on the
subject of their honours degree in years 3 and 4. Thus, the sizes of the first and second year classes are larger
than the number of placesffered in any one subject. The honours classes also contain students who studied
Geography or Earth Sciences as a second or third subject in first year and therefore do not appear in applications

or offers data for these subjects.
14



Fewer femaleghan malesapplyfor the Earth Science undergraduate deg(Eeurel0),
although in 2012 the proportion of females applyimgreasedFigurel0)andoffers and
acceptances to female studentgasgreater than those for male$igurell). We will monitor
this to determine if it is an oigoing trendand related to increases itiff that occurred at

the same timgAction 2.1)

180 - 163 162 169

Number of students

2009 2010 2011 2012
m Applications F m Offers F Aceptances F
H Application M = Offers M Acceptances M

Figure 10: Number of female and male applications, offers and acceptanceg#oth Science

80

% females

2009 2010 2011 2012

H % F applications m% F offers % F acceptance:

Figue 11: Percentage of female application®ffers and acceptances t&arth Science

Postgraduate appliations, offers and acceptances

Between 201011 and 2011/12 GES recordeddoubling of female applications for the PGT
courses [Figurel?) that wassustained for 2012/18Figure 13) Thoughfewer female
studentsapply for the PGT coursea

15



higher percetage of female applicants (77%year average) to male applicants (7(B4ear
average) are offered a placén addition anincrease in female acceptanciesrelation to
offersfrom 32% to 46% between 20HNd 2013

(Table §.
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m Male: Application m Male: Offers Male: Accepted

Figure 12: Number of £male and male applications, offers and acceptances for PGT

programs
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Figure 13: Percentage of female applications, offers and acceptances for PGT programs
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Applications | 2010/11 | 2011/12 | 2012/13
31 75 72
90 110 151
Total 121 185 223
% Female 26 41 32 33 8
Mean SD
Offers
25 55 60
59 78 98
Total 84 133 158
% Female 30 41 38 36 6
Mean SD
Acceptances
Female 8 25 28
Male 31 42 50
Total 39 67 78
% Female 21 37 36 31 9
% Female
acceptances
relative to
offers 32 45 46 41 8
Mean SD

Table 6 Number offemale and male PGapplications, offers and acceptances and
percentage female apptiations, offers and acceptances

During 201113 on average 43% of PhD applicantere female and 48% of the offers for PhD
places went to female applicants. Over that same period, 59% of those accepting offers were
female and 63% of students registering for a PhD were fem@able 7)

>The number of acceptars and registrations in any one year is different because students can receive an offer
in one year and start in the next.
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Applications | 2010/11 | 2011/12 | 2012/13
36 32 21
41 50 29
Total 77 82 50
% Female 47 39 42 43 4
Mean SD
Offers
10 14 5
11 13 6
Total 21 27 11
% Female 48 52 45 48 3
Mean SD
Acceptances
Female 9 13 4
Male 10 8 2
Total 19 21 6
% Female 47 62 67 59 16
Mean SD

Table 7 Number offemale and male PhD applications, offers and acceptances and
percentage female apptiations, offers and acceptances

b) (vi) Degree classification by gender

Undergraduate degrees

Geography

Figureld showsthe number offemale and maletudents graduating inach degree category
in Geography The proportion of females in each degree category varies from year to year in
GeographyKigure 1. Figurel5 andTable8 presentthe percantage of females in the class

being awarded each degree categavyer the last four yearsFigurel5 presents the four

year mean datdhat show that females tend to achieve more of the first class and upper

second class honours in Geography although iffer@nces between female and male

degree classification are netatisticallysignificant.

18
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Geography
% Females
in class 1st 21 21 3
2010 10 73 16 0
2011 19 70 11 0
2012 14 81 5 0
2013 17 75 8 0
Mean 15 75 10 0
SD 4 5 5 0
Geography
% Males
in class 1st 21 21 3
2010 5 70 24 0
2011 13 55 30 3
2012 9 74 17 0
2013 12 80 7 0
Mean 10 70 20 1
SD 3 11 10 1

Table8: Percentage of females and males in the class graduating in each degree category
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Figure 15: Mean ercentageover four yearsof females and males in th&eographyclass
graduating in each degree category

Earth Science

Figurel6 shows the number of femalena male students graduating in each degree category
in Earth SciencesThe proportion of females in each degree category varies from year to year
in Earth Scienceslable9 present the percentage of females in the class being awarded each
degree categorpver the last four yearsFigurel7 presents the foyear mean datdéhat
shows that females tend to achieetose to the same proportion of first class honours and
more of the upper second class degrees although, again, these differences atatisitcally
significant.
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Earth Science

% F in class 1st 21 21 3
2010 25 44 25 6
2011 7 55 38 0
2012 23 35 35 8
2013 17 72 8 3
Mean 18 52 27 4
SD 8 16 14 4
Earth Science
% M in class 1st 21 21 3
2010 5 55 35 5
2011 21 41 38 0
2012 19 48 32 0
2013 33 43 20 5
Mean 19 47 31 3
SD 11 6 8 3

degree category

Table9: Percentage of females and males in th&arth Sciencelass graduating in edic
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Figurel7: Mean percentageover four yearsof females and males in th&arth Sciencelass
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Postgraduate taught

On average female PGTs on th&Masters course receive higher degree classification
(distinction & meritlthantheir male counterpartsKigurel8, Tablel0). Within thePGT
Geomatics course female performance varies from year to wehrthe majority of grades
received by femalstudents being with meriand distinction(Figures. 19 & Tablel1l).
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54 m Male: Distinction
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g m Male: Merit
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2 Male: Qualified

1 .

0 Male: No Classificatior

2009/10 2010/11 2011/12
Academic Year

Figure 18: Number of female and male students achieving distinction, merit, qualification or
no classification in Human Geography Masters program

With Distinction | 2009/10 | 2010/11 | 2011/12

Female 3 0 8
Male 1 2 1
Total 4 2 9
% Female 75 0 89
With Merit 2009/10 | 2010/11 | 2011/12

0 2 2

4 2 3
Total 4 4 5
% Female 0 50 40
Qualified 2009/10 | 2010/11 | 2011/12
Female 0 0 0
Male 0 0 1
No Classification| 2009/10 | 2010/11 | 2011/12
Female 0 0 0
Male 0 1 0

Table 10 Number of female ad male studentsand percentage female studenchieving
distinction, merit, qualification or no classification in Human Geography Masters program
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Figure 19: Number of female and male students achieving distinction, merit, qualification or
no dassification inGeomaticaMasters program

Distinction | 2009/10 2010/11 | 2011/12 Qualified 2009/10 | 2010/11 | 2011/12
0 3 0 Female 0 0 2
1 1 3 Male 0 1 14
Total 1 4 3 Total 0 1 16
% Female 0 75 0 % Female 0 0 13
No
Merit 2009/10 2010/11 | 201112 Classification| 2009/10 | 2010/11 | 2011/12
2 1 1 Female 1 1 0
9 11 7 Male 7 10 0
Total 11 12 8 Total 8 11 0
% Female 18 8 13 % Female 13 9 0

