
 

Department Application 
Bronze and Silver Award 
 

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 ‘department’. There are many equivalent 

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

of a ‘department’ can be found in the Athena SWAN awards handbook.  

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. 
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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 Count 

Word limit 10,500 12,000 11,780 

Recommended word count    

1.Letter of endorsement 500 500 860 

2.Description of the department 500 500 454 

3. Self-assessment process 1,000 1,000 383 

4. Picture of the department 2,000 2,000 2,615 

5. Supporting and advancing women’s careers 6,000 6,500 6,444 

6. Case studies n/a 1,000 835 

7. Further information 500 500 189 
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Name of institution University of Bristol  

Department School of Chemistry  

Focus of department STEMM  

Date of application 30 April 2018  

Award Level Bronze Silver 

Institution Athena SWAN 
award 

Date:  2017 Level:  Bronze 

Contact for application 
Must be based in the department 

Prof Andrew J. Orr-Ewing 

Email a.orr-ewing@bristol.ac.uk 

Telephone 0117 9287672  

Departmental website www.bris.ac.uk/chemistry 

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. 
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Professor N C Norman  
Head of the School of Chemistry 
E-mail: N.C.Norman@Bristol.ac.uk 
Tel: (0117) 928 7577 

 

I am delighted to be able to offer my unequivocal support for the School’s application for an 
Athena SWAN Silver Award.  

My final year as Head of School gives me an opportunity to reflect on what I see as some of the 
key successes that we have achieved in recent years. Since our application in 2015, we have seen 
an increase in the proportion of both undergraduate and postgraduate female students, an 
increase in the number of female academic staff and female professors, and the appointment of 
our first female Head of School, Professor Emma Raven who will join us from the University of 
Leicester. This has had, and will continue to have, an enormous impact in terms of increasing the 
visibility of female role models at all levels.  

The School’s Equality Working Group continues to meet regularly and leads the way in 
embedding a culture of inclusion and diversity within the school. All meetings and seminars are 
scheduled during core hours, and increasing numbers of staff now have formal flexible working 
arrangements in place to enable them to balance their careers with family commitments. There 
are a number of examples highlighted within the application, which detail the support available 
to staff and students. 

The Equality Working Group now has a broader remit within the School encompassing gender, 
ethnicity, LGBT+, and other minorities, which is highlighted in the recently redeveloped Equality 
Diversity and Inclusion pages on the School’s website.  

I feel incredibly proud of the culture that we have achieved within the School and a successful 
application for the Silver Award would, I hope you’ll agree, be a fair and appropriate 
acknowledgement of the work that has been carried out so far. I have full confidence that our 
incoming Head of School will continue to build upon our inclusive community, and a Silver Award 
would provide a fantastic springboard to drive further initiatives that are planned within the 
School.  

Yours sincerely 

 

Professor Nick Norman 
 
 
 
Endorsement from Prof Emma Raven (incoming Head of School) 

It is with the greatest pleasure that I write to support Bristol Chemistry’s bid for an Athena SWAN 

Silver Award.  The panel may be aware that I will take the role of Head of School from August 2018. I 

am impressed by the work that the School has been doing over the past few years and the 

commitment of its staff in working towards the Silver Award, and I very much hope that early in my 

tenure we will celebrating a successful application. If successful, it will give the diversity activities 
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within the School a massive and well-timed boost, by putting Athena SWAN high up the list in terms 

of prominence and visibility.  

In my previous Head of Chemistry role at Leicester, I took overall responsibility for the successful 

Silver application. I had a very visible role in the years of work leading to our Silver award, heading or 

chairing most of the activities in our Action Plan.  As a small department, it was not an easy task for 

us to achieve Silver, and although I personally did not organise all the actions (Alison Stuart did, with 

help from Andrew Ellis), it was me who ensured Alison and Andy had the authority they needed. The 

Swan work was high up the agenda for our senior leadership group meetings, and for several 

meetings in the 1-2 years leading up to the bid it was the single agenda item.  Further evidence for 

my commitment to equality, diversity and inclusion (ED&I) is my work with the Royal Society of 

Chemistry to establish the D-hub (diversity hub), www.rsc.org/about-us/our-strategy/diversity-

community-hub. 

Both my Leicester and RSC experience feed into the Bristol picture, and I intend to give ED&I at 

Bristol the same level of commitment. Looking to the future, I want to see more and even better 

around the broader landscape of ED&I. I would argue, and Bristol will I’m sure agree, that nothing 

less is acceptable from one of the country’s leading Chemistry departments. At Bristol, I will be 

pushing the School to aim for Gold in the future. There are some immediate areas where I hope we 

can make an impact – for example we have several new appointments coming up in the future and 

this provides us with a fantastic opportunity, through the advertising/shortlisting process to try to 

address the gender imbalance among the academic staff. Resource-expensive academic 

appointments come round relatively infrequently, and often times it’s the small things that cost 

nothing but embed a different culture that can make such a difference – family days for 

departments, open discussions on maternity and paternity leave and celebrating those changes in 

people’s lives, supportive and open promotions processes for all, a real commitment to flexible 

working, senior staff showing that sensible hours and successful science can go hand in hand, and 

announcements at the start of seminars that those with caring responsibilities should feel free to 

leave early.  

I can’t presume the outcome of your panel’s deliberations. All I can say is that if Bristol Chemistry is 

considered good enough to wear an Athena Swan Silver badge, then it will be celebrated widely 

within our School. And I will make sure that we use the opportunity to achieve more and much 

better in the future. 

 

 

 

Prof Emma Raven, April 2018 
 

[Section 1: 860 words] 
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Table of Abbreviations 
 

AAB  Annual Advisory Board P Professor 
APM Annual Progress Monitoring P1 Academic staff career Pathway 1 
AS Academic staff P2 Academic staff career Pathway 2 
ASSET Athena Survey of Science, 

Engineering and Technology 
P3 Academic staff career Pathway 3 

AUA Associate of University 
Administrators 

PDP Personal Development Plan(ning) 

BDC Bristol Doctoral College  PDRA Postdoctoral Research Associate  
BSc 3-year undergraduate Bachelors 

course  
PG Postgraduate student 

CDT Centre for Doctoral Training PGR Postgraduate Research student 
CREATE Cultivating Research and Teaching 

Excellence Scheme 
PhD Doctor of Philosophy  

DGS Director of the Graduate School PS Professional Services staff 
DTG Doctoral Training Grant P&T Physical & Theoretical section 
ECU  Equality Challenge Unit PT Part Time 
EDI Equality, Diversity and Inclusion PWE Positive Working Environment 
EDIC Equality, Diversity and Inclusion 

Committee 
R  Reader 

EPSRC Engineering and Physical Sciences 
Research Council 

RAE Research Assessment Exercise 

EWG Equality Working Group RED Research and Enterprise 
Development  

F108 Preliminary Course in Chemistry REF Research Excellence Framework 
FPC Faculty Promotions Committees RF Research Fellow 
FT Full Time RSC Royal Society of Chemistry 
FTC Fixed-term Contract SAT Athena SWAN Self-Assessment 

Team 
FTE Full-time equivalent SH Section Head 
FUSION School of Chemistry 

undergraduate society  
SL Senior Lecturer 

GCA Graduate Chemistry Association SM School Manager 
HESA Higher Education Statistics Agency SoC School of Chemistry 
HoS Head of School SPARC School Planning and Resources 

Committee 
HR Human Resources SPL Shared Parental Leave 
HTP Hourly-paid Teaching SPLIT SPL in Touch 
IFP International Foundation 

Programme 
SR&D Staff Review and Development 

I&M Inorganic & Materials section SRF Senior Research Fellow 
KIT Keeping in Touch STEMM Science, Technology, Engineering, 

Mathematics and Medicine 
L Lecturer SU Student Union 
LM Line Manager TS Technical staff 
MSc Taught postgraduate masters 

course 
UCAS The Universities and Colleges 

Admissions Service 
MSc(Res) Postgraduate Masters by Research UG Undergraduate student 
MSci 4-year undergraduate Masters 

course 
UoB University of Bristol 

O&B Organic & Biological section WiCWG Women in Chemistry Working 
Group 

OEC Open-ended Contract   
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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 School of Chemistry is located within two purpose-built and connected buildings at the 

University of Bristol (UoB). This single-site location helps to maintain a unified culture.  The adjacent 

buildings house research laboratories, four lecture theatres, smaller teaching spaces, two large 

teaching laboratories, and a library.  The Chemistry Lounge provides a social space for all staff and 

postgraduate (PG) students; it is open all day.  Large foyer areas with seating, tables and a cafeteria 

provide social and study space for undergraduate (UG) students. 

Fig. 1 provides a snapshot (2016-17 data) of our students and staff by gender in the School.  

 

Fig. 1: Overview of % of female students and colleagues and population sizes at each level shown 

(2016-17 data).  PGT numbers are low, with the vast majority of PG students working towards a PhD, 

so PGT and PGR numbers are aggregated. 

The senior management team comprises the Head of School (HoS), the School Manager (SM, leads 

Professional Services and Technical staff), and three Section Heads (SHs, academic) with 

responsibilities in Organic & Biological (O&B), Inorganic & Materials (I&M), and Physical & 

Theoretical (P&T) Chemistry).  Together with Directors of Research, UG Studies, Graduate School, 

and UG and PG Admissions, and the chair of the Equality Working Group (EWG), they make up the 

School Planning and Resources Committee (SPARC).  SHs are appointed for 3 years following 

consultation within their Sections.  The HoS serves a four-year term, and is now appointed by 

advertising both externally and internally.  The School will have its first female HoS from Aug 2018. 

Other senior roles have defined terms, typically of 4 years before reappointment or replacement on 

the recommendation of SHs and the HoS.  

The HoS line-manages SHs, who in turn line-manage 10 – 20 academic staff and research fellows.  

Academic staff line-manage research staff and PG students in their research groups.  Among 
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Professional Services staff, the SM is supported by a Senior Executive Assistant and a Student 

Administration Manager, who coordinate teams of administrators.  The SM also manages the 

Technical Manager, who is responsible for 4 technical teams supporting Teaching Labs, Research 

Labs, Facilities, and Stores.  Line managers (LMs) carry out annual Staff Review and Development 

(SR&D) appraisals for their teams using the MyReview system. 

Teaching duties are coordinated by SHs through the three Sections.  Academic and Research staff are 

assigned to Sections for line-management, career development and teaching allocation purposes, 

but their research activities often bridge the sections.  We therefore introduced 5 Research Themes, 

led by recognized research leaders.  Within this coordination framework, Academic and Research 

staff retain considerable autonomy in their research activities, and collaborations are actively 

encouraged within and across themes.    

The School’s committee and management structure is illustrated in Fig. 2. 

 

Fig. 2:  The School’s committee and management structure.  Note that the EWG reports directly to 

both SPARC and the School Assembly. 

The School currently holds an Athena SWAN Bronze Award (from 2012, renewed in 2015).  We have 

come a long way since 2015: key impacts of our Athena SWAN and wider activities in Equality, 

Diversity and Inclusion (EDI) are summarised in Table 1, and evidenced throughout this application. 
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Table 1:  Impact and Progress in EDI since the School’s 2015 Athena SWAN submission 

[Section 2: 454 words] 

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  

(ii) an account of the self-assessment process  

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

Describe the self-assessment process. This should include: 

a) A description of the self assessment team: members’ roles (both within the department 
and as part of the team) and their experiences of work-life balance 

b) an account of the self assessment process: details of the self assessment team 
meetings, including any consultation with staff or individuals outside of the university, 
and how these have fed into the submission 

c) Plans for the future of the self assessment team, such as how often the team will 
continue to meet, any reporting mechanisms and in particular how the self assessment 
team intends to monitor implementation of the action plan. 

The School of Chemistry established an Equality Working Group (EWG) in 2011, which meets 4 times 

per annum. The EWG serves as the Athena SWAN Self-Assessment Team (SAT). As part of its broad 

equality, diversity and inclusion (EDI) remit (encompassing gender, ethnicity, LGBT+, and other 

minorities), the EWG oversees progress against our Athena SWAN Action Plan.  The EWG reports to 

the School Assembly (bi-annual meeting of all staff) and the monthly SPARC as standing agenda 

items.  SPARC’s support of our Action Plan reinforces a culture of inclusion and diversity as the norm 

in the School. The EWG meeting minutes are available to all staff, and the EWG maintains a public 

noticeboard in an area frequented by students and staff.  It manages, and has recently expanded, 

Impact Identified as Action in 2015? 

Increase in number of female academic staff  Yes 

Increase in number of female Professors Yes 

Increase in proportion of female UGs recruited Yes 

Increase in proportion of female PGs recruited Yes 

Greater profile for EDI activities in the School Yes 

Expansion of web pages for EDI and related content Yes 

Greater provision of role models for female UGs and PGs  Yes 

External appointment of a female Head of School Exceptional talent recruitment 

was an identified action 

Better gender balance in seminar programmes and high-

profile speakers 

Yes 

Support for career development of female PDRAs, research 

fellows, and core academic staff 

Yes 

An improving culture of inclusivity and greater sense of 

community 

Yes 
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the School’s EDI webpages (Fig. 3). Positive news stories are further disseminated through the 

School’s Facebook and Twitter accounts. The chair of the EWG is a member of the Faculty of Science 

EDI Committee. 

Fig. 3: Screenshot of Equality, diversity and inclusion webpages, accessed on 10/05/2018 

http://www.bristol.ac.uk/chemistry/swan/ 

The SAT membership is listed in Table 2 and represents different genders (currently 9 F, 4 M), 

ethnicities and ages. It includes academic, research and technical staff, PG and UG students, and 

Professional Services (PS) staff from the School and Faculty. We are advised by Faculty HR, and 

consult with the University’s HR Officer for EDI. We have also sought external advice from Dr Sean 

McWhinnie of Oxford Research and Policy, who ran focus groups with female AS, PS Staff, Research 

Fellows (RFs), Postdocs (PDRAs), PG and UG student groups, to gauge the culture in the School and 

assess the impact of EDI activities.  
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Table 2:  Membership (2015-18) of the SAT.  AS = Academic staff; PS = Professional Services staff; TS 

= Technical staff; SM = School Manager; HoS = Head of School; SH = Section Head; RF = Research 

Fellow; PG = Postgraduate student; UG = Undergraduate student; HR = Human Resources. 

SAT / EWG Member Experience 

Dr Beth Anderson (PS) Beth worked 20% on outreach and EDI until Dec 2017, including chairing 

WiCWG. She formerly worked as a PDRA while juggling single 

parenthood. 

Ms Lesley Barry (SM) Lesley is the School Manager (from 2011), and is responsible for all PS 

staff within the School. She has 2 teenage daughters and is returning to 

full-time work following cancer treatment in 2017. 

Dr Wuge Briscoe (AS) Wuge is a Reader in Physical Chemistry. He juggles his academic career 

with family life; he has three children, aged 13, 9 and 6.  

Dr Natalie Fey (AS) Natalie was appointed to a temporary lectureship in 2015, which 

became permanent in 2017. She has worked in Bristol as a PDRA (2003-

2007), EPSRC Advanced RF (2007-2012), and seconded to industry 

(2012-2014), with career breaks in 2005 and 2014-15 because of gaps in 

funding. She is active in Outreach, targeting female participants at all 

levels. 

Ms Dawn Freeman (HR) Dawn Freeman is HR Officer for the Faculty of Science and is a Chartered 

member of the CIPD. She has twins aged 19 years.  

Prof Carmen Galan (AS) Carmen is a Professor of Organic Chemistry, was formerly a Royal 

Society Dorothy Hodgkin Fellow and an EPSRC Career Acceleration 

Fellow. She has a 12-year old daughter and 3-year old son for whom she 

is the sole carer during the working week.  

Dr Simon Hall (AS) Simon is a Reader in Materials Chemistry. He has two children aged 22 

and 18 and his entire academic career has been woven around their 

care.  

Ms Lara Lalemi (UG) Lara is in the final year of her Chemistry MSci degree, and is chair of 

FUSION, the UG chemical society.  She organized a major event on 

Diversity in STEMM in March 2018 for UG and PG students, and pupils 

from local schools. 

Ms Krishna Mistry (PG) Krishna is a final year PhD student in the Bristol Chemical Synthesis CDT. 

She takes part in the School’s Outreach programme and is passionate 

about inspiring students into STEMM subjects.   

Prof Nick Norman (HoS) Nick is Head of the School of Chemistry (2012-2018) and Professor of 

Inorganic Chemistry. He has a 15-year old daughter. 

Prof Andrew Orr-Ewing (SAT / 

EWG Chair & SH) 

Andrew is Head of Physical and Theoretical Chemistry. He was the RSC’s 

representative on the Athena Forum and a member of the RSC’s 

Diversity Working Group until 2013. 

Dr Natalie Pridmore (TS) Natalie joined the School in 2015 as a technician in X-ray 

Crystallography. She was previously in the University of York’s Chemistry 

Department, making her well placed to compare practices with an 

Athena SWAN Gold department. She is actively involved in Outreach 

activities, particularly those promoting women in STEMM. 

Dr Kara Ranaghan (RF) Kara works part-time (0.8 FTE) as a Senior Research Associate to help 

achieve a better work/life balance. She has twin sons aged 13, a son and 

daughter (also twins) aged 9, and a 5-year old son. Her children were all 

born while she was a PG student or PDRA in the School. 

Prof Christine Willis (SH) Chris was appointed to a lectureship in 1990 and promoted to Professor 

in 2000. She became Head of Organic and Biological Chemistry in 2013. 
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The Panel was pleased to see that the School’s 

Professional Services and Technical staff work 

very well together, and that both sets of staff 

have strong working relationships with 

Academic staff.  Staff relations broadly appear 

to be very supportive and collaborative. 

School of Chemistry Review 2017 

The EWG has invited further input on diversity issues from focus groups with students, the Bristol 

Students’ Union LGBT+ Officer, and transgender students.  EDI initiatives are managed by SHs (two 

on EWG), for example through annual SR&D, and promoted through our Women in Chemistry 

Working Group (WiCWG, several members on EWG). 

The EWG will meet 6 times p.a. into the future, and will continue its role as Athena SWAN SAT.  It will 

be renamed the Equality, Diversity and Inclusion Committee (EDIC) to highlight its status (Action 3.1). 

