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Application
Bronze and Silver
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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.

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
Word limit

Bronze
10,500

Silver
12,000

Recommended word count
1.Letter of endorsement

500

500

2.Description of the department

500

500

3. Self-assessment process

1,000

1,000

4. Picture of the department

2,000

2,000

5. Supporting and advancing women’s careers

6,000

6,500

6. Case studies

n/a

1,000

7. Further information

500

500
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Name of institution

University of Portsmouth

Department

Institute of Cosmology and
Gravitation

Focus of department

STEMM

Date of application

30th April 2019

Award Level

Silver

Institution Athena SWAN
award

Date: November 2017

Contact for application
Must be based in the department

David Bacon
Professor of Cosmology,
Chair of department AS SAT

Email

david.bacon@port.ac.uk

Telephone

02392 845832

Departmental website

www.icg.port.ac.uk

Level:
Bronze

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 David Wands
Head of Department
Institute of Cosmology
and Gravitation
University of Portsmouth
Dennis Sciama Building
Burnaby Road
Portsmouth PO1 5AR
28th April 2019
Dr Ruth Gilligan
Advance HE
First Floor
Westminster Tower
3 Albert Embankment
London SE1 7SP

Dear Dr Gilligan,
I am delighted to support this application by the Institute of Cosmology and
Gravitation at the University of Portsmouth for the Athena SWAN Silver Award.
The Institute of Cosmology and Gravitation (ICG) is a young and innovative
research institute, established in 2002 to undertake world-class research in
astrophysics and cosmology. We seek to provide a supportive and inclusive
atmosphere for all our staff and students to reach their full potential. We are
committed to advancing the careers of women as a group too often underrepresented in our research field. We value the diverse nature of our research
team and strive to attract and develop the very best researchers from around
the world.
As Director I am strongly committed to the need to support equality of
opportunity and the principles of Athena SWAN and I am very conscious of my
duty as a head to embed this commitment into our departmental practices. I
have been a member of our departmental Athena SWAN committee since it was
first established and I have kept a close involvement in the development and
implementation of our action plans. The AS lead makes regular reports to our
departmental management committee meetings, and annual presentations to
the institute as a whole. We also recently hosted a Diversity Day in
collaboration with our colleagues in the South-East Physics network.
Since our AS bronze award in 2014 we have implemented many significant
changes. We now have a detailed workload allocation plan for all academic
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staff, and we recognize in this the time required for members of the AS
committee to carry out their work, doubling the time allocation this year for
preparation of this Silver award submission. Departmental meetings are held
between 10am and 4pm to maximise the opportunity for those with caring
duties to attend. We also ensure that all research staff have an academic
mentor to support their career progression.
I fully support this Action Plan as we recognise that while some statistics, such
as the percentage of female academic and research staff in ICG, show some
improvement, the percentage of female staff, especially senior staff, is no
better than is typical in astrophysics in the UK. Our staff surveys show that we
need to improve awareness of opportunities and processes for promotion and
flexible working. Everyone should have an annual performance and
development review and we are implementing a new online system to ensure
this will happen.
The University of Portsmouth was awarded the Athena Swan Bronze award in
2016 and senior staff are committed to the principles of equality, openness,
tolerance and respect. The university works actively with external
organisations that offer support, guidance and best practice, including Working
Families, Stonewall, DisabledGo, Mindful Employer and Time to Change.
The information presented in the application (including qualitative and
quantitative data) is an honest, accurate and true representation of the
department.
I look forward to working to improve and sustain gender equality within the
ICG and I fully support this application.
Professor David Wands
Director, Institute of Cosmology and Gravitation

Section total 509 words; submission running total 509 words
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List of grade descriptions
Grade 4 – Research Assistant
Grade 5 – Research Associate
Grade 6 – Senior Research Associate/Tutor
Grade 7 – Research Fellow/Lecturer/Tutor
Grade 8 – Senior Research Fellow/Senior Lecturer/Senior Tutor
Grade 9 – Principal Research Fellow/Principal Lecturer/Reader
Grade 10 – Senior Academic Staff (Professor)
Acronyms and abbreviations
AP
Action plan
A&R Academic and Research
AS
Athena SWAN
E&D Equality and Diversity
FTE
Full time equivalent
HR
Human Resources Department
ICG
Institute of Cosmology and Gravitation
KIT
Keep in touch
PS
Professional and Support
REF
Research Excellence Framework
SAT
Self Assessment Team
SEPnet South East Physics Network
STFC Science and Technologies Facilities Council
UoP
University of Portsmouth
HoD Head of Department
WLP Workload plan
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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 Institute of Cosmology and Gravitation (ICG) is a research department in
the University of Portsmouth; it has a strong international reputation as a
centre of research in the fields of theoretical and observational cosmology,
galaxy evolution, and gravitational wave astronomy. The institute is part of the
Faculty of Technology, one of five faculties in the University.
The ICG was established in 2002, emerging from the Relativity and Cosmology
Group in the School of Mathematical Studies. Over its relatively brief history,
the ICG has successfully established a vibrant group of PhD students,
postdoctoral researchers, academic and support staff. PhD studentships have
been provided by our funding council, the Science and Technologies Facilities
Council (STFC), together with the European Research Council (ERC), the Royal
Society and the University of Portsmouth. Postdocs have been funded through
consecutive STFC consolidated grants, ERC starting and consolidator grants,
and University-funded positions.
The quality of research in the institute is high, with 96% of our research
outputs assessed as world-leading (4*) or internationally excellent (3*) in the
most recent Research Excellence Framework (REF2014).
The ICG is strongly committed to equality and diversity, and was awarded an
Athena SWAN bronze award in April 2016. Since then our Self-Assessment Team
(SAT) has been actively monitoring and pursuing improvements to matters
related to gender equality in our institute. We will describe our efforts in this
document.
As of April 2019, there are 14 academic staff (12.5FTE), 19 research staff, 6 PS
staff and 31 PhD students in our institute. This amounts to a total of 70
individuals (18 female, 52 male; 26% female), making the ICG one of the
largest extragalactic research groups in the UK. The number of staff and
students by gender in a range of categories, together with gender ratio, is
provided in Table 2.1. We see that the gender ratio is 18-23% for academic
staff, research staff and students, while there is a higher proportion of women
(66%) among our PS staff. We will examine these figures in more detail in
Section 4.
The ICG moved into a purpose-built building in 2009, which provides a working
environment aiming to foster collaborative research. We are institutional
members of numerous leading cosmological surveys (e.g. the Dark Energy
Survey, the Laser Interferometer Gravitational-Wave Observatory), and are
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active in the local, national and international science communities. We are
part of the South-East Physics network (SEPnet) which supports public
engagement and outreach, equality and diversity, impact and innovation, and
graduate training. Our SEPnet/Ogden Trust Public Engagement Officer
coordinates the ICG outreach programme which continues to reach thousands
of people each year across all demographics (primary and secondary schools,
teachers and the general public). Our STFC Innovations Partnership Scheme
Fellow assists researchers in developing the commercial impact of our
research.
Table 2.1 - Number of staff and students at the ICG by gender
Female