Table 1: Number of female and male studentsnd percentage female studenschieving
distinction, merit, qualification or no classification itseomaticsMasters program

Theincrease irPGRoopulation in GES results in a higher number of PhD complefitoggre

20). There has been a doublind BGRsubmitting their thesis for examinatidnom 2009/10

to 2011/12 Figure2l, Table 12asa resut of increased recruitmenivith good retention

practicesincluding our annual progression conference organised by PGR studdmssis an

2L NI dzyAdGe (2 OSt SoNI (S ifeedbackguibdnce arfl enatdeNJ t Dw Q
discussion.Further data will be collected in the fututbat observesand interpresretention

and dropout rates for males and female R&Action 2.1)
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Figure20: Number of female and male PhD candidates completingitisegrees

100 -

(0]
o
1

(o2}
o
1

Percent (%)

N

o
1
w
w

B Female

N
o
I

o

2010/11
Academic Year

2009/10 2011/12

Figure2l: Percentage of female students in the pool of candidates completing their PhD

degree
PhD Completion 2009/10 2010/11 2011/12
1 4 9
2 4 6
Total 3 8 15
% Female 33 50 60 48 14
Mean SD

Table 12 Numberof female and maleand percentage of female students completing their
PhD degree

We will continue to analyse and review all student dgkation 2.1)




Staff data
b) (vi) Female:male ratio of academic staff and research

Onlyabout onethird of GES Rrfessorsare femaleand there is a classic scissor plot with
femalesmaking up the minority of permanent, fulime academic positiong=(gure22). From
Lectureronwards the proportion remains below 33%emales fill the majority dtypically)
non-permanent roles with flexible hours, such as, University Teacher (7Z#@Research
Assistantategoryis difficult to assess due to low numberResearch Associates fluctuate
around 50%, although in 2012/13 the numbers were skewed more toward male PDR#)s (62
The biggest transition evident this data is the transition from PDRA to Lecturer, which is the
change from(typically)non-permanent to permanent employmenfThis maybe related to

the perceptionrevealed in the survey that the jobirscompatiblewith work-life balance by
somePGRsnd staff (see Section Aut also the lack of clear transition supp&am one

type of postto another. These issues are identified and dis@gss more detail in Section 4
Additional ation points includéSES promiting the extensive existing resources, workshops
and opportunities offered at the University level, which include interview skills workshops and
more (Action 3.2)

We will continue to analyse and review ddtsction 1.1)

2010/11
100 =Females
90 “Males
80 7 75
7
70 - &7 &7 &7
60 - 57 56 Fem. | Fem. | Male | Male | Total
50 - 44 No. % No. % No.
43 Teaching Assistant 1 33 2 67 3
407 5 ) 3 University Teacher 2| 67 1 33 3
30 - 25 . - Research Assistant 4 57 3 43 7
. Research Associate 5 56 4 44 9
Lecturer 2 25 6 75 8
10 Reader 2 29 5 71 7
04 . . . . Senior Lecturer 3 33 6 67 9
Professor 2 25 6 75 8
& & & 3@ & I @ &
f}‘@ o'g}\ é‘f;@ cPG * aé)) Q§’0 a‘}9 &‘E‘;g
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& *'-:‘\“‘s & o \ {\\0\
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2011/12
100 “Female
a0 88 “Male
80 75 75
7
70 &7 67 67
Fem. | Fem. | Male | Male | Total
60 4 No. | % | No. | % | No.
50 - Teaching Assistant 1 33 2 67 3
University Teacher 3 75 1 25 4
40 1, a3 . Research Assistant 3 75 1 25 4
a0 - 2 20 Research Associate 6] 46 7 54 13
Lecturer 2 33 4 67 6
20 '3 Reader 2 29 5 71 7
10 Senior Lecturer 1 13 7 88 8
Professor 3 33 6 67 9
0
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= Female
90 - = Male

5
T 70
70 BT

60 - Fem. [ Fem. | Male | Male | Total
No. % No. % No.
50 Teaching Assistant 1 33 2| 67 3
401 3 University Teacher 3 75 1 25 4
10 1 - 20 " | Research Assistant 2| 100 0 0 2
- - Research Associate 5 38 8 62 13
20 v Lecturer 2 29 5 71 7
10 Reader 2 25 6 75 8
0 Senior Lecturer 1 17 5 83 6
o . N . R . . . Professor 3| 30 7] 70 10
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Figure 22: Number of female and male staff at each gradeGES over the last three years

b) (viii) Turnover by grade and gender

Between 2010 and 2011, 55% of job leavers were male, including two Research Assistants,
one Senior Graduate Assistant, oreeturer, one Senior Lecturer and one Professts% of

job leavers were female with three Research Associates, one Marie Curie Early Stage
Researcher and one Senior Lecturkr.2011 to 2012 40% of job leavers were male with one
Research Assistant, onedching Fellow, one Lecturer and one University teachitbe 60% of
female leavers includktwo Research Assistants, one Graduate Teaching Assistant, two
Research Associates and one University Teadhe2012 to 2013, 92% of job leavers were

male with fve Research Associates, one University Teacher, one Graduate Teaching Assistant,
one Tutor, two Research Assistants, one Reader and one Senior Research Fellow. Female job
leavers only make up 8% with one Research Associate.

It is not clear why the lastear has such a high percentage of male job leavéfs.will
continue to monitor the data within the next 3 years in order to see if last year was an
exception. In general male leavers include a larger number of higher grade jobs, which is
expected sincenales make up a larger proportion of these positiodge will collect, analyse
and review data o$taff leaving on shorterm and longterm contracts(Action 7.1)and
monitor PDRA destinatior(#ction 1.3)

4, { dzLILRZ NI AY3I YR FTROIFIYOAYy3a 62YSyQa OF NESNA
a) () Job application and success rates by gender and grade

Onaverage, females make up 44%able 13pf the applicant pool to all jobs in GB&er the
last 3yearsandhave a greater success rate than males for appointments, overall (54%).
data for shot-term contract positions show that female success rates are consistently high.
However, for permanent positions, the overall numbers are low and are particularly skewed
by a Geomatics Lecturer post in 2011/2012 where only 23% of applicants were femailgs (3
of 13), and the post went to a male candidafehe lack of women in Geomatics has been
flagged in other sections of the applicati®ection 3bijiand the SAWill investigate the
reasons for low numbers of females in the Geomatics sector o{iGlafd to Adion 1.1 and
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1.2 and Action 2.2 Both permanent and shoiterm contract data suggest that the applicant

pool could be better balanced, which should be addressed in our acleonfpr recruitment
(Actions 1.2, 1.4

GESollows University paty and guidance in wording for job descriptions and related

information. Recommendations to increase the number of female applicants for academic
RRNBaaSR

L2 ada

I NB

oSAyYy3 |

i K NR dz3 K

i KS

We will continue to collect anteview staff applications and appointments by gen{#&ction

1.2).