Membership will be refreshed annually to ensure appropriate representation, introduce new ideas, 

and establish gender parity by engaging more men in EDI (Action 3.2). We will expand our scrutiny of 

EDI (Actions 3.3-3.7).   

[Section 3: 383 words] 

4. A PICTURE OF THE DEPARTMENT 

Recommended word count: Bronze: 2000 words  |  Silver: 2000 words 

The School is one of the largest Chemistry departments in the UK. Recent Focus Group outcomes 

indicate a good working environment, an inclusive culture, and a spirit of cooperation, respect and 

trust across all staff. 

Fifty-eight core-funded academic 

staff (52 male and 6 female) are 

spread across the University’s three-

pathway career structure: Pathway 1 

(P1) - teaching and research (38 M, 

3 F); Pathway 2 (P2) - research (8 M, 

2 F); and Pathway 3 (P3) - teaching 

(6 M, 1 F). Appointment of Prof 

Emma Raven as Head of School from 

August 2018 will bring to 3 the 

number of female professors, and female P1 core staff numbers grew with appointment of Dr 

Natalie Fey in 2017. School activities are supported by 20 Professional Support staff (all women) and 

35 Technical staff (29% women). 

There are 6 independent research fellows (100% M), approx. 100 postdoctoral research associates 

(PDRAs; 31% F) and 170 postgraduate research (PGR) students (44% F) in the School. Our 

undergraduate (UG) programmes have an annual intake of ~190 students (43.4% F in 2017). 

The proportion of female UGs in 2017 was 40%, which is slightly lower than the proportion of female 

PGs. However, at PDRA level there is a reduction to around 30%, and it drops to 10% amongst core-

funded academic staff.  

Staff are encouraged to discuss career development and the working environment with the HoS and 

SHs, and open-door policies and the Chemistry Lounge facilitate discussions.  

4.1. Student data  

If courses in the categories below do not exist, please enter n/a.  
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(i) Numbers of men and women on access or foundation courses 

The School offers an International Foundation Programme (IFP) and a Preliminary Course in 

Chemistry (F108). Cohorts are small (Table 3), but reversal of the decline in IFP female numbers 

before 2015 reflects improved publicity material. Recruitment teams now always include female 

representatives. 

 

Table 3:  Numbers of students on our IFP and Preliminary Course in Chemistry (F108) 

 2013-14 2014-15 2015-16 2016-17 

IFP     

Male 5 5 5 5 

Female 1 11 7 20 

F108     

Male   0 3 

Female   1 6 

 

(ii) Numbers of undergraduate students by gender 

Full- and part-time by programme. Provide data on course applications, offers, 

and acceptance rates, and degree attainment by gender.  

The School offers 3-year (BSc) and 4-year (MSci) 

courses in Chemistry and in Chemical Physics.  

Students can switch between BSc and MSci courses up 

to the end of Year 3. We offer MSci Chemical Physics 

or Chemistry with Industrial Experience, Study Abroad, 

or Study in Continental Europe.  Most of our UGs are 

full-time (FT) (Table 4), but with an increase in female 

part-time (PT) students in 2017.  Our % Female has 

remained stable at around 40%, close to the national 

picture of 43% (Table 4). Increasing F:M ratios in our 

UG recruitment (Tables 5 and 6) will steadily increase our overall proportion of female UGs. Figs. 4a 

and b present total UG student numbers (Years 1-4) and %F students, by course. 

  

Impact Summary:  Since 2013, we have achieved sustained growth in 
applications from female students for undergraduate study, which has fed 
through into higher proportion of offers and registrations of female UGs. 
We have also seen growth in the proportion of female applicants and 
admissions for postgraduate study. Both upward trends connect to 
initiatives from our 2015-18 Athena SWAN Action Plan. 
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Table 4: Headcount of undergraduate students by gender in the School of Chemistry, and 

comparison to the HESA UK average for Chemistry degrees. FT = Full time; PT = Part Time.  

Academic Year Total Chemistry 
UGs  

Female UGs % Female 
UGs  

HESA UK 
Benchmarka 
% Female  
(FT + PT) 

2013-14 642 FT 
6 PT 

259 FT 
4 PT 

40.6 42.1  

2014-15 641 FT 
3 PT 

261 FT 
1 PT 

40.7 42.5 

2015-16 626 FT 
5PT 

240 FT 
2 PT 

38.4 43.2 

2016-17 659 FT 
12 PT 

258 FT 
8 PT 

39.6 43.3 

a HESA benchmark data are based on FTEs. 

 
 

 

 

Fig. 4:  Total headcounts of UG students (Years 1-3 for BSc and 1-4 for MSci) by course (blue 

diamonds), and percentages of female students (%F) (coloured bars).  The data are divided 

into a) Chemistry and b) Chemical Physics programmes.  A breakdown into constituent 

courses for first year UG students is provided in Table 5. 
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Table 5: Headcount of first year UG students by course: total cohort size and (% F) 

 
2013-14 2014-15 2015-16 2016-17 

Chem BSc 42 (43%) 27 (44%) 34 (44%) 28 (32%) 

Chem MSci 56 (39%) 48 (33%) 31 (16%) 44 (32%) 

Chem Ind MSci 41 (32%) 63 (35%) 36 (64%) 49 (47%) 

Chem MSci Abroad 11 (27%) 19 (58%) 29 (52%) 24 (58%) 

Chem MSci EU 5 (60%) 6 (33%) 6 (17%) 8 (75%) 

Chem Phys BSc 2 (100%) 1 (0%) 3 (33%) 5 (20%) 

Chem Phys MSci 8 (25%) 5 (40%) 6 (17%) 10 (40%) 

Chem Phys Ind MSci 4 (25%) 7 (29%) 14 (14%) 10 (20%) 

Total %F 38% 38% 40% 41% 

 

Table 6: Applications, offers and acceptances for Chemistry and Chemical Physics by gender  

Year Gender  
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2013-14 

Female 380 281 64 74% 23% 17% 

Male 596 392 105 66% 27% 18% 

% Female 39% 42% 38%       

2014-15 

Female 478 374 67 78% 18% 14% 

Male 691 485 109 70% 22% 16% 

% Female 41% 44% 38%       

2015-16 

Female 384 327 63 85% 19% 16% 

Male 543 402 96 74% 24% 18% 

% Female 41% 45% 40%       

2016-17 

Female 355 313 73 88% 23% 21% 

Male 495 396 105 90% 27% 21% 

% Female 42% 44% 41%       

2017-18 

Female 355 330 82 93% 25% 23% 

Male 476 423 107 89% 25% 22% 

% Female 43% 44% 43%       

Overall 

Female 1952 1625 349 83% 21% 18% 

Male 2801 2098 522 75% 25% 19% 

% Female 41% 44% 40%       

Two pictures emerge: women are more likely to receive offers than men; men are more likely than 

women to accept offers (because the women are also more likely to hold offers from elsewhere).  

These trends apparently counter-balance in the overall conversions of applications to registrations.  

Figs. 5 and 6 present the combined and broken-down data for applications to all courses, by gender.  
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Fig. 5:  Total applications to all UG courses (green bars and right-hand axis) and %Female (purple 

squares and left-hand axis) for Chemistry and Chemical Physics courses combined. 

 

 

Fig. 6: Total applications by course (blue diamonds) and percentages of female students (%F, 

coloured bars). The data are divided into a) Chemistry and b) Chemical Physics programmes. 

Analysis reveals: 

• Decline in total applications (reflecting national trends and league tables). 

• Overall growth in applications from women to both Chemistry and Chemical Physics.  

• Chemistry MSci with year away courses are popular with female applicants. 
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Total offers to students are shown in Table 6. A steady upward trend in the F:M intake ratio mirrors 

the trends in applications by gender (Fig. 5), and growth in the proportion of offers to women (Table 

6, Fig. 7). A small dip in the offers ratio in 2017-18 (43.8%) remains above the UK UG ratio 

benchmark.  The reason for the higher offer rate requires further analysis (Actions 4.1, 4.2), but may 

reflect active outreach (section 5.6 (viii)) and greater EDI awareness among staff.   

The growth in F applications and offers is an impact of our 2015 Action Plan: a comprehensive 

review was undertaken of the School’s web pages, social media presence, and marketing material, 

including the Chemistry Explored magazine, to ensure balanced gender representation. 

We will aim for at least 45% of offers on merit (without gender bias) to female applicants by 

ensuring a high proportion of F applicants (Action 4.3). 

 

Fig. 7:  Proportion of applicants made an offer for study in the School of Chemistry.  

 

Fig. 8: Registration to UG courses (Chemical Physics & Chemistry BSc and MSci combined), 

showing % Female (left-hand axis), HESA benchmarks and cohort size (headcount, right-hand 

axis, blue diamonds/line).  
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The intake of UG women (Table 6, Fig. 8) shows a steady increase to 2017, catching-up on the HESA 

benchmark, and our 2017-18 intake (Table 6) exceeds the expected national F:M benchmark.  

Contributing factors include a growth in the proportion 

of applications from women (Fig. 5), meeting our 2015 

Action Plan target of no less than 40% intake of women 

UGs.   

Fig. 9 compares ratios of UG offers and registration to 

applications.  There are fluctuations in the F:M ratios, 

but our 2016 and 2017 data indicate that we are 

approaching an equal F:M conversion rate of offers to 

acceptances, and 2017 was the first time that our intake-

to-applications ratio was higher for F than M students.  These changes reflect publicity 

improvements discussed above, and improvements to our Outreach, Open Days and UCAS visit 

days (see below). We will consult with our current UGs to understand the factors which influenced 

their decisions to accept offers from Bristol (Action 4.1). 

 

 

Fig. 9:  Proportion of applicants who receive an offer and proportion who register for UG 

courses, for all Chemistry & Chemical Physics courses.  

We aim to achieve at least a 45%:55% F:M ratio by 2022 (Action 4.3).  Applications from women are 

39-43%, and are similar to the F:M ratios that register, suggesting no significant gender bias in 

selection. Hence, we will target: (i) attracting more female applicants; (ii) improving their conversion 

rates into registered UGs.  

Members of WiCWG have actively participated in outreach to encourage girls to study STEMM 

subjects (section 5.6 (viii)), and female student ambassadors feature prominently in outreach 

events, Open Days (Table 7) and UCAS visits.  We will further expand our EDI webpages (Action 4.4), 

and will use UG focus groups to test for unintended gender bias in recruitment (Action 4.1). 
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Table 7:  Genders of students involved in School of Chemistry Open Days 

 Female Male 

2013 5 6 

2014 5 8 

2015 3 9 

2016 8 5 

2017 9 2 

Table 8:  Degree attainment in Chemistry and Chemical Physics programmes (absolute 

numbers, and percentages of the F and M cohorts). 

Graduation Yr 2013 2014 2015 2016 

Degree Class F M F M F M F M 

First 24(28%) 44(36%) 23(27%) 27(28%) 22(34%) 43(44%) 33(46%) 56(46%) 

Upper Second 31(36%) 49(40%) 41(49%) 38(39%) 22(34%) 24(25%) 21(29%) 35(29%) 

Lower Second 18(21%) 19(15%) 8(10%) 19(19%) 8(13%) 14(14%) 9(13%) 17(14%) 

Other 13(15%) 12(10%) 12(14%) 14(14%) 12(19%) 16(17%) 9(13%) 13(11%) 

Total 86 124 84 98 64 97 72 121 

% of 1st + 2.1 64% 76% 76% 67% 68% 69% 75% 75% 

Table 9: Degree attainment by award and gender for 2017 MSci and BSc graduating classes 

Award Classification F M %F %M 

MSci First 20 39 34% 66% 

MSci 2:1 10 19 34% 66% 

MSci 2:2 2 10 17% 83% 

BSc First 9 13 41% 59% 

BSc 2:1 10 12 45% 55% 

BSc 2:2 7 6 54% 46% 

BSc Third 1 2 33% 67% 

BSc Ordinary 0 2 0% 100% 

DipHE Undergraduate Diploma 0 1 0% 100% 

Any First 29 52 36% 64% 

Any 2:1 20 31 39% 61% 

Any 2:2 9 16 36% 64% 

Any Third 1 2 33% 67% 

Any Ordinary 0 2 0% 100% 

Any Undergraduate Diploma 0 1 0% 100% 

Total  59 104 36% 64% 

Degree attainment data by gender (Tables 8 and 9) suggest no systematic bias against female 

students in our degree courses, teaching methods and assessment. Our data are in keeping with 

national outcomes, with no significant gender difference in first degrees, nor in percentages of F and 

M students achieving 2.1 or 1st classifications.1  This equal success of female UGs will be advertised 

more widely (Action 4.4). 

                                                                    
1 Diversity Landscape of the Chemical Sciences, RSC, London 2018. 
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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 Schools of Chemistry and Physics share a taught postgraduate MSc course. The gender profile 

(Table 10) fluctuates for this small cohort, but women remain a minority. We will continue to work 

with the Course Manager and Admissions to improve female recruitment. 

Table 10:  Numbers of male and female students on the taught MSc course in Functional 

Nanomaterials.  All are full-time.  Completion rates are 100% 

PGT entry 2015-16 2016-17 2017-18 

Male 3 4 5 

Female 2 4 2 

 

(iii) Numbers of men and women on postgraduate research degrees 

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

degree completion rates by gender.  

Summary: Our recruitment to PG research degrees exceeds national benchmarks and is approaching 

gender parity (an ambition in our 2015 Action Plan).  PhD and MSc thesis submission rates exceed 

94% (3-year average), with no apparent gender bias in withdrawals or completions beyond 4 years.  

Almost all research students are registered on PhD programmes; either PGR students associated 

with particular research projects, or registered with Centres for Doctoral Training (CDT).  Tables 11 

and 12, and Fig. 10 summarise the gender ratios. 

Table 11: Headcounts of Full-time (FT) and part-time (PT) PG students in Chemistry by gender, and 

comparison to the HESA UK benchmark for female PG students. 

Academic 
Year 

Total PG 
students 

Female PG 
students 

% Female PG 
students 

% Female 
PG students 
(FT + PT)  

HESA UK 
benchmark 
 (FT + PT) for 
% Female PG 
Studentsa 

2013-14 196 FT 
4 PT 

71 FT 
2 PT 

36.2 % FT 
50% PT 

36.5 % 41.7% 

2014-15 186 FT 
4 PT 

74 FT 
2 PT 

39.8% FT 
50% PT 

40%  41.4% 

2015-16 164 FT 
6 PT 

62 FT 
3 PT 

37.8% FT 
50% PT 

38.2% 41.5% 

2016-17 168 FT 
2 PT 

73 FT 
1 PT 

43.5% FT 
50% PT 

43.5% 39.1% 

a HESA benchmark data are based on FTEs. 

The F:M PGR ratios are similar to, or slightly higher than, those for our UG students. There is an 

overall upward trend, and 2016-17 and 2017-18 (46.9% F) proportions exceed known/expected 

national benchmarks, tending towards gender parity.  All PGRs participate in Annual Progress 
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Monitoring (APM), and the DGS reports no gender-specific matters of concern arising in the past 5 

years. 

 

Fig. 10:  Total numbers of PGR students in the School of Chemistry 

Table 12: Total headcounts for MSc and PhD courses by gender.  

PGR Course 2013-14 2014-15 2015-16 2016-17 

  F M F M F M F M 

Chemistry MSc research                 

Full time 4  3 4  1 3 4 6 2 

Part time 0 0 0 1 0 1     

%Female 57%  67%  38%  75%  

Chemical Synthesis CDT PhD         

Full time 17 37 16 33 17 30 16 28 

Part time 0 0 0 0 0 0 1 1 

%Female 31%  33%  36%  37%  

Chemistry PhD         

Full time 45 76 47 69 35 60 38 46 

Part time 2 2 2 1 3 2     

%Female 38%  41%  38%  45%  

Functional Nanomaterials CDT PhD         

Full time 5 8 7 9 7 8 11 8 

Part time 0 0 0 0 0 0     

%Female 38%  44%  47%  58%  

Diamond Sci & Tech CDT PhD         

Full time         0 1 0 2 

CDT Catalysis CDT PhD                 

Full time         0 3 1 5 

Theory & Modelling CDT PhD                 

Full time         0 1 1 3 

Total 73 127 76 114 65 110 74 96 

%Female  37%   40% 
 

 37% 
 

 44% 
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Tables 13 – 15 provide a breakdown of the applications, offers and acceptances for PG study by 

gender and PhD / MSc registration. Self-declarations of gender as “other” are excluded. 

Table 13: Total applications, offers and acceptances for PhD and MSc study 

Year Gender  
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2013-14 

Female 119 40 13 34% 33% 11% 

Male 209 71 39 34% 55% 19% 

% Female 36% 36% 25%       

2014-15 

Female 129 44 21 34% 48% 16% 

Male 248 66 29 27% 44% 12% 

% Female 34% 40% 42%       

2015-16 

Female 103 41 16 40% 39% 16% 

Male 242 56 30 23% 54% 12% 

% Female 30% 42% 35%       

2016-17 

Female 126 48 25 38% 52% 20% 

Male 187 44 27 24% 61% 14% 

% Female 40% 52% 48%       

Overall 

Female 477 173 75 36% 43% 16% 

Male 886 237 125 27% 53% 14% 

% Female 35% 42% 38%       

Table 14: Applications, offers and acceptances for PhD study   

Year Gender  
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2013-14 

Female 96 29 10 30% 34% 10% 

Male 186 63 36 34% 57% 19% 

% Female 34% 32% 22%       

2014-15 

Female 106 34 17 32% 50% 16% 

Male 206 56 25 27% 45% 12% 

% Female 34% 38% 40%       

2015-16 

Female 85 30 13 35% 43% 15% 

Male 210 46 26 22% 57% 12% 

% Female 29% 39% 33%       

2016-17 

Female 99 38 20 38% 53% 20% 

Male 160 34 22 21% 65% 14% 

% Female 38% 53% 48%       

Overall 

Female 386 131 60 34% 46% 16% 

Male 762 199 109 26% 55% 14% 

% Female 34% 40% 36%       
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Table 15: Applications, offers and acceptances for MSc study  

Year Gender  
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2013-14 

Female 23 11 3 48% 27% 13% 

Male 23 8 3 35% 38% 13% 

% Female 50% 58% 50%       

2014-15 

Female 23 10 4 43% 40% 17% 

 
42 10 1 24% 10% 2% 

% Female 35% 50% 80%       

2015-16 

Female 18 11 3 61% 27% 17% 

Male 32 10 4 31% 40% 13% 

% Female 36% 52% 43%       

2016-17 

Female 27 10 5 37% 50% 19% 

Male 27 10 2 37% 20% 7% 

% Female 50% 50% 71%       

Overall 

Female 91 42 15 46% 36% 16% 

Male 124 38 10 31% 26% 8% 

% Female 42% 53% 60%       

These tables and Fig. 11 show a F:M ratio of applications for PG study consistent with national 

benchmarks for UG study in Chemistry. Tables 13-15 and Fig. 12 show that a greater proportion of 

female than male applicants are made offers, but averaging over 4 years suggests no significant 

gender bias in the conversion of applications to new PhD (the larger cohort) student intake. 