Male

% Female

Academic staff

3; 2.2FTE

11; 10.3 FTE

21; 18 FTE

Research staff

4

15

21

Professional and
support staff

4

2

67

Students

7

24

23

Total

18; 17.2 FTE

52; 51.3 FTE

26; 25 FTE

Section total 468 words; submission running total 977 words
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3. THE SELF-ASSESSMENT PROCESS
Recommended word count: Bronze: 1000 words | Silver: 1000 words
Describe the self-assessment process. This should include:
(i)

A description of the self-assessment team

Our Athena SWAN Self-Assessment Team (AS SAT) includes representatives from
all of our staff and student categories (postdoctoral researchers, PhD students,
professional/support staff, and academic staff) including both women and men
(see Table 3.1). The current members of the SAT are:
Georgia Heath (Professional/support staff representative):
Georgia is Research Administrator for the ICG. She coorganised the SEPnet E&D conference at Portsmouth (Dec 18).
She has provided one of the case studies for this submission,
and leads our ‘culture of equality’ objective (see Action Plan).
Obinna Umeh (Post-doctoral representative): Obinna has
over five years of experience mentoring students from
previously disadvantaged regions in South Africa. Obinna got
married on April 14, 2018, and was given leave to prepare for
the wedding and the honeymoon. Besides acting as liaison
between SAT and postdoctoral researchers, he leads our
‘career development and progression for female staff’
objective.
Samantha Youles (Postgraduate student representative):
Samantha is a 2nd year PhD student. She has many years
experience working in the financial sector and IT industry, and
attended university as a mature student. She is a widowed
parent with caring responsibility for two disabled children.
The University have provided financial support for respite care
to enable Samantha to attend conferences. Samantha leads
our outreach objective.
David Bacon (Departmental AS SAT chair): David joined the
University in 2007 as Senior Research Fellow, and became a
Professor in 2018. He was appointed as the ICG lead for
Athena SWAN in Oct 2017. He has led the department
response to the 2018 staff survey results, the generation of
the ICG ethos and code of conduct, and the SEPnet 2018 E&D
conference. He has 3 children at primary school, who were
born during his time in Portsmouth; David was able to work
flexibly after they were born, and as needed since then. He
leads our SAT organisation objective.
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David Wands (ICG Director): David joined the University as a
research fellow in 1996. He has line management
responsibilities for all academic staff in the ICG and several
research staff. He has 2 children, now young adults but both
born while he worked at Portsmouth, and he was able to work
flexibly after they were born. He leads our workload planning
objective.
Laura Nuttall (Academic staff representative): Laura is a
Senior Lecturer at the ICG, having arrived in 2018. She is
Dignity and Respect officer for the department, and sits on
the AS SAT with a view to aligning our E&D and Dignity and
Respect actions. She has provided one of the case studies in
this submission.
Andrew Lundgren (Academic staff representative): Andrew
is a Reader at the ICG and arrived in 2017. He has two young
children, one born while he was a postdoc in the US, and the
other while he was a senior scientist in Germany. He leads our
recruitment objective.

Table 3.1: SAT Members
SAT Member

Gender

Role

Grade

David Bacon

Male

SAT Chair; leads AP
objective 1 and 4

10

Georgia Heath

Female

Leads AP objective 6

3

Andrew Lundgren

Male

Leads AP objective 2

9

Laura Nuttall

Female

Leads dignity and respect
programme

8

Obinna Umeh

Male

Leads AP objective 3

7

David Wands

Male

Head of Department; leads 10
AP objective 5

Samantha Youles

Female

Leads AP objective 7

PhD student
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(ii)

An account of the self-assessment process

Our institute’s SAT was formed in June 2015. As well as regular discussions and
work together, we have formally met 17 times since our Bronze award in April
16 (see Table 3.2). At these meetings we engage in lively and creative
discussion about the whole range of AS issues at the ICG. We particularly focus
on our action plan, checking that progress is being made against each
objective, and actioning SAT members to collect information and to discuss
with staff next steps for the plan’s implementation.