The SAT also plans to monitord assess data to promote proportional gender representation

on appointing committeegAction 3.4)

Total Job Applications and Appointments in GES

Applications Appointments
Vacancies | Total Applications| Female Male Female Male
2012/13 11 125 53 (42%) 72 (58%) 6 (55%) 5 (45%)
2011/12 9 74 28 (39%) 44 (61%) 3 (50%) 3 (50%)
2010/11 12 206 102 (50%)| 101 (50%) 8 (67%) 4 (33%)
Permanent Positions
Applications Appointments
Vacancies | Total Applications Female Male Female Male
201213 3 86 37 (43%) 49 (57%) 1(33%) 2 (67%)
2011112 2 14 3 (23%) 10 (77%) 0 1 (100%)
2010/11 2 27 11 (41%) 16 (59%) 1(100%) 0
Short-term Contract
Applications Appointments
Vacancies | Total Applications| Female Male Female Male
2012/13 8 39 16 (41%) 23 (59%) 5(71%) 2 (29%)
2011/12 7 60 25 (42%) 34 (58%) 3 (60%) 2 (40%)
2010/11 10 179 91 (51%) 88 (49%) 6 (60%) 4 (40%)

*Geomatics

L VA GSNE

Table 13 Job applications and appointments GES by gender

a) (i) Applications for promotion and success rates by gender and grade

Overthe last 3yearsmost candidates (male and female) recely@omotions when they
appled (Table 14)althoughthe same female applicamtasunsuccessful in 201énd 2011.

2010/ 2011 2011/ 2012 2012 /2013

Grade applied for] Gender | Decision|Grade applied fof Gender|DecisionlGrade applied for |[Gendel Decision
Senior Lecturer -

Professor F No Professor F No |[Grade 9 M Yes

Professor M Yes |Professor M Yes |Lecturer - Grade 8 M Yes
Research Associat

Professor F Yes |Professor M No [Grade 7 F Yes

Senior Lecturer -

Grade 9 M Yes [Lecturer- Grade8 M Yes

Senior Lecturer - Research Fellow

Grade 9 M Yes [Grade 8 M Yes

Senior Lecturer -

Grade 9 M Yes

Reader - Grade 9 M Yes

Table 14 Promotion applications and outcome by gender and grade
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GES supports the promotion of staff and offers feedbaakicantis not successfulThe
HoS (female) sits on the Colleg#e promotion panel ensuring adequate represematand
feedback for individual candidate$Ve currentlyhave 22 staff members in positions eligible
for promotion, although 5 were hired within the lasty@ars at their current level (note:
promotion within Professoial zonesvas just instituted at théJniversity in the past year

23% of eligible staff apply for promotion on average each year. The proportion of female
applicants 21%) idower than the proportion of females in the eligibility pool (29%he
majority of the applicants are male as@nsequence of the larger proporticof male staff.
Most applicants areeady when they apply ansb successfuhowevercurrently an individual
needs to approach the HoS for promotiomhe staff survey revealed clearer promotion
pathwaysare necessary inES Thislack of claritymay prevent qualified candidates from
seeking promotion.We will clarify the promotion process and criteaaUniversity level and
in particular with relation to partime staff andparticipation inoutreach activitiegAction
3.6), and make clearer how university criteria is managed at School lgvebre currently
embedlingpromotion discussions as part of the annual P&B&ion 37). Actionsaround
promotion pathwayswill proactively identify staff members ready for pronmt and may
assistwomenwho need encouragement tapply,and increase the number of applications
overall. The College of MVLS the Universitywill also monitor the gender balance @ollege
promotion panelfrom November 2013 and report to the UnivaysAthena SWAISATas
part of the University Action PlarThisdata will be available for the GES SAT to analyse and
inform any future actions.

We also plan to holtZareer Developmenteeting) & LI NI 2F GKS ! G§KSy I {
seminar serietn order toaddress career transition as a topic where senior staff can share
their experiencegAction 4.2)

Increasng the number of womerwho progress to highegrades and to leadership roléesa
matteralsod SAYy3 I RRNB3&aaSR (GKNRdzZZK GRKMan! yAJBSNEAGE QA

We will continue to monitor promotion and success rates by geiiéetion3.8).

b) (i) Recruitment of staff

The University institutes good practice in recruitment afidreembers ofappointment
committees must undertake the Recruitment and $élken course includingthe Equality and
Diversity Essentials Online courséhe HoS ensures thtte correct procedures are followed
and HR monitors thisThe University HR Recruitment Tewill monitor gender
representation on appointing committeestarting in December 201and make them
available to GES foeview of current policy At the school levekll staff are encouraged to
solicit applications from suitably talented candidat&¥omen staff members in particular will
be encouraged to activelgromote recruitment opportunities in GES via their own and
disciplinary networkgAction 35). This will raise the profile of GES ahool where women
are working at a variety of levels and encourages female applicants.

TheGES staff survg2012-13) does not reveatlirect qualitative responses regarding
recruitment, but onestaff membemoted she wasappointed as Reader directhfter
maternity leave and a childare related employment breakSherequested a partime post
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at interview, andGESagreed demonstrating evidence of flexibility to women in recruitment
and their access to relatively senior posts.

b) (i) Support for staff at key career transition points

The SATdentified thefollowingthreekey transitions as problematic in GES: (1) fidnDdto
PDRAZ2)from PDRAo permanent position/independent researché8ection 3b viigand 3)
Senior Lecturer/Reader to Professgand we have related actions, respectivelgtions4.2,
3.1, 3.3) The SAT will identifyhe key issues for career progress@mong women in
permanent positiongAction 3.3) Both GEStaff and PG surveysghlighted areas for th8AT
to work ong especially in regards to female PGBnd their perceptions of academic life for
women Female staff and PGs will be invited t@ylg AthenaSWAN@GES evefaswomen
to discuss variety of topics around career transition and developm@ation 4.2) We will
alsoinvite a variety of female academics from other Schools to discuss their career path
informally (Action 4.3)

TheUniversity provides numerousraining workshopgor PDRASs to transition to independent
grantseekingesearcher®r lectures, as well asa wide range of resources and support for
early-career researchers in transition linked to the Research Development FrarkeRDRAS

are not always aware of these resources, so GES will play a more active role in promotion of
these in the futurgAction 3.2) All new lecturing and teaching staff on formal probation
participate and complete the New Lecturer/Teacher Progran(NiELP) offered by the

Learning and Teaching CentréEhese programmes assist with transition.

TheHoSappointsa mentor for lecturing and teaching probationary staff, drmhoursgender
specific requestsFollowing probation, informal mentoring relatiomips are established, and
in the future GESwill promote and encourage thogéction 5.4) Following probation, all
staff are offered staff development opportunities within thumiversity related to skill sets and
directed at different career stage$GESarranges specific types of training and development
opportunities where and when they are appropriagich as communicating your research

In current survey responses, other kepnsitions pointavere raised,e.g, onefemale staff
memberwho returned from maternity leave within the laghree yearsrecommenad a
NEOASG 2F GKS WNBlOdNYy G2 62N]1 Q LRfAOE FyR
GESnd the SAT will do th{g\ction 6.1)

5. Career development
a) () Promotion and career desopment

Probation Normally the period i8-years and a mentor is assigned. Probationers are given a
50% teaching load in the first yemcreasing to 75% in year two, and 100% in year three
Probationers have accessmomerous Universityevel trainingcourses for career
development, supervising PGRs,.efrobationers are required to complete a Probationary
Objectives form, which encourages them to reflect on teaching and research strategies, as
well as, administrative objectives set forth by the Ho discuss these with the HoS to
ensure reasonable objectives are mad&robationers also engage R&DRexplained below

All probationers have completed successfully in the lagt&s in GES.