We will focus future efforts on encouraging more applications from women, at School level and by 

improving the publicity and recruitment actions of CDTs and individual research groups (Action 4.5). 

Fig. 11: Total applications to all PG degrees (green bars and right-hand axis) and %Female (purple 

squares and left-hand axis) for PhD and MSc study combined. 
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Fig. 12: Proportion of PG applicants made an offer. 

Fig. 13 compares uptake of our offers for PG (PhD + MSc) study to UK benchmarks, with detailed 

breakdown in the preceding tables. The small cohort size for MSc study reveals no obvious trends, 

but the proportion of women starting PhD courses in the School has increased, and approaches or 

exceeds the national benchmark. 

Fig. 13: Registration to PG courses (PhD and MSc combined), showing % Female (left-hand axis), 

HESA benchmarks and cohort size (headcount, right-hand axis, blue diamonds/line). 

All applications for PGR study are treated equally irrespective of gender or ethnicity. For example, 

CDTs short-list and interview candidates using committees including at least one female member of 

Academic Staff.  Committee members receive EDI and unconscious bias training. We ensure that 

candidates meet both female and male PGs, and that female staff contribute to PG teaching to 

provide role models.   

Withdrawal numbers from PGR courses are low (Table 16), and show no significant gender bias.  

Thesis submission rates are shown in Table 17.  Focusing on the data for the standard (non-CDT) PhD 

route, because submissions within 4.5 years are the norm for CDTs, there is no apparent gender 

inequality in thesis submissions beyond 4 years.  
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Table 16:  Numbers of withdrawals from PGR study and gender breakdown, shown as numbers and 

as a percentage of the total number of PGR students (withdrawals + completions). 

Year / Programme Female Number %F Male Number %M 

2014/2015     

Chemistry (MSc) (R) 
  

1 1.4% 

Chemistry (PhD) 3  4.3% 3 4.3% 

2015/2016     

Chemical Synthesis CDT (PhD) 1 1.5% 
  

Chemistry (MSc) (R) 1 1.5% 
  

Chemistry (PhD) 
  

1 1.5% 

2016/2017       

Chemistry (MSc) (R) 1 1.7% 0 0% 

Table 17:  PhD thesis submissions within and after 4 years.  

  
  

 

Female Male Grand Total 

2016/2017 Totals 23 (49%) 24 47 

Chemical Synthesis CDT (PhD)    

Over 4 Years 5 3 8 

Under 4 Years 0 1 1 

Chemistry (PhD)    

Over 4 Years 5 (45%) 6 11 

Under 4 Years 13 11 24 

Functional Nanomaterials CDT (PhD)  
  

Over 4 Years 0 3 3 

2015/2016 Totals 22 (41%) 32 54 

Chemical Synthesis CDT (PhD)    

Over 4 Years 3 8 11 

Under 4 Years 1 0 1 

Chemistry (PhD)    

Over 4 Years 3 (38%) 5 8 

Under 4 Years 11 17 28 

Functional Nanomaterials CDT (PhD)    

Over 4 Years 4 1 5 

Under 4 Years 0 1 1 

2014/2015 18 (31%) 40 58 

Chemical Synthesis CDT (PhD)    

Over 4 Years 2 9 11 

Under 4 Years 2 
 

2 

Chemistry (PhD)    

Over 4 Years 7 (47%) 8 15 

Under 4 Years 6 20 26 

Functional Nanomaterials CDT (PhD)    

Over 4 Years 0 3 3 

Under 4 Years 1 0 1 

Grand Total 63 (40%) 96 159 
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We will continue to consult our female UGs and PGs through the Staff – PG Student Consultative 

Committee, PG representation on the EWG/SAT, and focus groups, to promote a research 

environment which encourages retention of female and male PGRs in STEMM careers (Action 4.6). 

We will also collect information on PGR career destinations (Action 4.7).  

 

(iv) Progression pipeline between undergraduate and postgraduate student levels 

Identify and comment on any issues in the pipeline between undergraduate and 

postgraduate degrees.  

The data in Figs. 13 and 14 (together with benchmarking data in Table 4) for %F UG and PGR 

students in the School suggest we are not observing a significant drop-off in female students in the 

pipeline from UG to PGR study. PGT numbers are small so are not considered. 

Fig. 14: Overall proportions of students who are female at UG and PGR levels. 

A significant fraction of our graduates remain in Bristol or move for PG study. For example, 38 of the 

2016 graduates commenced PhD studies (34% F) and 4 began MSc(Res) degrees (M). The illustrative 

proportions are below both the UK benchmark (43% F PGRs), and our own recruitment of female 

PGRs.  We will explore the cause of this pinch-point in the pipeline by surveying our graduating 

students about the reasons behind their destination choices (Action 4.7). 

4.2. Academic and research staff data 

 

The profile of our academic staff remains male-dominated, and is difficult to address with 
limited staff turnover and no scope for expansion. Wherever possible, recent appointments 
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Impact Summary: Although women remain in a minority among academic 
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have increased since 2015.  We have progressed from 1 female professor 
(2015) to 3 (from Aug 2018), one of whom will be our new Head of School. 
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sought to address the imbalance:  we appointed a female Professor as the next Head of School, 
and a female lecturer in 2017.  

Among research staff appointments, the gender balance is better, but we see signs of the “leaky 
pipeline”.  We have introduced several initiatives to address this, but insecure funding continues 
to be a reason for a loss of talented individuals at this level. 

 

(i) Academic staff by grade, contract function and gender: research-only, teaching 

and research or teaching-only 

Look at the career pipeline and comment on and explain any differences between 

men and women. Identify any gender issues in the pipeline at particular 

grades/job type/academic contract type. 

The School has 58 core-funded academic staff, 6 of whom are female (10%).  From August 2018, the 

number of female professors will increase to 3 (10% of professors, compared to a national 

proportion in Chemistry of 9% in 2015). The School hosts a further ~110 researchers (30% F).  

Role titles for three complementary career pathways are listed in Table 18, and Table 19 provides an 

overview by gender.  An imbalance in female Academic Staff at all career stages is being tackled, for 

example by success in recruiting (against a background of very few core-funded posts released), 

mentoring, retaining and promoting women (Section 5). 

 

Table 18:  Role titles and associated grades for the career pathways at the University of Bristol. 

Grade Pathway 1 (P1) 

Research and Teaching 

Pathway 2 (P2) 

Research 

Pathway 3 (P3) 

Teaching; Educational Needs; 

Pedagogic Research 

I  Research Associate Teaching Associate 

J Lecturer Senior Research Associate Senior Teaching Associate 

K Lecturer Research Fellow Teaching Fellow 

L Senior Lecturer / Reader Senior Research Fellow / Reader Senior Teaching Fellow / Reader 

M Professor Professor Professor 

 

Table 19: Academic staff numbers by role and gender.  

Career Path 
2013-14 2014-15 2015-16 2016-17 

F M %F F M %F F M %F F M %F 

Teaching & Research (P1) 2 39 5% 2 39 5% 2 38 5% 3 38 7% 

Research (P2)# 33 70 32% 38 87 30% 35 77 31% 33 81 29% 

Teaching (P3) 3 5 38% 3 5 38% 4 6 40% 4 6 40% 

Total 38 114 25% 43 131 25% 41 121 25% 40 125 24% 

#  includes Marie Curie Research Fellows 
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The encouraging trend in the proportion of female P1 staff will rise to 9.5% in 2018.  However, 

recent growth reflects single appointments, limited by low turnover and few opportunities to make 

new appointments. Increasing the proportion of female P1 staff remains a focus of our EDI activity 

(Action 4.9).  The P2 percentage of women exceeds the national benchmark, and has remained 

steady for 4 years. Increasing this proportion is important to contribute to the supply of UK female 

academics (Action 4.8).  The 38-40% proportion of women in P3 roles is above the national 

benchmark, but represents only a few individuals (Action 4.9). 

The staff gender profiles are broken down by Grades and Pathways in Tables 20 – 23, and 

summarized in Fig. 15.  

 

Table 20:  Academic staff on all pathways by grade and gender  

Grade Gender 2013-14 2014-15 2015-16 2016-17 

I 

Female 24 27 23 23 

Male 39 52 44 48 

% Female 38% 34% 34% 32% 

J 

Female 6 8 7 7 

Male 8 11 13 11 

% Female 43% 42% 35% 39% 

K 

Female 2 1 2 4 

Male 11 12 11 10 

% Female 15% 8% 15% 29% 

L 

Female 1 1 1 1 

Male 14 13 13 14 

% Female 7% 7% 7% 7% 

M 

Female 1 1 1 1 

Male 30 30 31 30 

% Female 3% 3% 3% 3% 

 

 

Table 21:  P1 academic staff by grade and gender  

Grade Gender 2013-14 2014-15 2015-16 2016-17 

K 

Female 0 0 0 1 

Male 0 1 0 0 

% Female - 0% - 100% 

L 

Female 1 1 1 1 

Male 12 11 10 11 

% Female 8% 8% 9% 8% 

M 

Female 1 1 1 1 

Male 27 27 28 28 

% Female 4% 4% 3% 3% 
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Table 22:  P2 academic staff by grade and gender  

Grade Gender 2013-14 2014-15 2015-16 2016-17 

I 

Female 23 26 22 22 

Male 39 52 44 47 

% Female 37% 33% 33% 32% 

J 

Female 5 7 5 6 

Male 8 11 13 11 

% Female 38% 39% 28% 35% 

K 

Female 1 0 1 0 

Male 9 9 9 8 

% Female 10% 0% 10% 0% 

L 

Female 0 0 0 0 

Male 1 1 1 1 

% Female 0% 0% 0% 0% 

M 

Female 0 0 0 0 

Male 1 1 1 1 

% Female 0% 0% 0% 0% 

 
Table 23:  P3 academic staff by grade and gender  

Grade Gender 2013-14 2014-15 2015-16 2016-17 

I 

Female 1 1 1 1 

Male 0 0 0 0 

% Female 100% 100% 100% 100% 

J 

Female 1 1 2 1 

Male 0 0 0 0 

% Female 100% 100% 100% 100% 

K 

Female 1 1 1 2 

Male 2 2 2 2 

% Female 33% 33% 33% 50% 

L 

Female 0 0 0 0 

Male 1 1 2 2 

% Female 0% 0% 0% 0% 

M 

Female 0 0 0 0 

Male 2 2 2 2 

% Female 0% 0% 0% 0% 
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Fig. 15: Analysis of academic staff on all pathways by grade, showing % Female staff (coloured 

bars, left-hand axis) and staff numbers (blue line, right-hand axis, including 7% average error 

across years). 

There is a clear decline in the %F staff from Grades I & J to Grades K, L & M, which is evidence of a 

“leaky pipeline” in academia.  These trends are further made clear in Tables 20 – 23: women are well 

represented in P2 posts up to Grade J, but the proportions decline to P1 or P2 positions of Grade K 

or higher.  Women are similarly under-represented at Grades L and M in P3 roles. Steps to address 

the underrepresentation of women are discussed in Section 5.1.(i). 

 

SILVER APPLICATIONS ONLY 

Where relevant, comment on the transition of technical staff to academic roles. 

Two current core-funded P2 academic staff (both male) started their employment in the School of 

Chemistry in Technical Staff roles.  One is responsible for our Mass Spectrometry facility, and joined 

the academic staff in 2005.  The other was appointed as a senior lecturer in 1999, and runs our 

Electron Microscopy. 

 

(ii) Academic and research staff by grade on fixed-term, open-ended/permanent 

and zero-hour contracts by gender 

Comment on the proportions of men and women on these contracts. Comment 

on what is being done to ensure continuity of employment and to address any 

other issues, including redeployment schemes.   

No academic or research staff are employed on zero-hours contracts.  Many of our PG students 

supplement their maintenance grant income by hourly-paid teaching (HPT; ~40% female, reflecting 
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the F:M ratio in the PG student population). One lecturer (appointed 2017) was partially supported 

by HPT to bridge gaps in funding in 2012-14.  

Tables 24 – 25 compare the proportions of academic staff on fixed-term contracts (FTCs) and open-

ended contracts (OECs).  About half the male academic and research staff held OECs, reflecting in 

part the greater number of male core-funded AS.  The number of women on FTCs exceeded the 

number on OECs until 2016-17 when this order reversed. Historically, female FTC PDRA numbers 

have outweighed the numbers of female core AS and longer-serving PDRAs with OECs. The 

proportions are now coming into line with male staff.     

Table 24: Overview of numbers and proportions by gender of academic and research staff on fixed-

term and open-ended contracts.  

 2013-14 2014-15 2015-16 2016-17 

 F M F M F M F M 

Fixed-Term 24(31%) 54 29(31%) 64 27(34%) 52 17(31%) 38 

Open-Ended 15(19%) 63 14(17%) 67 14(17%) 69 23(22%) 84 

Total 39(25%) 117 43(25%) 131 41(25%) 121 40(25%) 122 

Table 25: Numbers of Academic and Research Staff on fixed-term and open-ended contracts by 

Grade. 

Year Gender 

Grade I  Grade J Grade K 

Fixed 
Term 

Open 
Ended 

% Fixed 
Term 

Fixed 
Term 

Open 
Ended 

% Fixed 
Term 

Fixed 
Term 

Open 
Ended 

% Fixed 
Term 

2013-14 
Female 18 6 75% 1 5 17% 0 2 0% 

Male 35 4 90% 3 5 38% 0 11 0% 

2014-15 
Female 22 5 81% 2 0 100% 0 1 0% 

Male 47 5 90% 3 1 75% 1 11 8% 

2015-16 
Female 18 5 78% 2 5 29% 0 2 0% 

Male 39 5 89% 4 9 31% 1 10 9% 

2016-17 
Female 11 12 48% 2 5 29% 0 4 0% 

Male 27 21 56% 0 11 0% 1 9 10% 

 

Year Gender 

Grade L Grade M 

Fixed 
Term 

Open 
Ended 

% Fixed 
Term 

Fixed 
Term 

Open 
Ended 

% Fixed 
Term 

2013-14 
Female 0 1 0% 0 1 0% 

Male 1 13 8% 0 30 0% 

2014-15 
Female 0 0 - 0 1 0% 

Male 1 12 8% 0 30 0% 

2015-16 
Female 0 1 0% 0 1 0% 

Male 1 12 8% 0 31 0% 

2016-17 
Female 0 1 0% 0 1 0% 

Male 1 13 8% 0 30 0% 
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Postdocs (Grade I) are now employed on OECs, with funding end dates, instead of FTCs. UoB policy 

from 2015 is to offer all research staff OECs from the start of their employment where possible. This 

explains the decline in %FTCs from 2015 (particularly Grade I).  Grade I-K staff on FTCs post 2015 are 

mostly PDRAs funded by pre-2015 grants.  Many will soon switch to OECs (Action 4.10).  

There is no strong gender imbalance in FTCs vs OEC allocations; if anything, the proportion of 

women on FTCs at Grades I & J has been lower than for men. Nationally, only 18% of OEC holders are 

women, with 30% on FTCs.1 The School is ahead of the national picture for women on OECs (Table 

24).  

The University operates a redeployment scheme to move research (and other) staff on OECs 

between roles if current funding for a specific position runs out. Section 5 describes support for 

career development and retention of women.  

 

(iii) Academic leavers by grade and gender and full/part-time status  

Comment on the reasons academic staff leave the department, any differences 

by gender and the mechanisms for collecting this data.   

 

Table 26 reports data for AS leavers.  Turnover among core-funded P1 staff is low (since 2013, 0 F 

and 4 M leavers), offering few opportunities to make junior appointments. For P2 leavers, the ratios 

align with the %F in these roles, and mostly result from termination of grants. There is no evidence 

of any gender bias in leavers. 

One P3 leaver since 2013 is female, and moved to a lectureship.  The numbers are too small to test 

gender imbalance. 

 

Table 26: Leavers and leaving rates for staff by career path and gender 

Career 
Path 

  
2013-14 2014-15 2015-16 2016-17 

F M F M F M F M 

T&R (P1) 

Staff 2 39 2 39 2 38 3 38 

Leavers 0 1 0 1 0 1 0 1 

Leaving Rate 0% 2.5% 0% 2.5% 0% 2.5% 0% 2.5% 

Research 
only (P2) 

Staff 33 70 38 87 35 77 33 81 

Leavers 10 14 12 32 12 25 17 20 

Leaving Rate 30% 20% 32% 37% 34% 32% 52% 25% 

Teaching 
only (P3) 

Staff 3 5 3 5 4 6 4 6 

Leavers 0 0 0 0 1 0 0 0 

Leaving Rate 0% 0% 0% 0% 25% 0% 0% 0% 

Examples of destinations of OEC staff leavers are captured in Table 27. 
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Table 27:  Examples of Grade I – K staff leaving the School of Chemistry in the past 3 years to take up 

academic positions elsewhere in the UK. 

Staff role Gender Reason for leaving 

PDRA (Grade I) F Teaching Fellow at Keele University 

PDRA (Grade I) F Lecturer at the University of York 

PDRA (Grade I) M Lecturer at the University of Manchester 

PDRA (Grade I) M Teaching Fellow at the University of Warwick 

Research Fellow (Grade K) M Lecturer at the University of Glasgow 

We plan to develop a light-touch process for feedback from exit interviews and narrative redundancy 

consultation documents (Action 4.8).  