Table 3.2: SAT Meetings 2016-19
Date

Meeting Focus

10/2/17

AP objective 1

13/3/17

AP objective 2

10/2/17

Monitoring process; AP objectives 3-4

27/10/17

Review of progress with AP objectives; introduction of new chair; ICG
code of conduct

24/11/17

Review with director of successes and issues of current AP; role models

26/1/18

Planning for Silver submission

23/3/18

Review of progress with SAP objectives

16/4/18

University staff questionnaire response

17/4/18

University staff questionnaire response

22/6/18

ICG code of conduct

6/7/18

ICG code of conduct

20/7/18

E&D workshop planning

9/8/18

E&D workshop planning

7/9/18

Website resources, E&D training

19/9/18

Planning for Silver submission

26/11/18

E&D workshop, writing submission

10/12/18

Data for AP objectives

Jan-Apr 19

Writing period for Silver submission; frequent (more than weekly)
discussions with subgroups. Consideration of new University E&D
survey results.

In our Bronze submission, objective 6 of our AP was to ensure the efficiency
and effectiveness of our SAT. This has been successfully implemented; see
Impact Box 1.
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Impact box 1
Issue: Need to build up an effective Athena SWAN SAT engaging with the
institute
Actions completed:
✓ 17 meetings held on topics including implementation of action plan,
responding to University surveys, generating ICG code of conduct
✓ Terms of reference for the SAT have been written (AP2015)
✓ Membership reviewed and new members incorporated (AP2015)
✓ SAT members have been assigned as leads for particular AP objectives
✓ Regular communication with staff and students about AS activities and
actions, including at monthly ICG Management Committee (AP2015)
✓ Athena SWAN rationale and actions presented annually at ICG-wide seminar
(AP2015)
✓ Monthly (or more) meetings between SAT chair and HoD about AS actions
✓ Preparation and submission of AS silver application (AP2015)
Impact: Responses in the 2018 University Gender Culture Survey:
72% of ICG staff rated positively “I am kept informed about gender equality
matters that affect me and know where to find further information” (c.f.
UoP 51%)

The SAT communicate in person and via email with the department throughout
the year about our AS activities and implementation points to consider. At the
monthly management committee attended by all academic staff, the SAT chair
discusses current events and actions, and receives feedback from staff about
their views and activities. In addition the AS lead regularly meets with the HoD
(at least once a month) to discuss AS actions and how to put them into effect.
The HoD discusses AS actions with postdocs and students at the annual lunches
with each of those groups.
Each member of the SAT has been allocated a particular lead role in analysing
and helping to deliver change for one of our Action Plan objectives (see Table
3.1). This provides clear distribution and delegation of tasks in the SAT, creates
ownership, and ensures no one is overloaded. We include the time taken for
participation in the SAT in our workload allocation model.
We have worked to identify current strengths and weaknesses in our AS
actions, in order to set new goals. The University staff survey (2017) and E&D
survey (2018) have been analysed by the SAT in detail (see Table 3.2); this has
led to recommendations which are included in our new action plan (see
discussion in section 5; for instance, AP3.2-6, 4.1-4, 5.2).
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SAT membership is for 1-2 years for PhD students and postdocs, to take into
account their short-term contract needs. Academic staff members take longer
terms (typically 3 years) to maintain memory of our activities. We make calls
for new SAT members each year, according to the terms which our members
have carried out, including communication in person and by email by SAT
members to students, postdocs or staff as appropriate.
Our Silver submission has been prepared by all members of the SAT, each
principally contributing to materials associated with their allocated Objective.
We have met and engaged with the University Athena SWAN lead officer and
have had our submission reviewed by the University Athena SWAN SAT Core
Group, which includes experienced Athena SWAN Panel members.

(iii) Plans for the future of the self-assessment team
We will continue to meet regularly, increasing our frequency to be monthly, in
order to monitor and enact our new Action Plan. Each SAT member will
continue to lead an AP objective (we will review the allocation of these for
fairness and freshness). These actions are with a view to building our activities
towards applying for a departmental Athena SWAN Gold award in 2022. This
involves us becoming a leading department in promoting gender equality, both
internally and as an example to others, and we are aware of the sustained
effort this will involve.
Action 1.1. AS SAT meetings
(i) Monthly meetings
(ii) Monitor and act to implement the Action Plan
(iii) Prepare Athena SWAN Gold Award application