Beyond probationGES staffiave access tthe UniversityStaff Development Service (SPS)
whichhas a range of programmeghe University hasecently launched the Early Career
Development Programme for staff on Gradartl 8recruited since August 2013. The College
and GESssist with mentor matching as paot this programme. The sectéeading Principle

LI |

LYy@SadAara2N ot L0 LINPINFYYS A& 2FFSINA\NRwF2NI St
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Academic Leadership training is available to new or recently appointed (in the pasHpSs)
Directors of Remarch Institutes and Deand\ll these schemeassistwith career development,
and the SAT survey for 2014 wilbnitor how these programmes helped locally.

Performance and Development Reviev&[R: F&DRis a comprehensive annual evaluation

of activity aound research and scholarship, learning and teaching, knowledge exchange,
internationalisation, leadership and management and este&mach year performance is
reflected upon and success recognised with a particular focus on objectives set the previous
year. The SDS offers training for the reviewer and those being reviewkdHoS Research
Group Headsi{loSAdministration,an academic for the Technicians att as reviewers for

D 9 {P&ER The reviews are siga off by theHoS andmoderatedat Graded and 10 by the
(ollegeBoard of ReviewP&DR does take into consideration responsibilities for teaching,
research, administration, pastoral work and outreach wdPkomotionis beingdiscussed in

the R&DRstartingin 2013.

PromotiorY ¢ KS ! y h&rnieit, Piogredsion andPromotion policy provides for
appointment, progression and promotion to any grade within an academic career track. It

provides a career path to fuRrofessorshipin Research and Teaching following a-self

application processTheHoSO2 YLJ SiSa | adl dSYSyd G2 &dzLJi2 NI
the case of professorial promotion applicationsgently instituted the HoSconsults with all

the Professors withiGGES Each application is tleconsidered by the relevant College

Progression and Promotion Committee (CPPC) convened by the relevant Head of College/Vice
Principal.

Our local data raises awarenemsd confidencassues aboupathways topromaotion. It is

significantthat &> 2F YIS D9{ adzNISe& N3 LiKySRS ydiayaR SNEELGA N
GUGES promotion process and criteria, but only 19% of female staff members say the same.

In aqualitative commentpne female staff member elaborated that promotion is not often

discussed ilGESnd another reports a lack of claribwer how parttime contributions would

be assessed for promotioms a result of these responsgSE®iow has new actiopoints in

place to address this feedbadictions 3.3, 3.5, 3.6, 3.7)

a) (i) Induction and training

The University provides andaoction for all new staff members, which includes an

introduction to: The Concordat to Support the Career Development of Researahdrthe

Staff Development Service (SDS), which provides a range of programmes and courses
throughout the year, includingopics such as: communication, P&DR, researcher
development, and worlife balance The SDS offers an Induction Seminar to all new staff
that introduces the university structure, strategy, facilities, benefits and relevant policies as
well as the opportuity to meet other new staff SDS also offers a New Staff Stallholder event
biannually,which is hosted by the Principalk provides staff with more information on
University services and functions and the opportunity to meet other new colleagues and key
people. The University HR Service invited all new staff and their partner/family to a Welcome
and Networking eventwhich was held for the first time in September 2013 and included a
treasure hunt for children The Collegef Science and Engineerihgsds awelcome reception

for all new academic staff tise yearly.

All staff membersre expected tacomplete an e_earning training module on Equality and
Diversity Essentials, which includes a short assessrBé.of University staff have
completed this e far, compared with 75% of GES staff.
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All new staff must complete anlBduction online within three months of joining. This E
LYRdzOGA2Y A& LINRPOARSR YR Y2YyAUi2NBR o6& GKS 'y
Wellbeing and includes the EqualitycaBiversity Essentials online courdéew members of

a0FFF FNB Ffaz2 | aaiohepSHem seifle in afidRadkGal gegeyal & . dzZRR @ ¢
information and guidanceGES will promote these links and schemes in our own induction

pack from 2014.

In additon toThe Concordat G KS | Yy A @S NHRBCdlentehiS & SPMBKDK S W
from the European Commission in 2010, whiclswanewed after review in 2012lhis award
highlightsour32 2 R SYLJ 28 YSy i LINI OGAOSa ¢gAndk NBALISOI
professional developmentln addition to University level development opportunities, the

/] 2t£S3S 2F {OASYyOS FyR 9y3IAYySSNAy3a Kzada | as
researchers that develop a number of crucial skills, inclushtegdisdplinary collaboration

and innovation.Adequate resources are provided for career development at the University

and College levels and are actively promoted to newly appointed staff members Gitn

GESas its own induction paakovering informatiorabout people and processedVe will

also include links to the University provision anth@éuction(Action 4.1) All new staff

members at Lecturer grade or higher are provided with a mentor when starting in GES.
Within their first year they participaten the P&DR process, in which they define objectives for
the upcoming year and have the opportunity to discuss career development and other issues
arising. Seniorlevel staff members maintain an open door policy and new staff are welcome
to discuss issuaglated towork-load, career development artomotion at anytimewithout
goingthrough the Line Manager or formalised P&DR procdtsis. significant to note that
mentors are provided at the PDRA gradélGRGwhere they arenot in ESRGand this is

where our highest drojff for females occurs (see Sectioln\8), as a result the SAWill look

to standardise PDRA mentoring apebmote the formalmentoring systems in addition to our
informal, opendoor approach in order taugment suppor{Action 4.4)

a) (iii) Support for female students

Undergraduate students withiGESare supported by their course tutoend advisorswho

take an academic as well as pastoral advisor role. In addition the respective course convenors
and, in the case of our final yeastudents the dissertation advisor also provislsupport.

Masters students can seek advice from tregdvisor,course convenorand their dissertation
supervisor The firstpoint of contact for PhD studen@re their thesis supervisorand GE® a
postgraduate convenor.Particular issues can also be addressed during the annual
postgraduate progression interviewarried out bythe postgraduate convenor and two other
members of staff.