[Section 4:  2615 words] 

 

5. SUPPORTING AND ADVANCING WOMEN’S CAREERS 

Recommended word count: Bronze: 6000 words  |  Silver: 6500 words   

5.1. Key career transition points: academic staff 

(i) Recruitment 

Break down data by gender and grade for applications to academic posts 

including shortlisted candidates, offer and acceptance rates. Comment on how 

the department’s recruitment processes ensure that women (and men where 

there is an underrepresentation in numbers) are encouraged to apply. 

When appointment opportunities arise, we actively encourage applications from women (e.g. by 

direct approach to apply, positive wording of advertisements and job descriptions). For example, in 

the search for a new HoS, the EWG drew up a list of 20 outstanding female scientists and invitations 

to apply were sent to these individuals by our Pro-Vice Chancellor. 4 of the last 12 core-funded 

Lecturer level appointments (from 2013) were women.  We are committed to improving our staff 

gender profile and furthering women’s careers in academia, and will seek to boost the %F among 

academic and research staff to 30% by 2022 (Actions 4.8, 4.9, 5.1). 

Impact Summary: Our mentoring of staff ensures timely progression / 
promotion of well-prepared candidates, and prepares postdocs to apply for 
independent positions and fellowships without gender bias. One of our case 
studies is an exemplar of the successful and rapid promotion of a female 
staff member.  We have not detected significant structural issues in our 
processes for supporting staff at all stages of their career, but are working 
to increase the proportion of female academic staff. 
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All staff vacancies are advertised externally and internally; Fig. 16 shows current documentation. 

Fig. 16: Screenshots highlighting promotion of EDI 

policies in advertised vacancies.  

Shortlists should include at least one female and one male applicant if possible. Recruitment panels 

review any single-gender shortlists, and must justify them (Action 5.1). Video (e.g. Skype) interviews 

are offered to candidates unable to attend in person. 

Data for academic recruitment are broken down by gender in Tables 28 and 29. Grades J – M are 

aggregated from 2013-17 because of small numbers.  

Table 28: Grade I Academic post applications, offers and acceptances by year. 

Year Gender  
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2013-14 

Female 29 6 3 21% 50% 10% 

Male 60 14 14 23% 100% 23% 

% Female 33% 30% 18%       

2014-15 

Female 81 7 3 9% 43% 4% 

Male 294 24 16 8% 67% 5% 

% Female 22% 23% 16%       

2015-16 

Female 103 14 4 14% 29% 4% 

Male 268 25 8 9% 32% 3% 

% Female 28% 36% 33%       

2016-17 

Female 102 18 14 18% 78% 14% 

Male 306 43 6 14% 14% 2% 

% Female 25% 30% 70%       

Overall 

Female 315 45 24 14% 53% 8% 

Male 928 106 44 11% 42% 5% 

% Female 25% 30% 35%       
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Fig. 17: Grade I Academic Post applications (purple), offers (blue) and acceptances (green). % F 

for each category on left-hand axis, total numbers of offers and acceptances on right-hand axis 

(see Table 28 for total applications). 

 

Table 29: Combined Academic post applications, offers and acceptances 2013 to 2017.  No posts 

were advertised at Grades L and M in this period. 

Year Gender  

A
p

p
lic

at
io

n
s 

O
ff

er
s 

A
cc

ep
ta

n
ce

s 

P
ro

p
o

rt
io

n
 o

f 

ap
p

lic
an

ts
 m

ad
e 

an
 o

ff
er

 

P
ro

p
o

rt
io

n
 o

f 

th
o

se
 m

ad
e 

o
ff

er
s 

w
h

o
 a

cc
ep

te
d

 

P
ro

p
o

rt
io

n
 o

f 

ap
p

lic
an

ts
 w

h
o

 

ac
ce

p
te

d
 

Grade J 

Female 19 7 2 37% 29% 11% 

Male 58 16 6 28% 38% 10% 

% Female 25% 30% 25%       

Grade K 

Female 15 5 2 33% 40% 13% 

Male 44 14 2 32% 14% 5% 

% Female 25% 26% 50%       
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Fig. 18: Offers for appointments made across Grades I-K, aggregate numbers 2013-2017. 

Proportion of offers made to female applicants (left-hand axis, blue bars) and total number of 

offers made (right hand axis, orange line).  

Grade I data suggest a slight preference to offer positions to, and appoint women from the pool of 

applicants. There are yearly fluctuations, but overall improvements in the proportion of women 

selected from 2015 onwards at this critical career point. At Grades J and K, there is also a weak 

preference for appointing women from the pool of applicants.  One third of 2013-2017 core-funded J 

and K appointments were female, which is close to the %F Grade I positions in the School.  We have 

recently appointed a female Professor (Grade M). 

We attract strong female applicants at all grades, but at ½ to ⅓ of the number of male applicants. 

This is reflected in our job offers (Fig. 18), which suggests little or no bias in this recruitment phase. 

Instead, we will focus on encouraging a larger share of female applicants (Actions 4.9, 5.1).   

Further trends are evident: 

• Total applications have increased. 

• More opportunities have opened for positions at Grade I, but remain low at Grades J and K. 

• %F applications fluctuate but remain 20-30%, lower than the ~40% proportion of female 

PGRs.  The proportion shortlisted is similar, reflecting awareness of HR guidelines, and 

unconscious bias training. Greater effort is required to encourage women to apply for PDRA 

positions. 

• %F Grade I appointments have increased, and are similar to shortlisting ratios.  Women are 

slightly more likely than men to be shortlisted, and then more likely to be appointed. 

• At Grade J, women are more likely to be shortlisted than men, but then less likely to be 

appointed (limited data).  The ratio of Grade K appointments to applications may favour 

women. 

Grade I-K applications from women are lower than expected from %F PGRs.  This supports the 
national trend of loss of women at the transition from PGR to PDRA, as analysed in a 2008 RSC 
report.2   

                                                                    
2 See Change of Heart, Career intentions and the chemistry PhD, published by the RSC Nov. 2008 
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Equality of treatment of applications is promoted by staff training, including Unconscious Bias and 

Fair and Effective Recruitment, with participation monitored through MyReview. Consideration is 

given to career breaks and caring responsibilities. Any shortlisting committee will include one or 

more female staff, except for some Grade I posts, to avoid over-burdening. We will consider 

including female PS and research staff in Grade I recruitment (Action 5.2).  

We will develop these activities as follows (Actions 5.2, 5.3): 

• Ensure the PWE and Athena SWAN status are clearly presented in all recruitment material;  

• Consider pathways from technical to researcher roles; 

• Include a diversity observer in interviews for core staff. 

Tables 30 – 32 report recruitment data for PS Staff appointments.  

Table 30: Professional Services staff appointments to Grade D-H posts by gender. 

 Applications Grades D-H Shortlist Grades D-H Acceptances Grades D-H 

 F M F M F M 

2013-14 13 (43%) 17 10 (55%) 8 3 (50%) 3 

2014-15 81 (57%) 62 18 (56%) 14 8 (62%) 5 

2015-16 136 (65%) 74 31 (78%) 9 8 (80%) 2 

2016-17 45 (56%) 36 9 (47%) 10 1 (25%) 3 

 

Table 31: Professional Services staff appointments to Grade I-J posts by gender. Gaps indicate no 

appointments. 

 Applications Grades I-J Shortlist Grades I-J Acceptances Grades I-J 

 F M F M F M 

2013-14       

2014-15 17 (74%) 6 8 (100%) 0 3 (100%) 0 

2015-16       

2016-17 14 (82%) 3 6 (86%) 1 1 (100%) 0 

 

Table 32: Professional Services staff appointments to Grade K posts by gender. Gaps indicate no 

appointments. 

 Applications Grade K Shortlist Grades K Acceptances Grades K 

 F M F M F M 

2013-14       

2014-15       

2015-16 2 (33%) 4 0 (0%) 1 0 (0%) 1 

2016-17       

These data indicate balanced F:M applications at Grades D-H, and short-listing and appointment 

rates reflecting the application pool gender distribution.  At Grades I-J, women are still strongly 

represented in appointments, but Grade K data are too sparse to draw conclusions. 
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(ii) Induction 

Describe the induction and support provided to all new academic staff at all 

levels. Comment on the uptake of this and how its effectiveness is reviewed. 

All new staff are offered the University Induction Package, which includes EDI training and links to 

PWE webpages (flexible working, parental leave, etc). School induction introduces new staff to key 

people and online systems, and to Health and Safety procedures.  LMs ensure that a new appointee 

is introduced to colleagues, meets their appointed mentor, and is aware of support mechanisms and 

training opportunities.  Further training modules are provided through staff MyBristol accounts, and 

participation is reviewed at annual SR&D (section 5.3(ii)).  

The University’s CREATE scheme, provides continuing professional development for academic staff 

at all stages of their career. Participation in CREATE is necessary for progression and promotion, and 

uptake is 100% for new academic staff. 

In response to feedback from 2018 Focus Groups, we will (Actions 5.4-5.6): 

• Introduce an induction check-list for all new staff including PDRAs; 

• Make clear the expectations new staff and RFs can have for research start-up and teaching 

duties; 

• Set out expectations that RFs should meet to secure core-funded positions; 

• Provide better networking opportunities for new staff; 

• Assign a mentor who provides longer-term support and advice, and prepare mentor role 

descriptors. 

 

(iii) Promotion 

Provide data on staff applying for promotion and comment on applications and 

success rates by gender, grade and full- and part-time status. Comment on how 

staff are encouraged and supported through the process.  

The University has standard procedures for both progression (from Lecturer to Senior Lecturer) and 

promotion (SL to Reader, Reader to Professor) of Academic Staff. Pathway-specific criteria and 

guidelines for progression and promotion are set out on the UoB website, and include teaching, 

research, and academic citizenship (including pastoral duties, EDI and outreach activities).  Broadly, 

the criteria centre on quality not quantity, and there are no quotas for promotion. The three 

pathways allow staff to play to their strengths in career development. The School and Faculty ensure 

that all applications are treated fairly, and that appropriate consideration is given to personal 

circumstances, including career breaks or restrictions on international travel because of caring 

responsibilities.   

Of the current 30 Professors, 24 (80%; 2 female) were appointed as a Lecturer, SL or Reader. Three 

were promoted on P3, one on P2, and the remainder on P1.  

Progression: Staff reaching Grade K.4 are identified for progression by HR. Their cases are reviewed 

by a Faculty committee comprising both men and women. Throughout the qualifying period, cases 

are reviewed by SHs and actions taken to strengthen weaker cases.  An accelerated progression 

route is available, and has been well-used by the School in 2013-2017 (e.g. for 1 F and 1 M this year).  
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Promotion: The HoS invites applications annually for promotion to Reader/Professor, well ahead of 

Faculty deadlines (and beyond standard UoB practice) to allow candidates to prepare and improve 

supporting documents. Annual SR&D helps to identify candidates for promotion:  SHs consider 

eligible candidates in advance of SR&D meetings, and encourage applications when appropriate.  

Candidates can also submit their own cases for promotion, although a statement is required from 

the HoS.  SHs use the SR&D process over successive years to strengthen individual’s cases for 

promotion. Many professorial staff offer informal advice.   

All documents are reviewed in the School by senior staff (male and female) to optimise cases before 

submission to the Faculty Promotions Committees (FPC1 and FPC2). External references are 

nominated following discussions between the candidate and their SH. Written feedback from the 

FPCs is discussed with all candidates, and targeted support is provided for unsuccessful applicants. 

The School and Faculty ensure that all applications are treated fairly, and that appropriate 

consideration is given to personal circumstances, including career breaks or restrictions on 

international travel because of caring responsibilities.  Monitoring at the University level supports 

the fairness of the process by comparing F:M promotion rates; it shows an increase in the number of 

women promoted since 2014, and an increase in the %F Professors. There are no differences in 

success rates for PT and FT staff.  

Proactive encouragement of all promotion candidates encourages fair consideration of female staff.  

EWG/SAT monitoring of timelines for cases from 2013-2017 show no overall differences in the rates 

at which F and M colleagues advance up the career ladder. 
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Promotions data for Academic Staff are summarised in Table 33.  Most AS have already reached 

Professor, so annual promotion numbers are low.  One female colleague was appointed as a 

temporary Lecturer (2015), moved to permanent Lecturer (2017), and is now under consideration 

for accelerated progression to SL. Another’s career path is presented in a Case Study. 

Table 33: Individual promotions cases by gender (L = Lecturer; SL = Senior Lecturer; SRF = Senior 

Research Fellow; R = Reader; P = Professor) showing applications and successes. There were no 

progressions from Lecturer to Senior Lecturer from 2013 – 17; instead, two Lecturers were directly 

promoted to Reader. 

 

Academic Year Promotion step Gender Successful? 

2013-14 R → P 

R → P 

M 

M 

No 

Yes 

2014-15 R → P 

SL → R 

L → R 

L → R 

M 

M 

M 

F 

Yes 

Yes 

Yes 

Yes 

2015-16 R → P 

SL → R 

SL → R 

SL → R 

M 

M 

M 

M 

No 

Yes 

No 

No 

2016-17 R → P 

R → P 

R → P 

SL → R 

SL → R 

F 

M 

M 

M 

M 

Yes 

Yes 

Yes 

Yes 

Yes 

 

 

(iv) Department submissions to the Research Excellence Framework (REF) 

Provide data on the staff, by gender, submitted to REF versus those that were 

eligible. Compare this to the data for the Research Assessment Exercise 2008. 

Comment on any gender imbalances identified. 

Tables 34 and 35 report REF2014 and RAE2008 submissions. All eligible women were included, as 

were almost all men. For REF2014, a F colleague submitted 4 papers, notwithstanding maternity 

leave. 

Table 34: Department submissions to the 2014 Research Excellence Framework (REF) 

 
Submitted Not submitted 

Eligible 
pool % submission 

Female 5 0 5 100% 

Male 55 2 57 96% 

Total 60 2 62 97% 
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Table 35: Department submissions for 2008 Research Assessment Exercise (RAE) 

 

 

 

 

 

 

(i) Induction: All staff are invited to a University New Staff Welcome fair and a Faculty Induction 

where they meet key colleagues from Finance and HR. The School has adapted the standard 

University induction checklist; the process includes introducing new staff to colleagues, explaining 

the School structure and their role, ensuring that expectations are clearly set. There are also online 

training modules to be completed, including EDI and Supporting Student Mental Health and 

Wellbeing, monitored through the MyReview system used for annual appraisals.  New staff are also 

made aware of other training opportunities.  

(ii) Promotion:  In common with most UK universities, there is no promotions process for PS staff.  

Instead, the University-wide career structure provides opportunities to advance to more senior roles 

by applying for advertised posts in any School or Faculty. Re-evaluation of job grades is possible if 

responsibilities increase.  School support is described in Section 5.3. 

 
Submitted Not submitted 

Eligible 
pool % submission 

Female 6 0 6 100% 

Male 60 4 64 94% 

Total 66 4 70 94% 

SILVER APPLICATIONS ONLY 

5.2. Key career transition points: professional and support staff 

(i) Induction 

Describe the induction and support provided to all new professional and 

support staff, at all levels. Comment on the uptake of this and how its 

effectiveness is reviewed. 

(ii) Promotion 

Provide data on staff applying for promotion, and comment on applications 

and success rates by gender, grade and full- and part-time status. Comment 

on how staff are encouraged and supported through the process. 
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5.3. Career development: academic staff 

(i) Training  

Describe the training available to staff at all levels in the department. Provide 

details of uptake by gender and how existing staff are kept up to date with 

training. How is its effectiveness monitored and developed in response to levels 

of uptake and evaluation? 

UoB has signed up to the UK Concordat, implementing provision of training courses, SR&D appraisals 

for all staff, mentoring, and one-on-one coaching opportunities.  Ongoing training is provided 

through professional development courses, much of it within the CREATE (Cultivating Research and 

Teaching Excellence, http://www.bristol.ac.uk/staffdevelopment/academic/create/, Fig. 19) scheme 

for all career stages.  

Table 36:  Participation in career development and training courses by academic, research and 

teaching staff in the School. 

 Academic staff (P1) Research staff Teaching staff (P3) 

F M F M F M 

2013/14 15 0 1 8 2 5 

2014/15 30 0 3 4 7 6 

2015/16 18 0 6 31 13 19 

2016/17 19 2 30 71 22 18 

Total 82 2 40 114 44 48 

CREATE participation is mandatory for all new staff, who are contacted by HR to advise them about 

enrolment. Courses must be completed for career progression and promotions.  

 

Fig. 19: Overview of the CREATE Scheme and qualification mapping at Bristol, 

www.bristol.ac.uk/media-library/sites/staffdevelopment/migrated/documents/create-diagram.pdf. 
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Course participation data (Table 36) indicate an increase which coincides with the launch of CREATE 

in Sept 2014. The greater participation among female AS partly reflects appointments made, but we 

will explore other reasons (Action 5.7). The greater number of male Research Staff influences the 

F:M ratio for course attendance in this category.  The participation by Professor Christine Willis in 

the University’s Leadership Course exemplifies support for senior staff. She is now Head of the O&B 

Section.   

 

(ii) Appraisal/development review  

Describe current appraisal/development review schemes for staff at all levels, 

including postdoctoral researchers and provide data on uptake by gender. 

Provide details of any appraisal/review training offered and the uptake of this, 

as well as staff feedback about the process.   

 

All Academic, Research, Technical and Professional Services staff are required to participate in 

annual SR&D appraisals through the MyReview system.  The process involves completion of an 

online form, addressing progress against last year’s agreed goals in all aspects of the job, and setting 

new objectives.  Forms are shared with the appraiser (normally the LM), who discusses the content 

in an ~1 hour long face-to-face meeting. Workloads are discussed, as are personal circumstances 

such as caring responsibilities, or flexible working options, and written feedback is provided by the 

appraiser. Uptake is 100% among F and M core-funded staff.  Staff can request a different appraiser 

(e.g. a female colleague) if they wish. The appraisers receive formal training organized by the 

University.  Feedback is positive about the benefits of the SR&D, and engagement by staff is 

therefore constructive. Issues related to work-load, promotion and flexible working can be discussed 

at any time outside the annual SR&D cycle, and not only with the LM.  