Action 1.2. AS SAT organisation
(i) Review allocation of objective leads

In order to maintain a high profile for AS, we will continue to present the SAT
team and its motivation at the beginning of each academic year to the whole
of the department, and will maintain interactive communication channels with
the department via management committee updates, HoD lunches and email
news.
Action 1.3. Interaction between AS SAT and members of Institute
(i) Presentation to all institute members by SAT lead, motivating
Athena SWAN and presenting the team and activity, at the start of
each academic year
(ii) SAT report at monthly management committee meetings
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(iii) Invitations to Athena SWAN activities at institute, faculty,
University and UK level throughout year, via email and at institute
meetings
(iv) SAT to gather reports from director and staff on Action Plan
implementation
(v) Monthly strategy meeting between SAT chair and Head of
Department, including recommendations from SAT for implementation
We will make calls for new SAT members as their terms expire; the SAT will
consider future nominations to balance gender and staff type. Wands will
continue as Head of Department until August 2020; after this his successor will
sit on the SAT. Bacon as SAT lead will continue with the committee for at least
two more years.
Action 1.2. AS SAT organisation
(ii) Recruit new members; hand-over period of several months for new
members
SAT members will engage with the wider University, by participating in
networking events and meeting with University SAT representatives in order to
learn good practice. We will seek to stimulate the institute’s engagement in
staff and student culture surveys, and will analyse the resulting data in order
to develop new recommendations and actions.
Action 1.4. SAT interaction with our E&D effort in the University
and beyond
(i) Termly meetings between SAT lead and University Equality and
Diversity advisor/University SAT representative
(ii) AS SAT members’ participation at University, regional and national
networking events
Action 1.5. Staff surveys
(i) Advertise and encourage participation in staff and student surveys
(University perception, and Equality and Diversity)
(ii) Analysis of staff and student surveys to assess AS-related views
(iii) Make recommendations for SAT, management committee and
wment regarding actions to respond to survey results

Section total 1195 words; submission running total 2172 words
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4. A PICTURE OF THE DEPARTMENT
Recommended word count: Bronze: 2000 words | Silver: 2000 words
4.1. Student data
If courses in the categories below do not exist, please enter n/a.
(i)

Numbers of men and women on access or foundation courses

n/a
(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.
n/a
(iii) Numbers of men and women on postgraduate taught degrees
Full- and part-time. Provide data on course application, offers and
acceptance rates and degree completion rates by gender.
n/a
(iv) 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.
The ICG is a research institute, which does not manage and administer
undergraduate degrees; ICG academic staff contribute to the teaching of
Physics and Maths degrees run by the School of Maths and Physics. In addition,
we do not have a programme for postgraduate taught degrees. We are
therefore responsible only for postgraduate research students, all of whom are
PhD students; we will now describe the data for this group.
We show statistics for the number of men and women on our postgraduate
research programme (PhD) in Table 4.1 and Figure 4.1. These results are for
the last three years, where the census date is 1st October for each year. All
PhD students in this period were on full-time contracts. We also show the
number of PhD applications, offers and acceptances by gender in Table 4.2 and
Figures 4.3 and 4.4.
Table 4.1 shows that for the first two years of the three year period presented,
5 female and 21 male students were present at the ICG (19%; this stable
number includes turnover due to graduation of students). In 2017/18, the
number of female students increased to 9 compared to 24 male students (i.e.
27% female); this is our largest number and percentage of female students so

16

far at the ICG (c.f. 2012-15, where the percentage was 11-20%). The absolute
and fractional trend is illustrated in Figure 4.1.
Table 4.1 Postgraduate gender statistics of research degree students present at ICG.
2015-2016

Postgraduates

2016-2017

2017-2018

M

F

%F

M

F

%F

M

F

%F

21

5

19%

21

5

19%

24

9

27%

Figure 4.1 Postgraduate gender statistics of research degree students from 2012-13 to
2017-18.

Impact box 2
Issue: Absolute and fractional number of female PhD students low
compared to national average in our field
Actions completed:
✓ Adverts reviewed to meet equality and diversity standards, including clear
ED&I and AS commitment statement (AP2015)
✓ Female members of staff visibly involved in PhD interview days (AP2015)
✓ No group of PhD applicants invited to interview on a given day includes a
sole woman (AP2015)
✓ Unconscious bias training and ‘Diversity in the Workplace’ training carried
out for all staff involved in recruitment and selection between 15/16-17/18
(AP2015)
✓ Offered information and discussion about working at ICG and living in
Portsmouth (AP2015)
Impact:
Larger absolute number and fraction of female PhD students (see Fig 4.1).
Now in line with national averages in our field, for applications, offers and
acceptances.
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One can compare this with the national figures in our research area from the
Science and Technology Facilities Council (STFC); in this period the percentage
of female STFC students was 21-25% (data from Education, Training and
Careers Committee, STFC). The Royal Astronomical Society’s latest
demographic survey (“The Demographics and Research Interests of the UK
Astronomy and Geophysics Communities 2016”, McWhinnie et al 2017) finds
that 30% of PhD students in astronomy are female. We are therefore nearing or
exceeding the national average on this measure, and are experiencing a rising
trend in relation to our 2012-15 figures (see Figure 4.2); see Impact Box 2.

Figure 4.2 Percentage of female postgraduate students in the periods 2012-18,
compared with the spread of data from RAS (2016) and STFC (2013-14 to 2018-19).