The College of Science and Engineering Graduate School offers aoftriaiying courses

that are open to all PhD student$2% ofall PhD students at GES agree these ctheir

needs. Only33% of femalescompared with69% of males agree there are sufficient career
development opportunitiesvithin GES In the postgradate survey female PGs highlighted

GKS AYLERNIFYOS 2F GSHFOKAY3I F2NI RS@St2LAy3 0
f SENYyAY3I K2g (G2 GSIOKE OWedlntd nsh targeted trainkdfor LINE &
PGs teaching in the classroom armedwork (Action 4.6) In addition female survey

respondentdeel a strong professional gain from outreach involvement, however they

highlighta lack ofaccess and support within GEf this. We will increase outreach

awareness, support and engagemeot PGgAction 4.7)

KS
AR
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Female and male PGs find research dijistimulating however posPhD progression is
LISNOSAQPSR a4 Y2NBE RAFFAOMA G o0& FSYIESay alKSN
dzy RSNLJI ARKGSYLIZ2NI NEk220 4&KIdiBmae PEstdtathat 61 &8¢ 0O F
having a family and a successful academieeais not achievableln response, weare

running gender development semingiction 4.2)and promptinga mentoring scheme for

PG run by PGEAction 4.5)

6. Organisation and cultte
a) (i) Male and female representation on committees

GES has a School Executhat meets weekly to discuss issues arisin@GESnd to horizon
scan. The Exeative comprises theHoSwho chairs the meeting (female), Deputy HoS
(female), Director of Reearch (male) and Director of Teaching (male), an ordinary elected
member (male)HoSAdministration (female) and Technical Unit Manager (femat@ur
females and three males.

The Research & Knowledge Exchange Committee is chaired by the DirectseafdRgmale)

along with the Head of the Human Geography Research Group (female) and the Earth Systems
Research Group (male), the Director of Graduate Studies (ferh&ffemale) andHoS
Administration (female). Four females and two males

Learning & Taching Committee is chaired by the Director of Teackimgie)and includes the
Head of Geography teachifignale) Head of Earth Science teachinggale),Director of PGT
programs(male) and Administration (femalePne female and four males.

Graduate Stdies Commiittee is chaired by the graduate convenor (female) and includes Head
of PGT (Male), Head of MRes (Male), Adstiation (female) andstudentrepresentatives

from each classTwo females and two male stafender of student representatives is

different year on year.

Health & Safety Committee is chaired by the Technical Unit Manager (female) and comprises
Lab Safety Coordinat¢female), Field Safety Coordinatdemale), Postddoral Rep (male)
Postgradiate Rep (female)Technician (male)Fourfemales and two males

We will continue to monitor committee membership by gender to maintain or improve
female representation especially on key committedsle also seeking to avoid
overburdeningemalestaff. (Action 5.5)

a) (i) Female:male ratio of a&cademic and research staff on fixeérm contracts and open
ended (permanent) contracts

The ratio of female and male academic and research staff on-fered contracts throughout

the last three years shows a relatively even distribution indicating theadas a gender

balance on these shoterm positions. The gender balance in nggermanent positions is a

positive sign.However there is a strong gender imbalance in permanent positions where

males occupy between 70 to 75% of thesitions It shoutl be noted that this is different

FNRY GKS aAaddz dA2y Ay GKS SFENIé WYWopna oKSy | ff
two geography academic staff were femalBhe SAT teamwill continue to monitor, assess

and review the gender balance ondtkterm and permanent contractgAction 1.4. Planned

positive actions include working towards an increase in female applicants for permanent
positions(where this can be helped by existiAgtions 3.1, 3.2, 3.3, 4.1, 4.2ndan increase
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in femaleapplicaris for promotions to higher positions by activetynbedding promotion
discussions in thB&DR interviewgAction 3.7) and female career development training
(Action4.2).

2010 2011 2012
% % % % % %
F F | M M | Total F F | M M | Total F F|M M | Total
GES 21 38| 34| 62 55 21 39| 33| 61 54 19 35| 35| 65 54
Fixed Term Funding 13 46 | 15| 54 28 14 52 | 13| 48 27 10 45| 12| 55 22

Permanent Fundiné‘ 8 30| 19| 70 27 7 26 | 20| 74 27 9 28 | 23| 72 32

Table 15 Number of female and male staff on pattime contracts

b) () Representation on decisiomaking committees

The Chair of the School Exége (HoS)s a member of the College Managemé&noupand is
thus involved in decision making beyond the Schddie Directos of Teaching, Research and
GraduateSudieslikewise represent GES at equivalent College committ&asisGES is
equally represented by male and female staff at decisiaking committees at College level.

b) (i) Workload model

The workload model includes all aspects of academic endeavour frachiteg in lectures,
laboratories, tutorials and fieldwork, assessment, research grants, publications, knowledge
exchange and outreach, student advising, SAT committee as well as some allocation for
external activities such as external examining, edit@ral research council or contributions

to subjectspecific or learned societies. Large administrative roles such as Head of Learning &
Teaching or Head of Gradte School are held for four year3his duration provides the
opportunity for the individual tdhave strategic input and yet avoids being in the role too long

to risk beconmg ¥/pe-casQ This rotation ensures knowledge of the different aspects of GES
activities is spread across the staff/e will ensure Athena SWAN activity is accounted for in
the workload model and balandavith other work accordinglyAction 7.3)

b) (iii) Timing of departmental meetings and social

GESotaff meetings start at 3pmwith papers circulated well in advance so everys@aware

of all mattersarising and thaneetingis not too protracted thus those with care
commitmentsare not excludedrom the latter part of meeting.Meetings do go on until a
prompt finish at4.30pm slightly outside core hour3he SAT team will review the timings of
thesestaff meetings startig in 2014Action 5.7) Social gatheringgke place regularlg with

a formalSchoolkoffee morning every month on Fridays at 10.30amd many informal
gatherings in discrete groups and clusteE® & / KNA &G YlF & LI NLIeée Aa Ay o
those with @ringresponsibilities to attend We consider ourselves a friendly and collegiate
Schootkhat genuinely tries to respond to individual circumstances where this is possible and
appropriate for both men and womernrhe HoS encourages members of staftake time off
from work and enjoy bliday breakto try ensure a Work Life Balan¢&ction 58).

In the GES survey for AtheB&VANemale staff members raiska range of concerns over
timings of work activities, including opportunities to interaath seminar speakers, managing
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field classesand family lifein particular the timing of email work cultures and social lifale
staff members tend to recognise the same issues, but are less concerned abountten
surveyor tended to represent thenas essential components of the job that cannot be
changed.Indicativeexampledrom female staff show some difficulties with full engagement
with seminars:

There was a comment highlighting that the opportunity to interact with guest speakers at
Friday sermars (4pm5pm) and attend dinner/drinks afterwards was difficult for those with
family commitments, for example picking up children from aftercare.