All PDRAs are offered the same annual SR&D process. The process can be timed to suit the start 

dates of PDRA contracts. The uptake by PDRAs is incomplete, and in response to feedback from 

Focus Groups, we will set out PDRA SR&D expectations, introduce monitoring, and develop a team of 

PDRA appraisers to provide career development advice (Action 5.8).   

 

(iii) Support given to academic staff for career progression  

Comment and reflect on support given to academic staff, especially postdoctoral 

researchers, to assist in their career progression.  

The HoS and SHs strive to ensure all AS are given every opportunity to reach their full potential, and 

Section 5.1.(iii) provides evidence for success with promotions. 

The School supports staff and students at all career stages, but it recognizes the importance of the 

transitions from PhD to PDRA (see Section 5.3.(iv)) and PDRA to independent scientist. The latter 

step is often supported by an externally awarded fellowship, hence strong candidates (both F and M) 

are encouraged to apply for fellowships here or elsewhere. They are given advice on their CVs and 

research proposals, and mock interviews are provided as standard practice. Success is demonstrated 

by 6 current Fellows. We also host 14 Marie-Curie fellows; staff actively seek strong applicants and 

help them prepare competitive proposals. 
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After induction, new staff are supported with reduced teaching loads, allocation of lab and office 

space for their groups, subsidised access to major research facilities, IT provision and support, and 

allocation of a PhD studentship.  They can attract further, fully funded PhD students through our 

CDTs. Mentors provide career guidance.  Section 5.3.(v) describes support with research proposals, 

and Section 5.1.(ii) summarizes our response to Focus Group feedback on Induction. 

Provisions already in place to support PDRAs include: 

• A review of progress at 6 months from start of employment; 

• Annual SR&D; 

• Representation on Section Committees and the EWG/SAT; 

• Full access to Staff Development for PDRAs;  

• Resources to attend conferences; 

• Teaching duties (limited) if the PDRA wishes; 

• Support to apply for independent fellowships, including an annual Fellowship Bootcamp; 

• Mock peer-review panels, and meetings with Research Council staff, to clarify grant-writing 

and peer-review processes; 

• A dedicated Research Staff Development Officer who offers 1:1 career support 

appointments to researchers, supported by a web-based Research Staff hub;  

• A Research Staff Development Fund.  
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To further enhance the PDRA community, and provide them with a greater voice in the School’s 

culture, we will (Actions 4.8, 5.6, 5.8, 5.9, 5.10):  

• Establish a PDRA forum, reporting to School Assembly, to be consulted in matters affecting 

PDRAs and to organise scientific, career development and social events; 

• Encourage PDRAs to take up SR&D opportunities on offer; 

• Continue to include PDRAs in School seminar programmes; 

• Continue to run an annual Early Career Symposium Next in June 2018) in which PDRAs 

present their research, with 50%F speakers;  

• Offer PDRA training in supervision of PGRs and UG students; 

• Signpost training courses appropriate for career development; 

In 2016, the University and WISE secured EPSRC funding to develop a programme to support women 

at SL / Reader level to prepare cases for promotion to Professor. If mid-career staff are struggling to 

maintain research momentum, the School encourages sabbaticals, new collaborations, and support 

with research proposals. In preparation for senior roles, the University supports participation by 

women in the Leadership Foundation’s Aurora programme, and the Leadership Matters programme. 

We propose to put in place mentors for all staff below Professorial level, to support their career 

advancements in research and teaching, and to provide focused advice (Action 5.5).  This will replace 

a well-intentioned previous trial of a mentoring scheme targeting female PGs, researchers and 

academic staff, which did not succeed as we had hoped. Our analysis suggests the new scheme will 

address the shortcomings of the existing scheme. 

 

(iv) Support given to students (at any level) for academic career progression 

Comment and reflect on support given to students at any level to enable them 

to make informed decisions about their career (including the transition to a 

sustainable academic career). 

 

Support for academic and STEMM career progression of PG (mostly PGR) students, beyond their 

research training in a leading UK department, includes: 

• Courses designed for the School’s several CDTs are accessible to all PGRs; 

• Funding to attend conferences, present their research, and develop research networks; 

• Active seminar programme to expose students to world-leading research, including 

symposia by leading international speakers, which include meetings between students and 

the speakers; 

• CDT-student led seminar programmes;  

• Opportunities for UG teaching, demonstrating and outreach, with training provided; 

• A second point of contact to whom they can turn in addition to the supervisor; 

• Annual progress monitoring, in which both research achievements career plans are 

discussed; 

• Female PG students are welcome to join the WiCWG; 
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• The large number of PDRAs (both F and M) provides alternative mentors close to the PGs’ 

career stage. 

New postgraduates attend Faculty and School Graduate Induction programmes which introduce the 

wide training opportunities available. The student and supervisor agree a plan for further skills 

development.  

The Staff – Postgraduate Student Consultative Committee (currently 40%F) provides a forum for PG 

students, and oversees a comprehensive training programme. It is co-chaired by the DGS and a 

Female PGR student. The Bristol Doctoral College (BDC) provides a further level of University-wide 

support, and organizes courses and events to develop broader skills of PGs.  Personal development 

planning (PDP) is implemented for all PG students through the BDC. 

Continuation of annual focus groups with PGs and actions on the outcomes will help us to support 

their future career aspirations. We will monitor exit destinations and check for gender-dependent 

patterns in career choices (Action 4.7). 

Numerous mechanisms provide guidance, support and pastoral care for UGs, e.g.: 

• A dedicated Senior Tutor; 

• Individual Personal Tutors (who teach their personal tutees in Yr 1 to strengthen the 

connection);  

• An in-School Wellbeing Adviser (from 2018) 

• An Extenuating Circumstances Committee; 

• A UG-led mentoring scheme;  

• A Staff – UG Student Consultative Committee; 

• PDP for all UGs; 

• An excellent Careers Service. 

The University’s expectations for personal tutors are clearly set out in guidance notes, and 

completion of training modules (e.g. in student well-being and mental health) is required. UG 

students interested in STEMM/academic careers benefit from summer internship and final-year 

research projects, and are encouraged to attend seminars and group meetings, and to contribute to 

journal publications. 

Female academics and support staff are available to discuss issues with any PG or UG when they 

prefer to seek the advice of a woman. F and M PG demonstrators in the Teaching Labs also provide 

useful support for UG students with study related concerns.  

The WiCWG organised a PG and UG careers event in 2017 with the Careers Service. In Feb 2018, the 

Faculty held a Science Alumni Careers Evening.  

Feedback from Bristol SU focus groups (2017), NSS (2017), PRES (2017) and the Bristol SU Survey 

(2017) and Your Bristol Survey (2017) identified several positives about the School, with 90% 

perceiving their course to improve their career prospects, and praise for a fortnightly newsletter 

with employment opportunities.  It also identified the following needs: 

• Improved transitions into University and between years to build confidence; 
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• A more supportive teaching environment; 

• Better standardising of pastoral support, including personal tutors for PGRs; 

• Better mechanisms to report cases of harassment, sexism, and other inappropriate 

behaviour; 

• A more uniformly understanding approach to wellbeing related absences; 

• Greater information about the practicalities of scientific careers, e.g. managing pregnancy 

and child-care; 

• Higher visibility for EDI activities in the School.  

This feedback provides the basis for (Action 5.11). 

Our 2018 Focus Groups suggested: 

• Setting up a regular programme of events on diversity in science to inform about the 

rewards and challenges of scientific careers; 

• Establishing small mentoring circles, and developing a toolkit to run them. 

We will implement these in consultation with FUSION (UGs), the GCA (PGs) and the PDRA Forum 

(Actions 5.12, 5.13).    

 

(v) Support offered to those applying for research grant applications 

Comment and reflect on support given to staff who apply for funding and what 

support is offered to those who are unsuccessful. 

There is extensive mentoring of early career AS (F and M) applying for research grants or fellowships. 

Outstanding young researchers are encouraged to apply for independent fellowships, and are 

mentored through the process by senior colleagues with a track-record of success.  

The Finance Office assists with budgets, and the Research and Enterprise Development (RED) Office 

provides further advice, with specialist staff focusing on European or UK agencies. Model examples 

of successful grant applications are shared by RED. Fellowship and large bids are subjected to 

internal review and improvement before submission. Mock panels are set up by RED, and detailed 

feedback provided. Where possible, the School offers research support to bolster proposals.  Where 

industrial support might benefit a project, experts in academic–industrial collaboration help to 

establish links and prepare contract documents. 

Staff who are unsuccessful with grant applications are encouraged to review the feedback with 

mentors to improve future grant proposals.  Career success does not hinge on securing UK and EU 

research council funding: for example, the School participates in numerous CDTs which fund PG 

students.  Targeted use of the EPSRC doctoral training grant (DTG) can also support staff through 

gaps in external funding, or to develop new research ideas. Access to the School’s major research 

facilities is costed into grant proposals, but unsuccessful applicants can use these facilities with 

School support.    
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(i) Training: The University offers an extensive range of online and face-to-face training for career 

development of PS and support staff, and LMs facilitate engagement.  Staff have access to 

KnowHow, the University's online Self-Development toolkit.  AUA membership is promoted at the 

termly Staff Welcome Fair. 

(ii) Appraisal / development review: All staff have a one-to-one SR&D Meeting with their LM once a 

year. The procedure is the same as for Academic Staff (Section 5.3.(ii)), and is an opportunity for 

staff to assess themselves against the University's Professional Behaviours Framework. The 

effectiveness of this system was praised in a 2018 PS-staff focus group, observing that the quality of 

line-management is good, LMs are appropriately trained, and take their roles seriously.  

(iii) Support for career progression: Focus Groups show PS staff are aware that they are likely to 

have to apply for higher grade roles to progress their careers (see Section 5.2.(ii)). A large proportion 

of PS vacancies are initially advertised internally to maximise the opportunities for existing staff. 

Discussion of career progression forms an integral part of annual SR&D, with opportunities for 

mentoring, job shadowing and secondment. TS recognise that they can apply for research 

fellowships or advertised vacancies. Funding is available for PS and TS to attend conferences, and 

UoB hosts annual Technical Staff Conferences and Technical Leaders’ Forums. TS can contribute to 

teaching and supervise students in the use of specialist equipment. The Staff Development Team 

offers upskilling events. A 2018 focus group indicated that progression opportunities are limited for 

TS appointed to specific roles – something that we will review alongside UoB development of a 

career framework (Action 5.3). 

  

SILVER APPLICATIONS ONLY 

5.4. Career development: professional and support staff 

(i) Training 

Describe the training available to staff at all levels in the department. 

Provide details of uptake by gender and how existing staff are kept up 

to date with training. How is its effectiveness monitored and developed 

in response to levels of uptake and evaluation? 

(ii) Appraisal/development review 

Describe current appraisal/development review schemes for professional 

and support staff at all levels and provide data on uptake by gender. 

Provide details of any appraisal/review training offered and the uptake 

of this, as well as staff feedback about the process. 

(iii) Support given to professional and support staff for career progression 

Comment and reflect on support given to professional and support staff 

to assist in their career progression. 
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5.5. Flexible working and managing career breaks 

The University is committed to integrating the development of a career with family responsibilities 

and policies comply with relevant legislation. All employees have the right not to be subjected to a 

detriment on the grounds of pregnancy, childbirth or maternity, irrespective of hours of work or 

service and have the right to demand a written statement of the reasons for dismissal, if dismissed 

while pregnant. 

Fig. 20: Screenshot of SoC webpage highlighting family friendly working opportunities, accessed on 

08/05/2018, http://www.bristol.ac.uk/chemistry/swan/family-friendly-working/  

 

(i) Cover and support for maternity and adoption leave: before leave  

Explain what support the department offers to staff before they go on maternity 

and adoption leave. 

The School has embedded the University’s policies on support for staff prior to maternity or 

adoption leave.  All pregnant employees irrespective of length of service have a statutory right to 
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reasonable paid time off work to keep appointments for antenatal care prescribed by a doctor, 

midwife or health visitor.  LMs, supervisors or personal tutors will meet with the pregnant 

staff/student to discuss provisions to be made during maternity leave, and plans for the duration of 

leave. The School reallocates teaching duties if they are not compatible with a staff member’s 

pregnancy.  

Risk assessments identify any hazards to the pregnancy, and those working in labs can be relocated 

or reassigned. Pregnant women can apply to the University for a dedicated parking space.  In 

discussion with LMs, arrangements that can be made in advance of maternity leave include flexible 

working, modified workloads, identifying colleagues to supervise research groups, cover teaching 

duties, etc.  Mentors are available to staff and PGRs through the University’s Maternity Connections 

scheme from before, to during and after maternity leave. A parental coaching service offers parents-

to-be sessions to discuss issues related to work and family. 

When PDRAs or RFs are supported by fixed-term funding, the University’s HR maternity budget will 

meet additional costs to ensure parity of treatment with core-funded staff, with arrangements made 

in advance of maternity leave. 

 

(ii) Cover and support for maternity and adoption leave: during leave 

Explain what support the department offers to staff during maternity and 

adoption leave.  

All employees are entitled to up to 52 weeks of maternity or adoption leave, regardless of length of 

service, although the employee decides how much maternity leave provision to take (beyond the 

legal minimum).  During leave, teaching is covered by colleagues, and stand-in supervisors oversee 

research groups. Optional Keeping in Touch (KIT) days are available, and SPLIT days for staff taking 

shared parental leave.  

Fig. 21: Screenshot collage of SoC presence on social media. Facebook: @Bristolchemistry, Twitter: 

@BristolChem and @BristolChemLabS. 
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The HoS, SM and other staff keep in regular communication with leave takers.  Focus Group 

feedback shows those on leave visit the School informally, and use KIT days.  E-mail circulars and 

social media (Fig. 21) provide further updates.   

Since 2015, one research staff member (Dec 2016 / Jan 2017) and one PS staff member (in Jan-Mar 

2017) took advantage of KIT days. Prior to returning to work, meetings with LMs establish support 

measures and working patterns. 

 

(iii) Cover and support for maternity and adoption leave: returning to work  

Explain what support the department offers to staff on return from maternity 

or adoption leave. Comment on any funding provided to support returning staff.   

Women returning from maternity leave are offered flexible working and time to regain research 

momentum. PS staff have also benefited from flexible working or temporary part-time working 

arrangements. Where appropriate, funding extensions and extensions to thesis submission deadlines 

can be arranged.  

On return from leave, AS have reduced teaching and administration loads to help rebuild their 

research.  PS staff returners have been granted condensed working, allowing full-time hours over 4 

days. Staff can return part-time for an agreed period, with cover provided by a fixed-term contract 

appointee, and then return to full-time.  For example, a member of TS returned from maternity 

leave as 0.6 FTE, and we appointed a 0.4 FTE cover for 3 years, with the TS member now having the 

option to return full-time or job-share with the cover appointee. Reintegration is monitored by 

meetings with LMs. 

A lockable room is set aside for breast feeding or expressing milk. It does not contain a fridge, but 

fridges are available in several offices. 

The Returning Carers’ Scheme (Fig. 22) provides support (≤£10k) for any staff returning from a 16+ 

week period of caring leave (one beneficiary from the School).  Staff networks for parents and carers 

provide forums to share experiences.  

The University operates a Day Nursery, with priority for children of UGs, then PGs, then staff.  Staff 

on the payroll system can pay directly through a salary sacrifice scheme. Because of high demand, 

the University has an arrangement with a nearby private nursery provider, and the same direct 

payment method is available. The University also participates in the National Childcare Voucher 

Scheme. 
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Fig. 22: Screenshot of UoB details on Returning Carers’s Scheme, accessed on 09/05/2018, 

http://www.bristol.ac.uk/inclusion/support-and-guidance/work-and-family/returning-

carers-scheme/  

 

(iv) Maternity return rate  

Provide data and comment on the maternity return rate in the department. 

Data of staff whose contracts are not renewed while on maternity leave should 

be included in the section along with commentary. 

SILVER APPLICATIONS ONLY 

Provide data and comment on the proportion of staff remaining 

in post six, 12 and 18 months after return from maternity leave. 
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Table 37: Academic staff maternity leave, return rate and numbers still in post 6, 12 and 18 months 

after maternity leave. 

  

Instances of 

maternity 

Immediate 

returners 

6 

months 

12 

months 

18 

months 

2013-14 4 4 (100%) 4 (100%) 4 (100%) 3 (75%) 

2014-15 4 3 (75%) 2 (50%) 2 (50%) 1 (25%) 

2015-16 2 2 (100%) 2 (100%) 1 (50%) 1 (50%) 

2016-17 3 3 (100%) 2 (67%) 2 (67%) 2 (67%) 

Table 38: Professional Services staff maternity leave, return rate and numbers still in post 6, 12 and 

18 months after maternity leave.  

  

Instances of 

maternity 

Immediate 

returners 

6 

months 

12 

months 

18 

months 

2014-15 1 1 (100%) 1 (100%) 1 (100%) 1 (100%) 

2015-16 1 1 (100%) 1 (100%) 1 (100%) 1 (100%) 

2016-17 1 1 (100%) 1 (100%) 1 (100%) 1 (100%) 

No adoption leave was requested in 2013-17. Data show high rates of return after maternity leave, 

both for AS and PS staff.  Retention of AS falls off from 6 months after return to work.  We will carry 

out exit interviews to understand the reasons (Action 5.14).    

 

(v) Paternity, shared parental, adoption, and parental leave uptake 

Provide data and comment on the uptake of these types of leave by gender and 

grade. Comment on what the department does to promote and encourage take-

up of paternity leave and shared parental leave. 

The University’s family friendly provision (see above) is offered equally to men and women.  Over 

the last 5 years there have been no cases of adoption leave, but the following numbers of male 

academic staff have taken paternity leave:  3 (2 AS, 1 TS) in 2013-14; 1 (AS) in 2015-16, 4 (all AS) in 

2016-17 (with one instance of shared parental leave).  Information about paternity leave on the UoB 

website is now linked from our updated EDI webpages to encourage men to take leave to which they 

are entitled.  