Table 4.2 and figures 4.3 and 4.4 provide further insights into our female
student recruitment. We note that there has been an ongoing issue that only
20% of our applicants have been female from 2015-18, although this has
improved a little in 2019 to 26%. These figures scatter around the STFC
national average of female studentship holders (21% in 2017), but it is clear
that we need to continue to find ways to attract female applicants (AP
objective 2).
A larger percentage of women who apply are offered a place (17-25%)
compared to men (9-18%), suggesting that women are performing well at
interview and in their application materials.
However, the percentage of women who accept these offers is seen to
fluctuate from year to year (25-100%) due to the small numbers involved; the
range is from 1 to 3 acceptances. Averaging over the three years 2015-18 we
find 55% acceptance for women who were made an offer, compared to 67% for
men. This acceptance rate has improved by 24 percentiles for women,
compared to 13 percentiles for men, since the 2012-15 period. The
improvement is welcome, but the fact that a somewhat lower proportion of
women than men are accepting still calls for action (AP2.2, 2.7-8).
Nevertheless, on average 25% of those accepting an offer are women, which is
in line with the STFC national average for studentships, and accounts for why
we are seeing reasonable alignment of our female student numbers with this
average.
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Table 4.2 Applications, offers and acceptances by gender for postgraduate research
degrees.
Male

Female

APP

OFF

%
OFF

ACC

%
ACC

2016

49
(80%)

9
(81%)

18%

7
(88%)

77%

2017

46
(79%)

6
(67%)

13%

4
(57%)

2018

101
(81%)

9
(69%)

9%

5
(83%)

2019

46
(74%)

Recruitment
Year

%
OFF

ACC

%
ACC

12
2
(20%) (18%)

18%

1
(12%)

50%

67%

12
3
(21%) (33%)

25%

3
(43%)

100%

55%

23
4
(19%) (31%)

17%

1
(17%)

25%

APP

OFF

16
(26%)

Where gender is unspecified applicants are not included in count (1 applicant in
2013). We show applications (APP), offers (OFF) and acceptances (ACC). %OFF
indicates the percentage of offers relative to the number of applications; %ACC
indicates the percentage of acceptances relative to the number of offers.

Figure 4.3 PhD applications, offers and acceptances by gender.

Figure 4.4 Percentage of PhD applications, offers and acceptances made to women.
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Another way to examine this is to consider the average percentage of offers
which were made to women, which is 27% in the last three years. For
comparison, the percentage of all of our acceptances which are made by
women is 24%. The deficit between these quantities is 3%; in the previous
period (2012-15), 34% of offers were to women while 22% of acceptances were
by women (a deficit of 12%).
During the period 2015-2018 the PhD completion rates for both men and
women were 100%.
To summarise:
i.

The proportion of female PhD students in our institute is now in line
with estimates of the national average in our broad research area
(variously 21-30% in this period).
ii. The fraction of applications from women is also at the level of this
national average.
iii. The fraction of offers made to women is in line with the national
average for studentships held by women.
iv. The fraction of acceptances made by women is at the same level,
although slightly lower (by 3 percentiles) than the fraction of offers.
v. There are statistical fluctuations from year to year in the above figures,
at a level expected for small number statistics. However, there is
statistically significant improvement in the 2015-18 period compared to
the 2012-15 period in the number of offers to acceptances for women.
Naturally we now wish to move far beyond attaining the national average. The
aim of our actions in the next four years is to lead the field in increasing the
fraction of women at each stage of the student recruitment process (i.e.
applications, offers, acceptances and completions; AP objective 2).
(v)

Progression pipeline between undergraduate and postgraduate student
levels
Identify and comment on any issues in the pipeline between
undergraduate and postgraduate degrees.

n/a
4.2. Academic and research staff data
(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.
Silver: Where relevant, comment on the transition of technical staff to
academic roles.
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Table 4.3 shows gender statistics for A&R staff at the ICG, for the years
2015-2018. We compare here with the statistics for the Faculty of Technology
and all STEMM subjects within the University. We see that while the ICG has a
lower average percentage of female academic staff (28%) than is the case for
STEMM overall (36%), it has a slightly larger proportion than across our faculty
(23%). Figure 4.5 compares these statistics with the preceding period,
2012-2015.

Table 4.3 Gender statistics of academic and research staff for 2015-2018.
2015-2016

2016-2017

M

F

%F

ICG

24.6

10

Faculty of
Technology

222.4 65.5

M

2017-2018

F

%F

M

F

%F

29% 24

11

31% 27

9

25%

23%

228.8

69

23%

230.7 71

STEMM subjects 509.2 284.8 36%
at University

532.3

292.7

35%

534.2 303.8 36%

24%

Figure 4.5 Gender statistics of academic and research staff for 2012-2018.

We are also in line with, and have a slightly higher female proportion than, the
field of astronomy as a whole (17.3% of lecturers and professors, 25.5% of
research staff, RAS2016).
We now examine the statistics by grade, showing the results in Table 4.4.
Fixed-term staff have grades 6-8, with permanent staff at 8 or above. We see
that a larger portion of grade 6, 7 and 8 staff are female (average 32%, 33%,
36% respectively), compared to those in grades 9 and 10+ (26%, 15%). These
figures are in line with and a little higher than those for astronomy in the UK
(RAS16), where there are 25% female research staff, 18% readers (grade 9) and
12% professors. We note the decrease in fraction towards higher grades both
nationally and in our institute.
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Figure 4.6 Gender statistics of academic and research staff in the ICG, averaged over
periods 2012-15 and 2015-18.
Table 4.4 Gender statistics of academic and research staff in the Institute of
Cosmology & Gravitation (ICG).
2015-16

2016-17

2017-18

Grade

M

F

%F

M

F

%F

M

F

%F

(6) Senior Research
Associate (R)

11

6

35%

9

4

31%

7

3

30%

(7) Research Fellow (R)

4

1

20%

4

4

50%

6

3

33%

(7) Res. Fellow/
Lecturer/Tutor (R&T)