HGRG currently asks seminar speakers to be available for coffee before the seminar starts in
order to provde networking opportunitiegor postgraduates and fahose who cannot stay

after seminar social eventslThe ESR®iIll be asked to @lo adopt this practice under a review

of seminar series organizatigAction 5.3)

Out-of-office-hours work such as fieldassduties are particular to GES, and these are ones

which both womerand menare awareof the impact orleisure andamily life for staffc with

only around 43% agreeing such work is family frieratlyrelps worklife balance In

gualitative comments wéave seen more geter divergence around the issp@ith some

male members of staff recogimigjthis as aproblem, butregardng itk & WLJ NI 2F (GKS 2
inevitable. A SAT led sufroup will take action to review fieldasstimings and stafing with

aview forappropriatechange(Action 5.2)

Within the GESPGsurveythere is a strong sense the inherent lack of work/life balance in the
academyis a structural timing problemin the qualitative replies it is repeatedly mentioned
by female respondents &v) that the lack of a healthy and sustainable work/life balance in
academia is ofputting and is discouraging thefrom pursuing a career in academiat the
same time, the staff survey revealed staff agreed (96%) that both women, as well as men,
serveas visible, positive role model3he SAT will investigate further why there is a
disconnect between having positive female role models and a sense thater ca@cademia

is discouraging via discussion in #ineraSNVAN@ GESeminargAction 4.2).

b) (iv) Culture

The culture of GES is broadly characterised as friendly and respectful in everyds3bliteof

staff memberaunderstand whyGESstaking action on gendessueghrough Athena SWAN.

The survey also shows GES provides female role models.r8spumses do suggesvidence

2F F LI ad WYl aodzd AWSYY (162 N3 A lyBET OME Yaad8\WNE ORY Fy i ¢
YI 20dzZZ AYAAYQ R2YAYIlIUGAYy3 O2y@OSNEIFGAZ2Y |yR az2O0A
al a0dzZf AyAayYy ¢l a y2i 2dzad NBLINBaSyiusSR2)$eES &
but also something subtler that manifests in how men and women feel differently about work.

In one example, a staff member perceived differences in men and women being public with

their work-life responsibilitiessuchasbeing able to openly mamg childcare in the office

environment. Althoughthere are female staff membersho feel comfortable penly

managng childcare in the officethis is not the case across the wholeGES.

A subtle masculinism wadsoidentified inother aspects of workig cultureswith examples
rangingfrom male staff members perceived to be dominating opinion and decisiaking
OKNR &R ARGY G G f 1 Qputing than®&vesifofvizgad mare ofteri Sy
promotion. Theseare potentially significant issues atéd to the culture of GESThe SAT plan
AthenaSWAN@GE8minars for women and mixed gender groups that pvitividing a public
forum for relateddiscussion in 2014 and beyo(#ction 4.2)
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Both men and women commented on a culture of ewark that impacts on theirdiverse

caring responsibilitiesThe cultural problem of ovework is often regarded as one inherent to
life in academia.This may help us explaivhy GES has the traditiond#la O &pioth2 MIK S NB
young women or mid | NB S NJ 4 2 Y S ¢ sedisiiceeasful winng® académics, but ones
who are clearly working beyond normal working hours.

Although young men may be challenged by long working hours too, our survey data suggests
academic jobs seemparticularlyundesirable optiorfor womenwith regardsto work-life

balance generally anduily life specificallyln ourPGsurvey only33% of female PGs agree

that having a family and a successful academic career is achievable, in comparison to 83% of
male PGsThere are two possible issues to felaip on here: (1)vhetherflexible working

can appear a¥ver-workA YV, # €nails, et. are being sent out of houesd (2)whether the

survey can help us understand the extent of ewarking further Action 4.2 and5.1 will help

us develop more appro@te monitoring mechanisms).

It is noted that both female and male members of staff in GES have a range-tadmiby,
non-traditional and family lives outside of work, and ones that often include a range of caring
responsibilities and these might be betteccommodated with the adoption of Athen&\@&N
guidelines and principles.

b) (v) Outreach activities

Glasgow University hosts Science Connects, which runs the STEMNEITEAM
Ambassadors progmmes for the west of Scotland@ver 1,00(6TEMMAmMbassadrs are
enrolled from the west of Scotland includirtgn GES staff membersightfemale) who
regularly participate in outreacThis programme reaches students from primary to upper
secondary level and includes science cafes that reach the wider public.

GES participates in the Glasgow Science Festival annually and in 26i8%@ | NIi K (i K N2 dz3 ¢
aAONRAO2LIAO +AaAA2YyQ @g2N] aK2L) F2NJ dpn dzZLJLISNI &S
members (50% female) and six PhD students (83% fenlaldividual reseechers run
FOGAGAGASAE TG GKS DflFraidz2g YR 9RAYOdzNHK { OASY
{eaidsSy w201aQ | yR W!Togsdevent©Bdchyupvward®of 31000 FSY I £ SO @
members of the public with a bias toward school childrénnumber ofPhD students (two

females this year) voluntarily teach at the Marine Institute in Millport, UK.

GES staff and students who participate in outreach frequently featutlee monthly GES

Newsletterand Twitter feed.Outreach is typically completed withgore hours and deemed

LI NI 2F | &l FFwhieSitreasiNdnat a sp2dNid dritérionRab the

' YAOBSNBAGEQAE LINRPY20GA2Y 3FdzA RSt AYySasx 2dziNBF OK R
networking and fulfilment of impacts on research grantattare widely consideredeneficial
andencouragedvithin GESOutreach activitiefelpraise the profile of women working in

academia and in GES.
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Figure 23: Staff survey response about the perception of the value placed on outreach
activities

The surveyesults(Figure 23showonly 42% of females and 50% of males believe outreach
is valued and acknowledged withBESwhile 24% of all staff members are neutral, which

may suggesGE® &  LJoa thelval yf outreacks not transparent.Thi is furthe
highlighted inFigue 24.

60 -

50 m % of Females
50 - H % of Males
40 -

33 33

Figure 24: Staff survey response about whether or not outreach activity is a criterion for
promotion

Figue 24 shows there is much more ambiguity to the role outreach plays in the promotion
procesqAction 3.6) with 50% of fenales and 30% of males remaining neutral.
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Flexibility and managing career breaks

a) () Maternity return rate

Onelecturer has been on maternity leave and has return@hepart-time University Teacher
iscurrently on maternity leaveTwoPGshave leen on maternity leavand have returned.

a) (i) Paternity, adoption and parental leave uptake

Since there are more male than female staff in GES, there are more instances of paternity
than maternity leave (Table 16).

Leave Grade Job Title Leave canmenced Return to work?
Maternity 7 University Teacher 16/09/2013 Future
Paternity 9 Reader 05/04/2013 12/04/2013
Paternity 9 Senior Lecturer 29/09/2011 06/12/2011
Paternity 9 Senior Lecturer 10/04/2013 17/04/2013
Paternity 7 Research Associats 25/03/2013 01/04//2013

Table 16 Maternity and paternity leave in GES over the last three years

a) (iii) Numbers of applications and success rates for flexible working by gender and grade
There have been no formal requests for flexible working in éisethree years.

There have been two cases by informal arrangemémtoth cases, the colleagues were
female withcaring responsibilities

c) (i) Flexible working

Requests for formal flexible working arrangements are made in writing to the Head ablScho
who makes the decision having consulted with Human Resources.