 

(vi) Flexible working  

Provide information on the flexible working arrangements available.   

We embrace the University’s PWE policy, which seeks to enable staff to achieve an appropriate work 

life balance. This policy applies to all staff, regardless of length of service, grade, or personal 

circumstances. All employees with at least 26 weeks' continuous employment have a statutory right 

to request a flexible working arrangement with formal contract changes, and all University posts are 

open to consideration under job share arrangements.  Section 5.5.(iii) discusses flexible working 

after maternity leave. 
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Several staff Academic and PS staff have benefited from agreed flexible working, and two examples 

(1M, 1F) are presented in the Case Studies. A further example is a male SL who works full-time, but 

at home on Fridays because of childcare. This, and other family friendly policies, are promoted to all 

staff via the School’s website.  

The HoS invites all staff annually to identify restrictions on the hours they can be available to teach 

or attend committees for the coming year, and these restrictions are considered when timetables 

are prepared. 

There is also considerable informal flexibility.  Home-working is facilitated by our online 

administrative and assessment systems, including remote access to UG work. When necessary, staff 

can rearrange work commitments at short notice and colleagues are always willing to provide cover.  

We will improve provision of PT working for PGs and PDRAs, and raise awareness of rights (Action 

5.15).   

 

(vii) Transition from part-time back to full-time work after career breaks 

Outline what policy and practice exists to support and enable staff who work 

part-time after a career break to transition back to full-time roles. 

Staff that wish to return to work part-time will be granted this for an agreed period.  If the role is 

full-time, cover will be provided by a new appointee on a fixed-term contract.  The returning staff 

member can then choose to return to full-time employment after an agreed time, or in some cases 

job share. Section 5.5.(iii) provides examples after maternity leave.  Comprehensive support is 

provided for any transitions back to full-time roles. 

 

5.6. Organisation and culture 

(i) Culture 

Demonstrate how the department actively considers gender equality and 

inclusivity. Provide details of how the Athena SWAN Charter principles have 

been, and will continue to be, embedded into the culture and workings of 

the department.   

 

Athena SWAN charter principles of gender equality, equality of opportunity, and tackling unequal 

gender representation are firmly embedded in the culture and working practices of the School.  

Active leadership from senior members of the School shows a strong commitment to these 

principles.  

 

As Table 39 shows, there is a culture of respect for others, and high standards of courtesy are the 

norm.  At induction, and through resources such as our website, students and staff are made aware 

of channels through which they can draw the School’s attention to unacceptable behaviour, and the 

HoS, SM and SHs foster a culture of openness.  
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Table 39: Returns from the 2015 Staff Survey (data from 2018 are not yet available), for 
Professional Services, Technical and Academic (P1 and P2) staff show broad satisfaction with the 
working culture.  No returns were received from the small number of P3 staff.  The final two 
columns provide average responses for Female and Male staff.  Percentages reflect returns of 
Agree or Strongly Agree unless otherwise specified. 

Survey statement / 
question 

PSS TS AS P1 AS P2 F M 

There is a friendly working 
atmosphere. 

94% 61% 85% 98% 85% 88% 

I understand what I am 
expected to achieve in my 
job. 

100% 87% 94% 89% 85% 93% 

I understand about 
expected standards of 
behaviour. 

94% 100% 94% 89% 94% 92% 

I have a good working 
relationship with my 
colleagues. 

94% 74% 97% 96% 87% 95% 

Communications between 
colleagues are courteous. 

94% 73% 88% 95% 85% 89% 

Would you recommend the 
University as a place to 
work? (Yes) 

94% 100% 88% 93% 94% 94% 

 

Feedback from a 2018 PS and TS focus group indicates a good working environment in the School in 

which staff feel valued, there is a shared ethos, strong links to AS, equal opportunities for men and 

women, and a clear line-management structure. They felt their manager will take action if made 

aware of inappropriate behaviour. 

The University is launching an online reporting tool, Report and Support, for cases of harassment, 

misconduct, assault and discrimination. Further information about reporting mechanisms is linked 

directly from our EDI webpages. 

The EWG provides oversight of EDI initiatives in the School, and EDI awareness has increased since 

our 2015 Athena SWAN submission.  We will set-up and advertise an e-mail address to raise issues 

affecting women in the School, as well as broader EDI matters (Action 5.16).  

Success at all levels is recognized and celebrated, regardless of gender, e.g. on the School’s webpage 

and social media, and in the “Friday News” email. These mechanisms increase awareness of EWG, 

WiCWG and EDI activities. The School’s magazine Chemistry Explored publicises achievements by 

staff and students in an accessible style to current School members, alumni and prospective 

students.  

A 2018 Focus Group of female AS indicated that they liked working in the School, enjoying the 

inclusive working culture. While conscious that they are in a minority, they do not feel 

disadvantaged, and are confident to challenge inappropriate behaviour with support of senior staff.  

A PDRA Focus Group showed that a long-hours culture persists in some research groups, and we will 

address this (Action 5.17). A PGR Focus Group highlighted a positive research atmosphere, excellent 

facilities, and people with “open minds and ears”, but was concerned about under-representation of 

women on the academic staff, and wanted to see a greater role for the WiCWG. 
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Fig. 23: Examples of actions since 2015 which have raised EDI awareness and spread good 

practice. 

Further planned actions include: 

• Developing greater awareness of everyday sexism, ethnicity, LGBT+, and other 

diversity issues (Action 5.18); 

• Extending EDI training to PGRs who teach, and refreshing staff training on a 3-year cycle 

(Action 5.2, 5.10).   

The Women in Chemistry Working Group supports women in the School, promotes a positive 

working environment, and organizes events around women in STEMM. The group is now catalysing 

the Chemistry Community Group (Action 5.19), with a view to improving welfare and facilitating 

communal interactions across all women and men in the School. We believe that positive change to 
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the culture now requires everyone to be involved. Activities will be community-led, inclusive and 

wide-ranging, integrating the GCA, FUSION, PDRA Forum and WiCWG. 

Our 2018 Focus Groups identified a need to ensure training for all researchers and students includes 

an element of sensitivity to the needs of others, in particular those who share different values and 

are from different cultures (Actions 5.4, 5.9, 5.10, 5.20). 

 

(ii) HR policies  

Describe how the department monitors the consistency in application of 

HR policies for equality, dignity at work, bullying, harassment, grievance 

and disciplinary processes. Describe actions taken to address any identified 

differences between policy and practice. Comment on how the department 

ensures staff with management responsibilities are kept informed and updated 

on HR policies. 

 

Monthly meetings are held between the HoS, SM and Faculty HR Manager, to ensure updates in 

policy are shared within the School, and to discuss any case work or highlight potential case work 

emerging from reporting mechanisms. LMs are made aware of any issues with staff if appropriate.  

SHs, the HoS and the SM, supported by the EWG and online/e-mail reporting mechanisms, monitor 

the implementation of HR policies regarding equality and dignity at work.  The EWG chair recently 

met with all PS staff following a complaint about inappropriate use of language, and together they 

developed a strategy for PS staff to respond to further instances, with the full backing of senior staff.    

The School’s EDI webpages link to the Acceptable Workplace Behaviour Advisory Service, a network 

of trained volunteers who provide an informal advisory service to staff who feel they may be 

experiencing unacceptable behaviour, bullying or harassment at work. The service helps people 

accused of unacceptable behaviour as well as those who are unhappy with behaviour.  The 

University is soon to launch its Report and Support online reporting tool for staff and students 

experiencing harassment, assault, discrimination or other unacceptable behaviour. 

 

(iii) Representation of men and women on committees  

Provide data for all department committees broken down by gender and staff 

type. Identify the most influential committees. Explain how potential committee 

members are identified and comment on any consideration given to gender 

equality in the selection of representatives and what the department is doing 

to address any gender imbalances. Comment on how the issue of ‘committee 

overload’ is addressed where there are small numbers of women or men. 

The committee structure is illustrated in Fig. 2.  The most influential committees are the School 

Planning and Resources Committee (SPARC – attended by senior staff, including the HoS (M), the SM 

(F), and SHs (1 F, 2 M) and occupants of other senior roles) and the School Assembly (attended by all 

academic, PS, research and technical staff).  All other committees report to these forums. 
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The HoS and SHs are 4 and 3-year roles, and all staff are consulted about appointments. The HoS role 

was advertised externally and internally in 2017, resulting in the appointment of our first female 

HoS.  Key committees are chaired by Directors of Research, UG Teaching, Graduate School, and they 

agree further memberships with the HoS and SHs, in discussion with the staff concerned. Oversight 

by SHs helps to maintain balanced workload allocations.  

Table 40: Committee membership by gender and staff type for 2016-17. The number of women on 

each committee has remained similar for the last three years. AS = Academic Staff; PS = Professional 

Services Staff; S = Student.  # 2 of 3 female Professional Services Staff on the H&S Safety Committee 

are not part of School of Chemistry; * 12 members of the AAB are external to the University 

(currently, all are male).  Two students on the Staff-UG Student Consultative Committee are BAME. 

The current imbalance of women on the EWG will be addressed by Action 3.2. 

 

Committee 
Female Male Female 

% AS PS S AS PS S 

School Planning and 
Resources Committee  

1 1  11   15 

Research Committee    12   0 

Staff-PG Student Consultative 
Committee 

 2 4 8  4 33 

Health & Safety # 1 3  3 4  36 

Equality Working Group 4 3 3 4   71 

Technical Planning and 
Resources Committee 

 1  3 1  20 

Computer Users Committee  3  5 2* 1 27 

Teaching, Learning and 
Assessment Committee  

 1 1 6   25 

Staff-UG Student Consultative 
Committee 

 1 6 7 2 4 35 

Library Committee     5 1  0 

Annual Advisory Board* 1   4   20 

 

We ensure appropriate female representation, but try to avoid committee-overload for female staff. 

We are also aware of the need for staff of either gender to take administrative roles of sufficient 

responsibility to further their career progression and promotion prospects.  

The external membership of the Annual Advisory Board is male dominated, and we will set a target 

of at least 25% external membership by women by 2022 (Action 5.21). 

 

(iv) Participation on influential external committees  

How are staff encouraged to participate in other influential external committees 

and what procedures are in place to encourage women (or men if they are 

underrepresented) to participate in these committees?  

Both women and men are encouraged to take senior roles within and outside the University. Any 

such commitments are accounted for in workload allocation and for promotions cases. The HoS and 

SHs understand representation on high-level committees can adversely impact staff time and 
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research output. Duties are therefore monitored carefully during annual SR&D to protect female 

staff from over-burdening. 

Women in core academic roles currently serve on several external committees of funding agencies 

(e.g. EPSRC), and professional societies (e.g. RSC, SCI), just as their male colleagues do. 

 

 

(v) Workload model  

Describe any workload allocation model in place and what it includes. Comment 

on ways in which the model is monitored for gender bias and whether it is taken 

into account at appraisal/development review and in promotion criteria. 

Comment on the rotation of responsibilities and if staff consider the model 

to be transparent and fair.   

The School does not currently operate an 

algorithmic workload model. However, the P&T 

Section Head (who also Chairs the EWG) is testing a 

model with the School Manager, with a view to 

wider roll-out once a suitable and fair model has 

been established (Action 5.22). 

Duties are allocated by SHs, who have an informed 

overview of the commitments of staff in teaching, 

research and administration, as well as any 

external caring responsibilities. Administrative 

tasks are shared among all academic staff. New 

Lecturers and all RFs have reduced teaching and administrative loads, and due consideration is also 

given to special cases (e.g., returners from maternity leave). These processes are open and 

transparent: teaching and administrative duty lists are distributed at meetings of Section staff, and 

staff have the opportunity to discuss their allocations in these meetings, privately, or in annual 

SR&D. 

The large number of staff lightens individuals’ teaching loads and allows flexibility in the allocation of 

major administrative duties; these roles rotate on a 3 − 4 year basis to prevent over-burdening.  

The 2016 ECU ASSET report found women are more likely to report greater teaching and 

administrative responsibilities than men, but we find no evidence for this gender imbalance in the 

School. 

 

(vi) Timing of departmental meetings and social gatherings  

Describe the consideration given to those with caring responsibilities and part-

time staff around the timing of departmental meetings and social gatherings. 

The School schedules meetings and seminars within core hours (09:30 to 16:00), with a few 

exceptions because of timetabling and venue constraints. Planning occurs well in advance, with 

consideration of specific needs; if someone is working flexibly, meetings will be held during their 

working hours or remotely by Skype.  

The Panel recommends that 
the School ‘rebalance’ its 

teaching and research 
capabilities, by way of 
introducing a clearer 

workload allocation model. 
School Review Report 2018 
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The University’s teaching hours are 09:00 – 18:00, so staff may be asked to teach outside core hours. 

The HoS has discretion to constrain timetabling for those staff with family or caring duties to within 

core-hours, and consults annually to identify those staff who require this support.    

There are many opportunities for staff and students to interact on a social level, mostly during core 

hours.  Examples include charity cake sales, a summer barbecue (early afternoon), quizzes organized 

by the GCA, the annual Christmas party for all staff and PG students (early afternoon), and 

receptions after some seminars. Feedback from PGRs and PDRAs asks for more such social events, 

and events which do not involve alcohol for greater inclusivity (Action 5.23).    

 

(vii) Visibility of role models 

Describe how the institution builds gender equality into organisation of events. 

Comment on the gender balance of speakers and chairpersons in seminars, 

workshops and other relevant activities. Comment on publicity materials, 

including the department’s website and images used. 

The importance of female role models is widely understood, and cannot be met solely from among 

the female academic staff (10% F core staff).  Our seminar and symposia organizers therefore aim for 

gender-balance.  The P&T Seminar Programme achieved F:M speaker ratios of 44% (4 of 9) in 2016-

17, and 43% (3 of 7) in 2017-18, with 3 further female speakers lined up for Spring/Summer 2018. 

High-profile international female lecturers at symposia include Odile Eisenstein (2016), Karen 

Wooley (2016), Christina White (2017), Laura Kiessling (2016), Ada Yonath (2014, Nobel Laureate). 

All invited lecturers are encouraged to meet PGRs and PDRAs and discuss academic career pathways. 

An annual Athena SWAN lecture, showcasing EDI role models and their research interests, will be 

introduced to our School Seminar programme, launching with a celebration of our first female Head 

of School (Action 5.24). 

All our UGs should see role models with whom they can identify early in their University studies. To 

address this, half the Year-1 students were taught mathematics by a female Lecturer in 2017-18, and 

a female Professor will teach the entire year-1 group in future (by redistributing, rather than adding 

to her lecturing duties).  The O&B Section staffs all 2nd-year UG workshops with at least one female 

academic, and we will use this model more widely. The new HoS will engage with various UG, PG and 

PDRA groups (Action 5.24). 

The School’s online and printed publicity materials and news stories all seek to present images, 

articles and news stories featuring both female and male UGs, PGs, and staff, and the gender 

balance is regularly reviewed. Website templates are set up centrally to ensure they comply fully 

with University policy.  All our admissions material is checked and advised upon by the University’s 

central admissions team.  All printed publicity material is carefully reviewed before printing.  

  

(viii) Outreach activities  

Provide data on the staff and students from the department involved in outreach 

and engagement activities by gender and grade. How is staff and student 

contribution to outreach and engagement activities formally recognised? 

Comment on the participant uptake of these activities by gender.   
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Our Bristol ChemLabs outreach programme is one of the largest in the UK and internationally, with 

over 25,000 participants per year. Participation by gender has not been recorded, although 

participation is encouraged regardless of gender or ethnicity. Our outreach web pages recognise all 

outreach activities, reporting the names of all staff/students taking part. We will evaluate a subset of 

the ChemLabs outreach activities in the future to monitor participation by gender and ethnicity 

(Action 5.25).   

Fig. 24: Collage of outreach activities targeting female participants. Clockwise, from top left: Dr 

Alison Rivett at Danesfield Middle School (May 2017), PGR students at UoB Women in STEMM event 

(Nov. 2017), Wiltshire Federation workshop, Cream Tea Chemistry, led by Dr Natalie Fey (Apr. 2018), 

Demonstration at UoB Women in STEMM event, led by Dr Natalie Pridmore (Nov. 2017), Making 

Molecules at UoB Women in STEMM event, led by Dr Beth Anderson (Nov. 2016), Skirting Science 

workshop (June 2017), Dr Alison Rivett at Minerva Academy (Apr. 2017); in centre, PGR students at 

UoB Women in STEMM event (Nov. 2017). 

Table 41: Numbers and proportions of Staff and Students involved in Outreach & Engagement 

delivery (data are for 2017). 

 Female Male 

Students 28 (56%) 22 (44%) 

Staff 5 (36%) 9 (64%) 

National and international visits to Primary schools are led by Dr Alison Rivett, a Primary Science 

Outreach Consultant. Two further outreach projects, the Chem@rt initiative and the Picture It… blog 

are aimed at a wide audience. Members of WiCWG support a number of other outreach events 

showcasing women in STEMM (Fig. 24). These include the annual Skirting Science workshops 

(www.skirtingscience.co.uk), STEMM careers fairs in local schools, and the University’s Women in 

STEMM event.   

 [Section 5:  6444 words] 
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Prof M. Carmen Galan (SAT member): I was appointed in 2006 as a temporary lecturer in the School 

of Chemistry. In 2008, I was awarded a Royal Society Dorothy Hodgkin Fellowship and in April 2012, I 

secured an EPSRC Career Acceleration Fellowship to support my salary and research for another 5 

years. This was followed by a 5-year ERC Consolidator grant which I secured in 2015. In October 

2012, I was awarded a proleptic lectureship in the School of Chemistry here in Bristol. In terms of 

career progression, in August 2013, I progressed to Senior Lecturer, which was followed by 

promotion to Reader in 2015 and Professor in 2017. The School has mentored and supported me in 

all these phases of my career development, including key transition points, and my work has been 

recognized externally, for example by the RSC Carbohydrate Chemistry Award (2017). 

I have a 12 year old daughter, and in September 2014 my son arrived. After a period of maternity 

leave, I came back to work, albeit with a significantly reduced teaching load for that year, so that I 

could adjust back to work while caring for my family. I currently have a full teaching/admin load. 