0

0

-

0

0

-

1

0

0%

(8) Snr. Res. Fellow (R)

0

1

100%

1

1

50%

2

1

33%

(8) Snr. Lecturer (R&T)

1

0

0%

1

0

0%

1

0

0%

(9) Reader (R&T)

4

1

20%

2

1

33%

3

1

25%

(10+) Senior Academic
Staff (R&T)

4.6

1

18%

7

1

13%

7

1

13%

Total A&R Staff

24.6

10

29%

24

11

31%

27

9

25%

We note that the average percentage of female staff at each grade has grown
in the 2015-18 period compared to the 2012-15 period, as shown in Figure 4.6.
This is in keeping with our AS Bronze action plan; see Impact box 3.
Nevertheless, we face the trend seen across the country of fewer women in
senior roles, and we aim in our action plan to innovate in working towards a
higher proportion of women throughout (AP objectives 2-4).
In this period, no technical staff have moved to academic roles in our
institute. Such a move in our field would be unusual, as job requirements for
our academic posts include activity and publication in astrophysics research
which our technical staff do not pursue.
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Impact box 3
Issue: Fraction of female staff low at all grades
Actions completed:
✓ At least 2 suitably qualified female candidates approached for new
positions (AP2015)
✓ Unconscious bias training and ‘Diversity in the Workplace’ training carried
out for all staff involved in recruitment and selection between 15/16-17/8
(AP2015)
✓ Offered information and discussion about working at ICG and living in
Portsmouth (AP2015)
✓ ICG Mentorship programme implemented for all research staff (AP2015)
✓ Staff encouraged to consider promotion in Personal Development Reviews
Impact: Fraction of women increased at all grades (Figure 4.6).
(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.

We are also able to divide this data by whether the staff are on open-ended/
permanent or fixed term contracts; this is shown in Table 4.5 for male and
female staff. We find that there is approximate agreement in the average
percentages of males and females on fixed-term contracts for grades 6, 7 and
9; grade 8 has a much smaller average percentage of men than women on
fixed term contracts, on account of the fact that we had only one woman in
this grade in this period, who was a fixed-term research fellow. We have acted
to provide opportunities for staff on fixed term contracts to extend their term
with us through investment proposals to our faculty; this has led to year
extensions for one male and one female in the 2015-18 period. Grade 10
positions, such as Director of the Institute, are typically fixed-term contracts.
Figure 4.7 shows the proportion of permanent to fixed-term contract staff by
grade and gender; we do not see evidence of bias according to gender.
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Table 4.5 Gender statistics of academic and research staff in the Institute of
Cosmology & Gravitation (ICG).
2015-16

Grade

2016-17

2017-18

Average

P

F/T

%F/T P F/T

%F/T

P

F/T

%F/T

%F/T

(6) Senior
Research
Associate/Tutor

1

10

91%

1

8

89%

1

6

86%

89%

(7) Res. Fellow/
Lecturer/Tutor

1

3

75%

1

8

89%

1

6

86%

83%

(8) Snr. Res.
Fellow /Snr.
Lecturer

1

0

0%

1

1

50%

2

1

33%

28%

(9) Reader

4

0

0%

2

0

0%

3

0

0%

0%

(10+) Senior
Academic Staff

1.6

3

65%

4

3

43%

4

3

43%

50%

Total A&R Staff

8.6

16

65%

9

15

63%

10

17

63%

64%

(6) Senior
Research
Associate/Tutor

1

5

83%

0

4

100%

0

100%

94%

(7) Res. Fellow/
Lecturer/Tutor

0

1

100% 1

3

75%

1

2

67%

81%

(8) Snr. Res.
Fellow /Snr.
Lecturer

0

1

100% 0

1

100%

0

1

100%

100%

(9) Reader

1

0

0%

1

0

0%

1

0

0%

0%

(10+) Senior
Academic Staff

1

0

0%

1

0

0%

1

0

0%

0%

Total A&R Staff

3

7

70%

3

8

73%

3

6

67%

70%

Male

Female
3
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Fig 4.7 Gender statistics of academic and research staff in the ICG by grade.

(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.
We show in Table 4.6 the number and turnover of female and male leavers for
our department, for each grade. We see that at grades 8 to 10, there is hardly
any turnover, with one male professor leaving in this period to take a new
position in Canada. At grade 6, there was an average turnover of 33% for male
and 20% for female staff (with very small number statistics), and at grade 7,
6% male and 10% female; these leavers were research associates and research
fellows who reached the end of their standard post-doctoral contracts. We will
continue to monitor this turnover and carry out exit interviews to understand
next steps for our leaving research staff.

Action 3.5 Analysis of turnover
(iii) Exit interviews with leavers conducted by member of staff
outside line management; reports of interviews sent to SAT who will
make recommendations for actions based on these.
(iv) Monitor gender regarding length of contract, contract extensions
and bridging support.
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Table 4.6 Gender statistics for academic and research staff turnover.
2015/16
Male

2017/18

2016/17

Female

Male

Female

Male

Female

Grade

L

T/O

L

T/O

L

T/O

L

T/O

L

T/O

L

T/O

(6)

3

25%

2

31%

5

50%

0

0%

2

25%

1

29%

(7)

0

0%

0

0%

0

0%

0

0%

1

18%

1

29%

(8)

0

0%

0

0%

0

0%

0

0%

0

0%

0

0%

(9)

0

0%

0

0%

0

0%

0

0%

0

0%

0

0%

(10+)

0

0%

0

0%

0

0%

0

0%

1

14%

0

0%

Total

3

13%

2

20%

5

21%

0

0%

4

16%

2

20%

L = Leavers, T/O = Turnover. Grades see in Table 5.