Informal fexible work arrangements are agreed with the H88me staff who have to drop
children at school before coming into tledfice may request the Director of Teaching does
not timetable their courses fom 9am start. These requests are usually honoured.

b) (i) Cover for maternity and adoption leave and support on return

GES has not offered any support beyond the standard arrangem#/swill now put a
package in place to prale support before, after and during leaéction6.1)

5. Any other comments
1 As noted in the cover letter, the gender balance has shifted considerably over a longer
periodi Ky (GKS (GKNBS @SIFIN ayllLlakKkz2ad LINBSaSyidsSR
acalemics were male and only two geography academics were female. GES now has
45% female academic staff; a very different picture from twenty years ago. In earth
a0ASy0Sa Ay GKS Wynas YvYzalux AT yz2a FtfxX d
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47% female unergraduates. The geography undergraduate profile with a higher
proportion of female students is long established.

1 We are promoting the Athena Swan process in the monthly GES newgkttesn
5.9).
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6. Action plan

Description of action | Action taken ateady | Further action planned at | Responsibility| Timescale| Start | Success Measure
AP and outcome at Nov. | Nov. 2013 date
2013
1 | Baseline Data and Supporting Evidence: Staff
1.1 | Analyse and review | Data collecgd for Continue to monitor and | SATDA Annually | Sept. | Maintain or increase
staff profile by gender| 201013, reviewed review to identify gender 2014 | female participation
and level. and distributed to imbalances. and promotion of
staff. qualified candidates
through progression
to senior positns.
1.2 | Analyse and review | Data collected for Gender balance of HR, HCom, | Annually | Sept. | Proportioral gender
staff appointments. | 201013, reviewed applicants, short lists and | SATDA 2014 | balance of qualified
and distributed to appointments. Ensure applicants, short list
staff. gender balance on and appointments.
appointment committees
mindful of overextending
female dutes.
1.3 | Monitor PDRA Annual email to Pls SATDA, B4, | Anrually | Sept. | Obtain and review
destinations. requesting information of | College HR 2014 | data. Take action as
PDRA destination. Manager needed.
1.4 | Monitor, assess and | Data collected for Continue monitoring. SATDA SAT | Annually | Sept. | Obtain and review
review gender 201013, reviewed Incorporate targeted SO 2014 | data. Take action as

balance of staff on
fixed term, open
ended and permanen
contracts.

and distributed to
staff.

question in staffsurvey and

discuss atSWAN@GES
Seminar Series".

needed.
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Description of action | Action taken already | Furtheraction planned at | Responsibility| Timescalel Start | Success Measure

AP and outcome at Nov. | Nov. 2013 date

2013
2 | Baseline Data and Supporting Evidence: UG and PG Students

2.1 | Analyse and review al Data cdlected for Continue data collection. | SATDA Annually | Sept. | Maintain gender
UG and P@ata from | 201013, reviewed Review and adjust/expand 2014 | balance across all
application to degree | and distributed to action plan accordingly. stages from
outcome by gender. | staff and PGs. Report to LTCom and GES application b degree

GS. outcome.

2.2 | Assess low female Data collected and Consult Geomatics staff an| HoS, 201315 | Jan. Increase the
participation in PGT | analysed for 20143 | external examiners from | Geomatics 2014 | participation of
Geomatics course. and compared with | academia and industry on | staff, GES5S women in the PGT

other PGT courses at
GES.

low female paricipation
and develop appropriate

action.

Geomatics course.
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Description of action | Action taken already | Further action planned at | Responsibility| Timescalel Start | Success Measure

AP and outcome at Nov. | Nov. 2013 date

2013
3 | Key Career Transition Points, Appointments and Promotions

3.1 | Identify major barrierg Staff suvey (2013) a) Focus group discussiony PDRA liaison,| 201315 | a) June| Identifying
to women identified this issue. | b) PDRA liaison. c) Design| SATST 2014 | intervention points
transitioning from specific questions for b) for action.

PDRA to permanent survey. Nov.

position/independent 2013

researcher. c)
March
2015

3.2 | Promote Univesity Identification of the | a) Resources will be a)HoS, P&DR a) a) Aug.| Increase awareness
wide training need to explicitly distributed during P&DR. b] reviewers, b) | Annually | 2014 | measured through
opportunities to make PDRAs aware ¢ Contact University RDO PDRA liaison | b) As b) the staff survey.
PDRASs to support training opportunities.| with new PDRA arrivals. needed | Nov.
career transition. 2013

3.3 | Identify key issues Staff survey (2013) | a) Incorporate targeted SATST, SAT | 201415 | a) May | Key issues identified
with career and datacollected. questions on effective DA 2015 | to inform future
progression among interventions to assist with b) May | actions.
women in permanent career transition in future 2014
positions. staff surveys. b) To be

covered in the gender
development seminar.

3.4 | Monitor gender Data collection by Monitor and assess data | University Annudly | Sept. | Proportional gender
representation on University Human promote proportional Human 2014 | representation
appointing Resources gender representation Resources mindful of duty over
committees. Recruitment Team SATDA loading.
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AP | Description of action | Action taken already | Further action planned at | Responsibility| Timescale Start | Success Measure
and outcome at Nov. | Nov. 2013 date
2013
3 | Key Careefransition Points, Appointments and Promotions (continued)

3.5 | HoS to encourage Prompt more women staff | HoS and New Nov. Implemented action.
female members of to circulate recruitment women staff | enhanced| 2013
staff to proactively advertisements via members routine
network future email/conference and practice
recruitment personal networks.
opportunities in GES.

3.6 | Clarify promotion Task has been Particular clarification HoS, College | Jan. 2014| Nov. | Clear information
process and assigned to HoS. sought for @rt-time staff HR Manager 2013 | provided. Measure
assessment at and outreach activities. using staff survey.
University level. Information will be

conveyed and
communicated clearly to
staff.

3.7 | Embed promotion Incorporated into a) P&DR reviewer notifies ¢ P&DR, Annually | May Increased awarenesy
discussions as part off P&DR form for the relevant websites for reviewers 2014 | and confidence with

annual RDR.

first time in 2013.

promotion. b) reviewer askg
reviewee to fill out form
with next grade in mind. c)
P&DR reviewer actively
encourages qualified staff t
apply forpromotion. d)
reviewer to notify HoS of
potential candidate for
promotion.

promotion
procedures among
women. Measure
using staff survey.
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and success rates by
gender.

reviewed for 201613.

gender imbalances.

3 | Key Career Transition Points, Appointments and Promotions (continued)
3.8 | Monitor promotion Daa has been Continue to monitor. SATDA Annually | Sept. | Continue to identify
collected and Review to identify any 2014 | gender related issues

and take action if
needed.
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AP | Description of action | Action taken already | Further action planned at | Responsibility] Timescale| Start | Success Measure
and outcome at Nov. | Nov. 2013 date
2013
4 | Career Advice and Support

4.1 | Promote University | Staff information pak | Staff information pack to be HoS Enhanced| Nov. Future survey
wide career provides basic expanded including links to routine 2013 | showing increase in
development information. University provision and-e practice. satisfaction.
resources. induction.

4.2 | Hold two "Career a) Initially organize the SATSO Twice a | From | Future survey to
Development women-only event. year. Spring | monitor usefulness.
Meetings' as the first Address career transition a| 2014
events in the a topic for discussion. b)

a{2! bXD9{ Promote female and male
{ S NJOBe&women role models to bare

only and one mixed strategies for working in
gender event (PGs & academia and having a
staff). family life.