However, the School of Chemistry has been extremely supportive by providing a flexible working 
environment that has allowed me to have a work/life balance. For instance, I am currently working 
from home one day a week. 

When I started in 2006, I was given the same support as other junior academics, which meant I was 
offered mentorship by more senior members of the School (Prof Tim Gallagher and Prof Chris Willis) 
and I had a reduced teaching load so that I could devote time to establish my research. At the time, 

my husband worked away from Bristol, my daughter was only 1.5 years old, and she was often 
poorly. The School allowed me to work flexibly to accommodate the care of my child. The supportive 

environment meant that I could develop my research ideas and secure a number of research grants 

that have been invaluable in terms of establishing my research programme at an international level. 

In terms of scheduling of lectures, workshops and lab demonstrating, I have also benefited from the 

School’s flexible working environment. We are all entitled to request that our teaching slots are 

allocated within times that are suitable to our family commitments. Because of the school/nursery 

run, I am unable to teach before 9 am or after 5pm, therefore all my teaching commitments are now 

allocated within those times. 

The School of Chemistry in Bristol has supported me and continues to do so, allowing me to develop 
my research while also taking care of my family. I feel extremely lucky to be in such a supportive 
environment; without a doubt, it has had a positive impact in my development as an independent 
academic. 

SILVER APPLICATIONS ONLY 

6. CASE STUDIES: IMPACT ON INDIVIDUALS 

Recommended word count: Silver 1000 words 

Two individuals working in the department should describe how the department’s 

activities have benefitted them.  

The subject of one of these case studies should be a member of the self-

assessment team. 

The second case study should be related to someone else in the department. 

More information on case studies is available in the awards handbook. 
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Prof Fred Manby: My career in the School of Chemistry exemplifies how flexible working 

arrangements, agreed with the Head of School and Section Head, are wholly compatible with a 

successful academic career encompassing both research and teaching.  I joined the School of 

Chemistry as a Royal Society URF in 2000, was mentored by the then P&T Section Head (Prof Mike 

Ashfold), and was promoted to Senior Lecturer (2007), Reader (2008) and Professor of Theoretical 

Chemistry (from 2010).  In addition to my undergraduate teaching and pastoral duties, I run a 

productive research group, and I am co-director of the EPSRC Centre for Doctoral Training in Theory 

and Modelling in Chemical Sciences, with significant responsibilities for overseeing the training and 

research of postgraduate students.   

I have two children (10 and 12 years old). Throughout their early years, the School of Chemistry has 

been highly supportive, allowing me to balance a portfolio of successful research and my other 

academic duties with my family commitments. My wife worked for the NHS, and now works for the 

National Osteoporosis Society, and therefore childcare duties have been shared between us from 

the beginning. For example, for around four years, I worked four full working days at the University 

and made up the remaining hours at home. This flexibility enabled both my wife and I to remain in 

work and ensured that valuable time could be spent with our children in their early years. Later, I 

was able to arrange to drop my children at school 3 days per week and pick them up from school on 

one day. Wherever possible, my teaching load has been scheduled in line with these family 

commitments, and online resources developed by the School have allowed me to access and assess 

students’ work while at home.  When minor emergencies arise, such as are inevitable with small 

children, I have always been able to leave my workplace at short notice, often relying on the support 

of colleagues to cover for teaching or other fixed commitments.  

The support and flexibility of the School has enabled me to balance my family life with a flourishing 

career in research, teaching and academic leadership. 

 [Section 6: 835 words] 

7. FURTHER INFORMATION 

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

Please comment here on any other elements that are relevant to the application. 

Preparation of this Athena SWAN application has helped crystallise our plans for further actions to 

improve the working culture of the School; these are captured in a new and ambitious Action Plan. 

The passionate commitment of our new HoS to EDI will provide refreshed impetus to deliver this 

plan. The endorsement of an Athena SWAN award is vital recognition of our ongoing efforts. It 

publicises our EDI commitment to wider audiences, such as students and staff considering applying 

to study or work in the School, and drives further cultural change. 

We have come a long way since 2015 (Table 1), but successful implementation of our new Action 

Plan will transform the School, e.g. by 2022: 30% of the staff are female; 50% of our PGRs and 45% of 

our UGs are women; diverse shortlists are the norm for appointments; seminar programmes have 

50:50 F:M speaker ratios; committees are balanced in gender representation; parental/adoption 

leave is a normal career phase; the sense of community is deeply embedded across all staff and at all 

levels in the School; and EDI considerations underpin all our decision making, staff development and 

working environment.   

 [Section 7: 189 words] 
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8. ACTION PLAN 

The action plan should present prioritised actions to address the issues identified in this application. 

Please present the action plan in the form of a table. For each action define an appropriate success/outcome measure, identify the 

person/position(s) responsible for the action, and timescales for completion.  

The plan should cover current initiatives and your aspirations for the next four years. Actions, and their measures of success, should be 

Specific, Measurable, Achievable, Relevant and Time-bound (SMART). 

See the awards handbook for an example template for an action plan.   

 

 

 

 

School of Chemistry, University of Bristol 2018 - 2022 

Action Objective Rationale Specific Actions and Implementation Responsibility Timescale/ 
priority 

Success Criteria 
/Outcome Measures 

Section 3:  Self-Assessment Activities 

3.1 Rename 
EWG as 
Equality, 
Diversity and 
Inclusion 
Committee 
(EDIC) 

The profile and perceived 
importance of our EDI 
activities in the School will 
be raised if they are 
recognized as led by a 
Committee rather than a 
Working Group. 

The Head of School will rename the EWG as the 
Equality, Diversity and Inclusion Committee, and 
its chair will continue to report to every SPARC 
and School Assembly. 

Head of School Aug 2018 The profile of EDI 
activities in the School 
will be raised; we will 
assess this through 
awareness questions in 
focus groups and 
surveys. 

 

This guide was published in May 2015. ©Equality Challenge Unit May 2015.  

Athena SWAN is a community trademark registered to Equality Challenge Unit: 011132057. 

Information contained in this publication is for the use of Athena SWAN Charter member 

institutions only. Use of this publication and its contents for any other purpose, including copying 

information in whole or in part, is prohibited. Alternative formats are available: pubs@ecu.ac.uk 
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Action Objective Rationale Specific Actions and Implementation Responsibility Timescale/ 
priority 

Success Criteria 
/Outcome Measures 

3.2 Review SAT / 
EWG 
membership 

Note Action 
3.1 renames 
the EWG as 
the EDIC. 

Rotate SAT / EDIC 
membership to ensure 
members are 
representative of the 
School 

Establish an annual review of SAT / EDIC 
membership which maintains representation by 
individuals from a range of grades with clearly 
defined roles, including professional services and 
technical staff, UG, PGT and PGR students.  Aim 
for gender balance by involving more men in EDI. 

School EDIC 
chair 

By Aug 2018 
(to follow 
shortly after 
start of new 
HoS) 

First review held, and 
annual review 
incorporated into 
School’s SWAN 
planning cycle. 

3.3 Establish 
annual 
surveys 

It is important to monitor 
progress by consulting 
staff and students. 

Review and improve staff survey and establish as 
an annual process incorporated into SAT and 
School planning. 

School EDIC 
chair 

By Oct 2018  Survey held.  Staff 
response rate to be at 
least 67%.  Survey 
incorporated into 
School’s SWAN 
planning cycle. 

Survey analysis to be presented to EDIC / SAT and 
SPARC.  Key issues arising from the survey to be 
discussed in SAT meetings and, if required, the 
Action plan amended.   

School EDIC 
chair 

Jan 2019 to 
Mar 2019 

Discussions held at SAT 
and SPARC. Action plan 
amended as 
appropriate. 

Establish postgraduate survey as an annual 
process incorporated into EDIC / SAT and School 
planning. 

School EDIC 
chair 

By Oct 2018  Survey held.  Response 
rate to be at least 67%.  
Survey incorporated 
into School’s SWAN 
planning cycle. 

3.4 Focus 
Groups with 
early career 
researchers 

Need to consult with early 
career researchers. 

Establish an annual series of discussions with 
early career researchers, ensuring that a cross 
section of researchers (PhD/PDRA/RF and M/F) 
attend. 

Report on key issues to be presented to EDIC / 

EDIC / SAT  
early career 
(PGR and 
PDRA) 
representatives 

Oct 2018 – 
Mar 2019 

At least three Focus 
Groups held during 
2018/19. 

Feedback reviewed at 
EDIC / SAT. Action plan 
amended as 
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Action Objective Rationale Specific Actions and Implementation Responsibility Timescale/ 
priority 

Success Criteria 
/Outcome Measures 

SAT and, if necessary, the Action plan amended. appropriate. 

Plans for future focus 
groups incorporated 
into School SWAN 
planning cycle. 

3.5 Establish 
informal 
discussions 
around EDI 
and PWE 
themes 

Would like to increase 
opportunities for 
consulting with staff. 

 

Hold two to three informal, themed lunch 
discussions for staff annually. 

Captured any issues raised for follow up with EDIC 
/ SAT.  Amend Action plan as appropriate 

School 
Manager 

First lunch to 
be held in 
Sept 2018 

At least two lunches to 
be held in 2018. Key 
issues reported to EDIC 
/ SAT.  Plans for future 
lunches incorporated 
into School SWAN 
planning cycle. 

3.6 Set up 
School 
SWAN 
Annual 
Planning 
Cycle for 
2018 - 2022 

Need a mechanism for 
recording regular (annual) 
activities and holding 
datasets that goes beyond 
organization and minuting 
of EDIC meetings. 

Establish a School SWAN Annual Planning Cycle 
for 2018-2022 which comprises a clear annual 
timetable and checklist of scheduled monitoring 
activities and resulting response rates. 

School EDIC 
chair/School 
Manager 

By end Sept 
2018 

School SWAN planning 
cycle set up for 2018 – 
2022. 

3.7 

 

 

 

 

School exit 
survey 

Need to introduce an exit 
survey for leavers to 
collect feedback and to 
learn where leavers are 
moving on to. 

Develop and implement School exit survey aimed 
at all staff leavers. 

School 
Manager 

HR rep on SAT 

June 2018 to 
Sept 2018 

Exit survey developed 
and implemented. All 
leavers invited to 
complete survey.  At 
least 67% of leavers to 
have completed 
survey. 
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Action Objective Rationale Specific Actions and Implementation Responsibility Timescale/ 
priority 

Success Criteria 
/Outcome Measures 

3.7 
cont. 

Embed the review of responses on an annual 
basis and report any key issues to SAT for 
consideration and action 

School 
Manager 

Oct 2018 to 
Dec 2018 

Annual report 
presented to SAT. 
Plans for future annual 
leavers survey reports 
incorporated into 
School SWAN planning 
cycle 

 

Action Objective Rationale Specific Actions and Implementation Responsibility Timescale/ 
priority 

Success Criteria 
/Outcome Measures 

Section 4: A Picture of the School – Student and Staff Data  

4.1 Analyse the 
trend of 
increasing 
applications 
from, and 
intake of, 
women for 
UG study. 

To understand better the 
actions which are most 
effective at attracting 
applications from F 
students, so that we can 
improve the gender 
balance of our intake. 

Focus groups with Year 1 – 3 UG students (M and 
F) to identify the factors which encouraged them 
to apply to Bristol. Incorporate these focus 
groups in the annual SWAN cycle.  

 

Analyse the admissions process for any gender 
bias. 

Director of UG 
Studies 

School PS Staff 
involved in 
admissions. 

Jan 2019 – 
Mar 2019 

Continued growth in 
the proportion of 
applications and 
registrations (on merit) 
from F students, with a 
target of 45% by 2022. 

4.2 Analyse the 
effects of 
recent entry 
requirement 
changes on 
F:M 
application 
and 

To understand the 
consequences (if any) of 
changes to our admissions 
procedures on F:M intake 
ratios. 

Analyse recent data on UG recruitment for 
evidence of consequences of changes to: (i) our 
required A-level entry grades; (ii) a switch from 
pre-offer to post-offer UCAS visit days; (iii) the 
ratio of applicants selecting Bristol as their 
insurance vs firm choice. 

Admissions 
Tutor 

Oct 2018 – 
Dec 2018 

Discussions about 
changes to admissions 
tariffs will include 
consideration of the 
consequences for our 
UG gender balance, 
broader diversity, and 
widening participation, 
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Action Objective Rationale Specific Actions and Implementation Responsibility Timescale/ 
priority 

Success Criteria 
/Outcome Measures 

registration 
ratios.  

as well as other 
factors. 

4.3 Increase the 
proportion 
of female 
UGs 

A better gender balance 
among our UG students, 
which will feed in to the 
STEM pipeline. 

Provide further positive information on the 
success of F and M UGs taking, and graduating 
from, our UG courses to encourage more 
applications.  Examine whether our MSci courses 
with a year abroad / in industry can attract more 
F applicants.  Monitor F:M ratios in UG intake 
each year, and follow up at the SAT/EDIC. 
Greater visibility of female role models and 
ethnicity diversity at Open Days and UCAS visit 
days – whether in person or through 
presentation material. 

Admissions 
Tutor 

Oct 2018 – 
Dec 2018 

Continued growth in 
the proportion of 
applications and 
registrations (on merit) 
from F students, with a 
target of 45% by 2022. 

4.4 Improve the 
content of 
our publicity 
material 
(printed, 
web, social 
media, etc), 
Open Days 
and UCAS 
visit days. 

Greater diversity of 
content and positive 
stories will help to attract 
more applications from a 
wider pool of prospective 
students. 

Review the written content and images on our 
current web pages and social media sites; 
capture positive stories about EDI on our news 
site and social media (e.g. equal academic 
success of F and M students).  Further develop 
the content of our new EDI web pages and 
communicate the content better to staff and 
students. Advertise equal degree performance of 
F and M students. 

SAT / EDIC 
members 

June 2018 – 
Sept 2018 

A greater proportion of 
positive images and 
content about women 
and other under-
represented groups in 
STEM on our web site, 
social media and 
printed publicity 
material.  Greater 
awareness among staff 
and students of where 
to find UoB 
information about EDI 
support and policy.  
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Action Objective Rationale Specific Actions and Implementation Responsibility Timescale/ 
priority 

Success Criteria 
/Outcome Measures 

4.5 Increase the 
proportion 
of female 
PGs, and PGs 
from other 
under-
represented 
groups. 

A better gender balance 
among our PG students, 
which will feed into the 
STEM pipeline.  Greater 
diversity among our PG 
students. 

Encourage more applications from women and 
other under-represented groups for PG study by 
improving the content of our recruitment and 
publicity material. As above, review SoC web 
pages, social media content, encourage research 
groups to review the content of their group web 
pages and provide links to our EDI and news 
pages. 

Director of the 
Graduate 
School 

SAT / EDIC 

GCA and PGR 
community 

June 2018 – 
Dec 2018 

A greater proportion of 
F PGRs in the SoC, with 
a target of 50% by 
2022.  Greater 
representation from all 
under-represented 
groups. 

4.6 Improve the 
working 
environment 
for research. 

Better retention of women 
in STEM research post-
PhD.  Better working 
environment for all. 

Focus groups with F and M PGR students and 
postdocs.  Annual surveys embedded in the 
SWAN cycle. Exit interviews or questionnaires for 
staff leaving the School.   

SAT / EDIC with 
the Director of 
the Graduate 
School and the 
School Manager 

Jan 2019 – 
Mar 2019 

Improvement in survey 
ratings by early career 
researchers of the 
working environment.  

Exit interviews or 
questionnaires 
completed for >67% of 
all staff leavers, and 
review of all feedback 
at SAT / EDIC meetings, 
and annually at SPARC. 

4.7 Monitor 
destinations 
of PGR 
graduates. 

Better understanding of F 
and M retention vs loss 
from STEM career 
pipeline, and how our 
working culture affects 
these career choices. 

Focus groups with F and M PGR students, and 
with recent leavers (after award of PhD) 
embedded in the SWAN cycle.  Leavers exit 
questionnaires for all PhD graduates.  Contact 
with PhD graduates after 12 months for updates.  
Encourage greater use of PDPs among PGRs to 
help them plan their careers. 

SAT / EDIC with 
the Director of 
the Graduate 
School and the 
School Manager 

Jan 2019 – 
Mar 2019 

Growing proportion of 
F PGRs remaining in 
STEM disciplines and in 
academic / research 
jobs after completion 
of their PhDs, as 
measured using 
destination statistics. 
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Action Objective Rationale Specific Actions and Implementation Responsibility Timescale/ 
priority 

Success Criteria 
/Outcome Measures 

4.8 Increase the 
proportion 
of women in 
research-
only roles  

Better retention of women 
in STEM research post-
PhD, who will continue in 
the career pipeline. 

Focus groups with F and M researchers (Grade I), 
embedded in SWAN cycle.  Mentors for Grade I 
staff.  Postdoc research forum (reporting to 
School Assembly), and other measures to 
improve the spirit of community among Grade I 
staff.   Exit interviews with Grade I leavers. 

SAT / EDIC 

Section Heads 

PDRA reps on 
EDIC 

June 2018 – 
Sep 2018 

Growth in proportion 
of women at Grade I 

(target 40% by 2022). 
Establishment of PDRA 
forum. Annual PDRA 
research symposium 
attended by majority 
of Grade I staff. 

4.9 Greater 
number of 
applications 
from women 
for all 
advertised 
staff posts. 

Better retention of women 
in STEM research post-
PhD. 

Review of all publicity material and job-
description documents to ensure prominent 
encouragement of applications by women.  
Targeted approaches to well-qualified women to 
encourage applications.  Career showcase for 
early career researchers to encourage uptake in 
STEM careers. 

SAT HR 
representative 

All staff 
involved in 
recruitment 

June 2018 – 
Sept 2018 for 
review of 
documents 
and publicity 
material 

Increase in the 
proportion of women 
among academic and 
research staff from the 
current 25%, with an 
aim of 30% by 2022. 

4.10 Reduce 
proportions 
of M and F 
staff on 
fixed-term 
contracts 

Improved career structure 
for all staff 

Monitor the proportions of staff (by gender) on 
fixed-term vs open-ended contracts, as changes 
to University employment policy implemented in 
2015 work through.  Embed this monitoring in 
the SWAN cycle. 