Section total 1503 words; submission running total 3675 words
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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.
Impact box 4
Issue: Recruitment of female staff
Actions completed:
✓ At least 2 suitably qualified female candidates approached for new
positions (AP2015)
✓ Adverts reviewed to meet equality and diversity standards, including
clear E&D and AS commitment statement (AP2015)
✓ Gender balance required on selection panels (for Grade 8+ so far;
AP2015)
✓ Unconscious bias training and ‘Diversity in the Workplace’ training
carried out for all staff involved in recruitment and selection between
15/16-17/8 (AP2015)
✓ Offered information and discussion about working at ICG and living in
Portsmouth (AP2015)
Impact:
All offers to women were accepted.
Mild (6%) increase in women applying.

Recruitment data is carefully tracked across the University, which greatly
simplifies the self-assessment process. Recruitment data for the ICG is broken
down by year in Table 5.1. The numbers of applications, shortlistings and offers
are split by grade and by gender.
Across all grades, 178 women and 658 men applied for positions at the ICG
over the past three years. This is a small increase (6%) in the number of
women applying compared to our last submission, but a 60% increase in the
number of men. This resulted in 28 (15%) women and 87 (13%) men being
shortlisted, which are identical percentages to the previous assessment.
Offers were made to 4 women (14% of those shortlisted) and 20 men (23% of
those shortlisted). Hence 17% of all offers have been made to women, while
women made up 21% of applicants and 24% at the shortlisting stage. This
disparity motivates our actions to improve female recruitment below.
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Table 5.1 Gender statistics for academic and research applications, shortlistings and
offers at the ICG.
2015-16
Male

Female

Grade

APP

S/L

% S/L

OFF

% OFF

APP

S/L

% S/L

OFF

% OFF

(6)

132

19

14%

5

26%

34

10

29%

1

10%

(7)

126

10

8%

1

10%

44

3

7%

1

33%

(8)

17

2

12%

0

0%

0

0

0%

0

0%

(9)

-

-

-

-

-

-

-

-

-

-

(10+)

32

6

19%

0

0%

6

0

0%

0

0%

Total A&R Staff

307

37

12%

6

16%

84

13

15%

2

15%

2016-17
Male
Grade

Female

APP

S/L

% S/L

OFF

% OFF

APP

S/L

% S/L

OFF

% OFF

(6)

-

-

-

-

-

-

-

-

-

-

(7)

181

18

10%

5

28%

40

5

13%

0

0%

(8)

-

-

-

-

-

-

-

-

-

-

(9)

16

7

44%

4

57%

1

0

0%

0

0%

-

-

-

-

-

-

-

-

-

-

197

25

13%

9

36%

41

5

12%

0

0%

(10+)
Total A&R Staff

2017-18
Male
Grade

Female

APP

S/L

% S/L

OFF

% OFF

APP

S/L

% S/L

OFF

% OFF

(6)

-

-

-

-

-

-

-

-

-

-

(7)

111

11

10%

3

27%

39

2

5%

1

50%

(8)

26

5

19%

1

20%

7

2

29%

1

50%

(9)

-

-

-

-

-

-

-

-

-

-

(10+)

17

9

53%

3

33%

0

0

-

0

-

Total A&R Staff

154

25

7

28%

53

10

19%

2

20%

16%

APP = Application, S/L = Shortlisting, OFF = Offer | % S/L = % of applicants shortlisted
| % OFF = % of shortlisted applicants receiving offers.

One of our main recruitment goals has been to encourage more women to
apply for positions at the ICG. We have taken several actions as shown in
Impact Box 4. However, the numbers are still lower than we would like.
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Applications for fixed-term research positions were 22% women, while for
permanent positions they made up 15% of applications. Of four permanent
staff positions filled since 2015, one woman was appointed. The fraction of
accepted offers is, however, less of a concern. All offers made to women were
accepted, while 76% of offers made to men were accepted. We therefore are
seeing signs that our actions in AP2015 are helping to make the ICG attractive
to female candidates, and we will continue to build upon this.
To encourage women to apply for academic positions, our previous AP required
that recruitment committees reach out to at least two suitably qualified
women and encourage them to apply. The AS team and the ICG directors have
reminded each recruitment panel of this policy, and it was largely followed.
Laura Nuttall, hired as a senior lecturer, is an example of a candidate who was
specifically encouraged to apply.
Job advertisements were also written with language encouraging women and
underrepresented minorities to apply. In the new AP, we will use Gender
Decoder, an open-source approach based on research in Gaucher et.al 2011.
Action 2.4. Wording in job advertisements
(i) Introduce to staff Gender Decoder software to check for gendered
language in job ads
(ii) Use this software for all open position adverts
(iii) Consult with University E&D team to keep up to date with best
practice in advert wording; communicate this to staff writing adverts

To improve the number of female candidates, we will:

- Seek to identify prospective candidates early, when an available post can be
predicted in advance. We will try to invite candidates to visit or give talks,
to help build connections and improve the chances that they will later apply.
Action 2.1. Encourage female candidates to apply
(i) Consult the University Equality and Diversity Team for recruitment
best practice
(ii) Staff to contact suitably qualified female candidates, encouraging
them to visit and to apply