4.3 | Host female Requested that other | Invite selected females to | HoS, SAT Annually | Nov. | Action implemented.
academics giving a | School inform GES | GES. 2013
research seminar in | when they are hosting
other Schools for a female academic
informal elaboration | outside of GU.
of career path to
present.

4.4 | Extend staff Has been available to| Will be extended to include| SAT, Head of | Enhanced| 2014 | PDRAs andaif are
mentoring program to| all permanent staff on| PDRAs and staff on Research routine paired with a mentor.
PDRAs and staff on | probation. temporary contracts. groups, PDRA practice.

temporary contrats.

liaison
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AP | Description of action | Action taken already | Further action planned at | Responsibility| Timescale Start | Success Measure
and outcome at Nov. | Nov. 2013 date
2013
4 | Career Advice and Support (continued)
4.5 | Establish a mentoring| Currently exists Mentoring scheme on a PG rep., GES| Enhanced| 2013 | Establish and monito
scheme for PGs run b informally. voluntary basis. Consult | GS committeg routine participation through
PG GESGS and CoSE for practice. PGR survey.
mentor training support.
Have discussion at PG
meetings as to organizatiof
etc.
4.6 | Run targeted training | Teaching meetings fo| a) Specific training for how| SAT, LTCom,| Annually | Oct. Use PGurvey to
for PGs teaching in th{ PGs exist where to teach effectively in GES| PG convenor, 2014 | monitor for
classroom and in the | content is discussed | as career development SLS, L&T usefulness
field. for labs, tutorials etc. | support. b) Raising
awareness of opportunities
available through the
Learning and Teaching
centre to PGs.
4.7 | Increase outreach Outreach contactin | Promote STEMM Outreach Enhanced| Nov. Increased
awarenesssupport GES, some students | ambassadors contact and | routine 2013 | participation by PGs
and engagement for | participate in PGrep practice. in outreachactivities

PGs.

outreach

monitored throwgh
PGsurvey.
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AP | Description of action | Action taken already | Further action planned at | Responsibility|] Timescale| Start | Success Measure
and outcome at Nov. | Nov. 2013 date
2013
5 | Culture, Communication and Departmental Organization
5.1 | Collect feedback from Staff survey (2013), | a) Gender development SATST 2013 May Gain feedback from
staff on School culturg Staff meeting seminars. b) staff survey 2015 2014 | staff to inform future
with particular focus | discussions, informal | 2015. action.
on diversity and discussion between
equality matters. staff members.
5.2 | Review of field class Have a SATead subgroup | SAT, LTCom,| 2013 Nov. Implement action.
timing and staffing. to review for change. Field class 2015 2013
conveners
5.3 [ Review School HGRG ask the semini ESRG asked to adopt this.| ESRGeminar | New Nov. Measured by
seminar series speaker to be series routine 2013 | attendance and
organization. available for lunch or organizer practice. feedback.
coffee before the
seminar to allow for
staff who are unable
to attend post
seminar drinks to
engage with the
visitor.
5.4 | Build on an informal | We have an open To be promoted at staff HoS, All Staff.| Enhanced | Nov. Staff Survey
culture of mentoring. | door policy. meetings and informal routine 2013 | monitoring.
gatherings such as coffee practice.

mornings etc.
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AP | Description of action | Action taken already | Further action planned at | Responsibility| Timescale Start | Success Measure
and outcome at Nov. | Nov. 2013 date
2013

5 | Culture, Communication and &artmental Organization (continued)
5.5 | Monitor committee Data collected for Ensure proportional gender HoS, SADA | Annually | Sept. | Maintain or improve
membership by 201013, reviewed balance wherever possible 2014 | female
gender. and distributed to on key committees mindful representation
staff. of not overextending ferale especially on key
duties. committees.

5.6 | Survey staff and PGs| Staff have been Revise and resurvey every| SATST, HoS, | New May Improve return of
encouraged by HoS t¢ two years. To be Postgrad Rep| routine 2015 | staff and PGs
participate. distributed/discused with practice respondents.

staff and PGs. every two
years.

5.7 | Assess staff meeting | Meetings are held Review if earlier start HoS Review | Nov. | Change time of

timing. from 3pm and should | possible to be inclusive to by Jan. 2013 | meeting if necessary
finish at 4:30pm. all staff members. 2014
5.8 | Encourage timeoff HoS supports staff to | To be continued and to be | HoS Enhanced| Nov. Monitor by survey
periods. take coffee breaks an( coordinated with the field routine 2013 | responses.
time off during major | trip review. practice.
holidays.
5.9 | Use GES Newsletter { Monthly newsletter Information collected and | HoS Enhanced| Nov. | Monitor by survey
promote Athena publicising staff and | emailed to anyone routine 2013 | responses.
SWAN initiatives. PG grants, awards, | subscribed to the practice.

publication,
conference
presentations,
outreach activities.

Newsletter.
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6 | Career breaks/flexible working

6.1 | Better support of Establish a process tesist | HoS, HR Enhanced| Jan. Staff survey and staffj
returning staff from in managing leave through routine 2014 | return from leave.
maternity and key stage: prior to leave, practice.
paternity or other during leave and return
types ofleave. from leave.

6.2 | |nstitute Athena Swar Ths is now in place HoS Enhanced| Dec. Implemented action.
business as a standal from Decembef012. routine 2012
item on staff meeting practice.

agendas.
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7 | Additional Activity

7.1 | Monitor and review | Incomplete data set | Attempt to complete data | SA-DA, HR | Annually | Sept. | Obtain and review
leaving staff on short | for 201013. set between 2014.3. 2014 | data. Take action as
term and long term Continue to monitor, review needed.
contracts. data.

7.2 | Expand and review Include additional staff, a | SAT, HoS Annually | Nov. Implemented action.
the membership of PDRA representative and 2013
the SAT. two PGs on SAT.

7.3 | EnsureAthena SWAN Inclusion of Athena SWAN| HoS New Nov. Implemented action.
activity is accounted activity into the workload necessary| 2013
for in the workload model. Balance other practice.
model. administrative loads

accordingly.
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9. Notes and Key to Aabin Plan:

10.
11.CoSECollege of Science & Engineering
12.ESRCEarth Systems Research Group

13.GESGS Geographical & Earth Sciences Graduate School

14.HConHiring Committee

15.HGRGHuman Geography Research Group

16.HoS Head of School ) .

17.LTCom Learning & Teaching Committee

18.L&T Leaning & Teaching Centre

19. PDRAPostDoctoral Research Associate
20.P&DRPerformance & Development Review

21.PG_ All Postgraduate Students

22.PGT Postgraduate Taught Masters

23.RDO Research and Development Officer

24.SAT Athena SWAN Selfssessment Team
25.SATDA SeltAssessmit Team- Data Acquisition
26.SATST SeltAssessment Tearurvey Team
27.SATSO SelfAssessment TearSeminar Organization
28.SLS Student Learning Service
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