School Manager Jan 2019 – 
March 2019 

Year-on-year decline in 
the proportion of staff 
on fixed term 
contracts.  

  

Action Objective Rationale Specific Actions and Implementation Responsibility Timescale/ 
priority 

Success Criteria 
/Outcome Measures 

Section 5: Supporting and Advancing Women’s Careers  

5.1 Increase the Greater retention of Review and improve recruitment documents and HR rep on SAT / June 2018 – More women in P1 and 
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Action Objective Rationale Specific Actions and Implementation Responsibility Timescale/ 
priority 

Success Criteria 
/Outcome Measures 

proportion 
of women in 
P1 and P2 
roles. 

women in STEMM careers.   job descriptions.  Working group to target a 
diversity of shortlist candidates in all Academic 
staffing appointments. Direct approach to 
qualified women to encourage them to apply. 
Shortlists that do not meet diversity 
requirements will need to be justified to HoS and 
Dean of Science. 

Greater prominence of EDI activities, family 
friendly and flexible working policies on our web 
pages.  Monitor application statistics by gender 
as part of the AS cycle and report to SAT / EDIC.  
Prominence of Athena SWAN and other 
accreditation on all publicity material and web / 
social media. Use information from exit 
interviews to make the roles more attractive to 
applicants.  

EDIC 

All staff 
involved in 
recruitment 

EDIC members 
developing our 
EDI web pages 

School Manager 

Dec 2018 P2 roles. Target of 30% 
by 2022. 

5.2 Reduce 
gender bias 
in 
appointment 
procedures 

Fair treatment of all 
applicants. 

Refreshing of unconscious bias training and fair 
and effective recruitment training for all involved 
in recruitment. One member of each 
appointment panel for shortlisting and 
interviewing given special responsibility to 
monitor and challenge unconscious bias 
(diversity observer).  One or more female staff on 
all shortlisting and interview panels for Grade K 
and above.  Include female PS or Research Staff 
on Grade I recruitment panels.  

HR 
representative 
on SAT / EDIC 

School Manager 

Head of School 

Section Heads 

All staff 
involved in 
recruitment. 

Oct 2019 – 
Oct 2021 

Monitor and promote 
uptake of training 
through MyReview 
system and annual 
SR&D appraisals.  
Refresh on a 3-year 
cycle. 

Equal conversion rates 
from applications to 
offers for F and M 
applicants. 

Awareness that we are all 
prone to unconscious bias 
is an important step in 

We will invite an expert in Unconscious Bias from 
the UoB School of Arts to present to a School 
Assembly. 

EDIC Chair 

School Manager 

Feb 2019 Presentation made to 
staff on unconscious 
bias.  
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Action Objective Rationale Specific Actions and Implementation Responsibility Timescale/ 
priority 

Success Criteria 
/Outcome Measures 

reducing its impact.  Head of School 

5.3 Review 
pathways 
from 
Technical to 
Research 
staff, and 
progression 
for Technical 
staff. 

Identifying and supporting 
the best career 
development 
opportunities for all our 
staff. 

Criteria for transfer from technical staff 
appointments to research staff positions to be 
reviewed and made available to all staff. 
Technical staff who meet the criteria to be 
encouraged to consider this career transition. 

Progression of Technical Staff will align with the 
new UoB Career Framework for Technical Staff. 

Faculty HR and 
Head of School 

Jan 2019 – 
March 2019 

Clear documentation 
on career progression 
opportunities to be 
made available 
through our website. 

5.4 Induction 
checklist for 
all new staff 

All staff settle quickly into 
new jobs, establish 
training plans, and 
understand their roles, 
responsibilities, duties, the 
support offered by the 
School, line-management 
structure, mentoring 
provision, and criteria for 
career advancement 

Preparation of on-line summaries and check-lists 
for induction of academic, research, professional 
services and technical staff, including EDI 
training. Update of staff handbooks.  Induction 
review meetings with line managers. 
Appointment of mentors.  Meetings with Section 
Heads or School Manager to discuss research 
support, teaching, and career progression 
criteria.   

School 
Manager, 
Technical Staff 
Manager, 
Section Heads, 

Chemistry 
Community (to 
help with 
development) 

June 2018 On-line summaries and 
induction check lists 
provided to all new 
staff; reviewed at a 
meeting with line 
managers.   

5.5 Mentoring 
for all staff 
up to Grade 
L 

Long-term support and 
advice in career 
development, progression 
and promotion. 

Section Heads identify a mentor for all new 
academic and research staff appointments, and 
current staff up to Grade L.  The School manager 
does the same for Professional Services and 
Technical Staff.  Role descriptors will be prepared 
for the mentors, to include acting as a champion 
for their progression / promotion. 

Section Heads 

 

School Manager 

June – Oct 
2018, and 
within 1 
month of 
appointment 
of new staff. 

Every staff member up 
to Reader level has a 
named mentor, who is 
familiar with the 
expectations of the 
role. 

5.6 Networking 
for early 

Better communication 
among staff helps to 

We will continue to hold an annual Postdoctoral 
Research Symposium, and incorporate 

Postdoc reps on 
EDIC, Seminar 

June 2019, 
June 2020, 

A Postdoctoral 
Research Symposium 
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Action Objective Rationale Specific Actions and Implementation Responsibility Timescale/ 
priority 

Success Criteria 
/Outcome Measures 

career 
research and 
academic 
staff within 
the School 

create opportunities for 
collaboration and 
strengthens the support 
base for early career staff. 

postdoctoral researchers in the Seminar 
Programmes of all the Research Themes / 
Sections in the School.  Research Themes will 
organise annual poster events with participation 
by core staff, research staff and PGR students. 

coordinators, 
Research 
Theme leaders, 
PDRA forum 

June 2021, 
etc. 

takes place annually, 
organized by and for 
PDRA research staff 
from across the School. 

PDRAs from the School 
give 20% of seminars. 

Research Themes 
coordinate annual 
poster events. 

5.7 Participation 
in CREATE 
training 
courses by 
staff 

The CREATE scheme 
provides valuable training 
for staff at all career 
stages. 

We will advertise CREATE training opportunities, 
monitor participation by School staff, and analyse 
any gender differences in course uptake (with 
analysis embedded in the annual SWAN cycle). 

SM, Section 
Heads 

Aug 2018 and 
annually. 

Participation data for 
CREATE show uptake 
by all new staff, and 
engagement by 
established staff.  
There is no gender bias 
in participation. 

5.8 Annual SR&D 
for all 
postdoctoral 
staff 

Although this annual 
appraisal is already 
offered to all staff, and is 
beneficial to their career 
development and 
planning, uptake among 
postdoctoral staff is low. 

All postdoctoral research staff to be reminded 
annually by their Section Heads of the SR&D 
process. PDRA SR&D expectations will be set out 
more clearly for academic staff conducting 
reviews. A team of PDRA appraisers will be 
assembled. PDRAs will be invited to nominate 
reviewers other than their line-manager if they 
wish.   

Section Heads 

 

Line managers 
for Research 
Staff. 

Oct 2018 and 
annually. 

All Research Staff have 
annual SR&D 
appraisals, as 
monitored through the 
MyReview system. 

5.9 Signposting 
of training 
courses for 
all staff 

Improved awareness of 
training and career 
development for all staff. 

Create a web page with links to UoB and external 
training opportunities for all staff. 

School Manager July 2018 New web page 
providing direct links 
to information on 
training opportunities. 
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5.10 Training 
(including 
EDI) for all 
PGRs and 
Postdocs 
who 
supervise 
and teach. 

All members of the School 
contributing to UG 
teaching should be aware 
of EDI issues. 

Introduce an EDI module to the induction process 
for all new teachers in the School, and for all staff 
and PGs involved in UG / PG recruitment. 

Training for PDRAs and PGRs who teach UGs or 
supervise junior PGRs and UG project students. 

Director of the 
Graduate 
School 

HR 

Teaching Lab 
Managers 

Sept 2018 and 
annually 

EDI training is a 
mandatory part of the 
induction for new PGR 
and Postdoc teachers 
in the School. 

5.11 Enhanced 
support for 
UG and PG 
students 

Some UGs and PGs lack 
confidence at key 
transition points into and 
during University study.  
Building their confidence 
will encourage academic 
success and retention in 
STEMM. 

We will address the following areas identified by 
our Focus Groups: (i) Improved transitions into 
University and between years to build 
confidence; (ii) A more supportive teaching 
environment; (iii) Better standardising of pastoral 
support, including personal tutors for PGRs; (iv) 
Better mechanisms to report cases of 
harassment, sexism, and other inappropriate 
behaviour; (v) A more uniformly understanding 
approach to PGR wellbeing related absences; (vi) 
Greater information about the practicalities of 
scientific careers, e.g. managing pregnancy and 
child-care; (vii) Higher visibility for EDI activities 
in the School.  

Director of 
Undergraduate 
Studies 

Director of the 
Graduate 
School 

EDIC 

FUSION 

GCA 

Sept 2018 UG and PG students 
who are well-informed 
and more confident 
about the expectations 
for the next stages of 
their education and 
training (as assessed by 
Focus Group and 
Survey feedback). 

5.12 Annual EDI 
programme 
of events 

A wider appreciation of 
the diversity of our staff 
and students promotes a 
better working 
environment for all.   

FUSION will re-run its successful EDI in STEMM 
event, and make it open to all Schools in the 
Faculties of Science and Engineering.  The GCA 
and PDRA forum will be invited to contribute to 
the organization of this and other events (e.g. 
guest lectures) together with the Chemistry 
Community and EDIC.  

FUSION, GCA, 
PDRA forum, 
EDIC 

March 2019 
and annually 

We will use feedback 
from focus groups and 
surveys to assess how 
awareness of broader 
diversity issues 
permeates through the 
School. 
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5.13 Mentoring 
Circles 

Peer-to-peer discussions 
about the working 
environment and career 
development provides a 
mutual support 
mechanism and builds 
confidence.  

A trial mentoring circle of approx. 6 PDRAs will be 
assembled by a member of the EDIC.  After a few 
monthly meetings, the scheme will be reviewed 
to identify benefits and improvements (e.g. 
whether to focus on specific topics at each 
meeting).  Guidelines for developing and running 
mentoring circles will be drawn up and 
disseminated through the School.  

EDIC member 
with experience 
of mentoring 
circles. 

Sept 2018 The EWG will monitor 
the number of 
mentoring circles 
established over the 
next year.    

5.14 Exit 
interviews 
for leavers 
after 
parental 
leave 

We are more likely to 
make changes that help to 
retain staff after parental 
leave if we understand 
better the factors 
influencing their decisions.  

Set up interviews for all staff and students prior 
to parental leave and on return to establish the 
support provided by the School, options for re-
integration and flexible working, and the factors 
affecting their career decision making.  

School Manager As required, 
from June 
2018 

All staff and students 
have face-to-face 
discussions with a 
member of staff 
familiar with parental 
leave policy and 
options, both before 
and on return from 
leave. 

5.15 Improve 
provision for 
part-time 
working 
among PGR 
and research 
staff 

We expect greater 
retention of women and 
men in STEMM career 
pathways if they have the 
option of part-time or 
flexible working. 

The School Manager will work with HR to ensure 
that guidelines for provision of part-time and 
flexible working arrangements are clearly set out 
for PGR and research staff, and will link the 
information to our EDI web pages.  The SAT / 
EDIC will review the uptake of part-time and 
flexible working among PGRs and Research Staff. 

HR rep on EDIC 

School Manager 

Jan 2019 – 
March 2019 

Agreed arrangements 
for flexible and part-
time working for PGRs 
and postdocs 
publicised through our 
website. 

Greater uptake of 
flexible / part-time 
working among PGRs 
and Research staff. 

5.16 Create an e-
mail address 

The e-mail account will 
provide a direct line of 

The e-mail account will be advertised through 
EDI website and posters. It will be monitored by 

School Manager June 2018 The e-mail account will 
be set up and 
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for all staff 
and students 
in the School 
to use to 
raise issues 
of ED&I.   

communication to the 
chair of the EDIC about 
positive and negative 
aspects of the working 
environment, allowing 
prompt response if 
required by the EDIC or 
other staff. 

the chair of the EDIC or a nominated 
representative.  If required, this person will 
consult with HR, wellbeing advisors, or senior 
staff as appropriate. 

EDIC Chair publicized to staff 
through School 
Assembly and the EDI 
web pages. 

5.17 Challenge 
the long-
hours culture 
in some 
research 
groups 

Success in a STEM career 
should not be measured 
by the number of hours 
worked. 

Extol the benefits of working efficiently and 
effectively rather than being seen to work hard.  
Challenge any culture of presenteeism.  Question 
whether cultures of long hours are for the 
benefit of PGRs/PDRAs or their supervisors. 
Encourage quality of research rather than 
quantity. Encourage people to think carefully 
before agreeing to tasks which distract them 
from the most important duties for their career 
development.  Promote the CREATE time 
management course. Look at how achievement is 
measured and make changes to emphasise 
quality. 

Head of School 

Section Heads 

Senior 
Academic Staff 

EDIC 

June 2018 
onwards 

A diminishing in the 
long-hours culture in 
parts of the School.  
This is hard to quantify, 
so will be monitored 
through focus groups 
and surveys identified 
earlier in the action 
plan. 

5.18 Raise 
awareness of 
broader EDI 
issues:  
LGBT+, 
BAME, 
disabled 
students and 
staff, mental 
health and 

A wider appreciation of 
the diversity of our staff 
and students promotes a 
better working 
environment for all.   

The EDIC will continue to raise awareness of 
challenges facing minority groups, and provide 
information on support mechanisms, in 
consultation with Bristol SU and HR.  The HoS will 
champion a culture of inclusion. See also the next 
action. 

EDIC 

HoS 

Bristol SU 

University HR 

June 2018 
onwards 

We will use feedback 
from focus groups and 
surveys to assess how 
awareness of broader 
diversity issues 
permeates through the 
School. 
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well-being. 

5.19 Chemistry 
Community 

A wider appreciation of 
the diversity of our staff 
and students promotes a 
better working 
environment for all.   

We will establish the Chemistry Community as an 
inclusive group to improve welfare and facilitate 
communal interactions across all women and 
men in the School 

EDIC, WiCWG, 
PDRA Forum, 
GCA, FUSION 

June 2018 The Chemistry 
Community is 
established, a webpage 
created, and events 
organized. 

5.20 Diversity 
awareness 
training for 
UGs. 

The School benefits from a 
culture of tolerance and 
inclusion at every level. 

The Teaching Lab Manager will organise online 
content, supported with video and quizzes, to 
raise diversity awareness among our UG students 

Teaching Lab 
Manager 

Director of UG 
Studies 

Sept 2019 All UGs will take a 
short online course in 
EDI as part of their first 
year studies. 

5.21 Increase 
proportion 
of women on 
the School’s 
Advisory 
Board 

The School will benefit 
from a more diverse 
membership of its 
Advisory Board. 

The Head of School and the Director of Research 
will review membership of the Advisory Board 
and draw up a list of potential replacements for 
current members who reach the ends of their 
terms. 

Head of School 

Research 
Director 

August 2018 
and annually 

Target of 25% F 
membership of the 
Advisory Board by 
2022. 

5.22 Test and 
revise 
workload 
model 

A well-designed workload 
model provides 
transparency in allocation 
of duties to all staff. 

The Head of PT Chemistry and the School 
Manager will test a workload model using 
anonymised data from the PT Section.  They will 
review the outcomes with the HoS and SHs, and 
refine the model if appropriate. Roll-out across 
the School is a priority for the new HoS. 

Head of PT 
Chemistry 

School Manager 

Sept 2018 A fair and transparent 
workload model is 
implemented for all 
academic staff. 

5.23 Greater 
opportunity 
for social 
interaction 
within the 

The working environment 
is improved for everyone if 
there is greater 
interaction, sense of 
community, and open 
discussion in an informal 

A regular weekly coffee /tea break which all staff 
are encouraged to attend.  More social events 
during core hours which are open to staff and 
students.  The School is fortunate to have venues 
such as the Chemistry Lounge and a courtyard 

Head of School 

School Manager 

Chemistry 
Community 

August 2018 Implementation of 
weekly staff coffee / 
tea breaks. Core-hours 
social events are added 
to the calendar. 
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School  environment. which can be used for these types of events. EDIC 

5.24 Greater 
prominence 
of female 
role models 

Female undergraduate 
and postgraduate students 
are more likely to remain 
in STEM careers if they see 
role models who have 
succeeded on these career 
pathways. 

 

We will make sure achievements and successes 
of female staff are prominently celebrated in our 
publicity and web content. 

Female staff will be more prominent in Year 1 
teaching (without increasing their overall load). 

Female PDRAs supporting teaching in Years 2-3. 

We will maintain and grow the proportion of 
women among our invited speakers for seminars, 
research symposia and general-interest lectures. 

We will introduce an annual Athena SWAN 
lecture, highlighting EDI role models and their 
research, to our school seminar programme, 
starting with our new HoS. 

The new HoS (female) will: 

• Host groups of female UGs; 

• Talk to the PDRAs and PGs about women’s 
careers in STEMM; 

• Act as a mentor for other young staff (F & M); 

• Contribute actively to the WiCWG / Chemistry 
Community. 

SHs, SM 

Research 
Theme Leaders 

Symposium 
Organizers 

Director of UG 
Studies 

FUSION 

GCA 

Oct 2018 Research seminar 
programmes have 
>40% F invited 
speakers and 
symposia. 

A female academic 
staff member will 
lecture to all the first 
year UGs within the 
first 8 weeks of them 
starting university.   

 

5.25 Evaluate 
participation 
in Outreach 
events by 
gender and 
ethnicity 

Our outreach events are 
mostly targeted at School-
age children, and all 
children should have equal 
opportunity to participate 
regardless of gender or 
ethnicity. 

We will record participation in selected outreach 
events by gender and ethnicity.  The EDIC and 
Outreach Director will review these statistics, 
and admissions data, and act accordingly. 

EDIC 

Outreach 
Director 

Oct 2018 
onwards 

Participation in 
outreach events by 
school-age children will 
be unbiased in gender 
and ethnicity of the 
participants.  