- Provide checklists to help recruiting and hiring panels, including reminders
of steps to take in accordance with the action plan. This ensures uniformity
of compliance with measures like encouraging female candidates to apply,
even if panel members are inexperienced or busy.
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Action 2.3. Make Checklists for Recruiting Processes
(i) Produce checklists with timelines for all stages of recruitment
(ii) Monitor recruitment process to help adjust timelines

- Not all women who are encouraged to apply will do so, and some take other
offers or withdraw. So we will increase our goal to approaching four
appropriate female candidates for each open position, drawing on help from
colleagues in the relevant field to identify candidates who we might
overlook. We will also increase our usage of social media and materials on
our website to highlight our department culture and Equality and Diversity
Themes, in order to increase the awareness of our department as an
attractive workplace for women.
We list here further actions by which we intend to increase applications and
acceptances from women.
Action 2.2. Encourage applicants about our ED&I culture
(i) Provide information pack for applicants, containing information
about equality and diversity, dual careers, childcare and schools
(ii) Offer point of contact for candidates, for advice on childcare and
schools in Portsmouth
Action 2.5. Training of staff
All academic staff and all staff involved in recruitment and selection
will take updated training against unconscious bias
Action 2.6. Selection procedures
(i) Gender balance reflective of our department make-up ensured for
academic/research staff on selection panels
(ii) At least one woman shortlisted, given job requirements
(iii) Female members of staff given workload allocation to participate
in PhD interview days as role models
(iv) No group of PhD applicants invited to interview on a given day
includes a sole woman
Action 2.7. Survey candidates about application/interview process
(i) Seek feedback from shortlisted candidates about their experience
of the process
(ii) Follow up reasons for declined offers
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Action 2.8. Review of staff recruitment
(i) All staff conducting recruitment to monitor gender statistics at
every decision point and provide report at the end of recruitment
process.
(ii) Panels required to provide a detailed assessment of shortlisting
process in case no woman has been shortlisted.

(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 follow an induction and training process at the beginning of
employment, during which integration at the ICG is supported and monitored.
Departmental induction each October includes a talk by the HoD and office
manager and a Meet-the-Group seminar, where all ICG staff members
introduce themselves. Staff joining mid-year have a one-to-one departmental
induction meeting with the office manager and are introduced personally to
staff and students. New academic staff complete a Personal Induction Plan
with the HoD, with probation review meetings held at 6 and 12 months.
In addition, all new staff are invited to the University Induction Conference
which is held twice a year, for an overview of the wider University context,
and where equality and diversity commitments are presented.
Opportunities for networking, flexible working policy, and professional and
personal development opportunities (including E&D training) are promoted to
new staff during the induction process.
We review the effectiveness of induction via Personal Development Reviews,
held with the director or academic staff, and responses to University surveys.
For instance, the latest University Gender Culture survey has indicated that
24% of ICG staff do not feel aware of development opportunities, and 29%
aren’t clear about the procedure for flexible working. Action 3.2 therefore
aims to disseminate development opportunities at the ICG.

(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.
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There is an annual university promotion round advertised for academic and
research staff to apply for readership or professorship with published criteria
based on their personal record and contributions. There is also the possibility
for roles, including support staff roles, to be regraded because the role has
changed. In the following data we refer to cases where staff roles have been
regraded and/or where staff have moved to a new role at a higher grade as
promotion, since they represent career progression for individuals within the
University.
Table 5.2 summarises promotions in the ICG over the past 3 years. Promotion
data reflects the number of individuals who have been regraded or transferred
to a higher grade than previously occupied.
Table 5.2 Gender statistics of academic and research promotions in the Institute of
Cosmology & Gravitation from 2015 to 2018.
2015-16

2016-17

2017-18

Grade

M

F

%F

M

F

%F

M

F

%F

(6) Senior Research
Associate/Tutor

0

0

-

0

0

-

0

0

-

(7) Res. Fellow/Lecturer/Tutor

1

0

0%

1

3

75%

0

0

-

(8) Snr. Res. Fellow/Snr.
Lecturer/Snr. Tutor

0

0

-

1

0

0%

1

0

0%

(9) Pr. Res. Fellow/Pr. Lecturer/
Reader

0

1

100%

0

0

-

0

0

-

(10+) Senior Academic Staff

0

0

-

2

0

0%

0

Total A&R Staff

1

1

50%

4

3

43%

1

0
0

0%

One female academic staff member was promoted to Reader and one male
staff member was promoted to Research Fellow grade in 2015/16. In 2016/17,
a total of seven staff members (3 female, 4 male) received promotions in
various grades. Three female staff members were promoted to Research Fellow
grade, while two male staff members were promoted to Professor grade; the
rest were promoted to Research Fellow and Senior Lecturer. One male staff
member was promoted to Senior Lecturer grade in 2017/18. In summary, 40%
of the total promotion in the past three years was received by female staff
members; see Impact Box 5.
This year (2018-19) one male academic staff was promoted to Professor, and
one male and one female joined the ICG as Senior Lecturers. We expect that
the Reader-Professor promotions process, which is continuously being refined
at the University with clearer guidelines and selection criteria, will further
help in maintaining the record of senior promotions at the ICG. The University
has not provided data on numbers of staff applying for promotion in the past;
this was made an action in the latest University AS submission.
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With the support of the University we have established a rolling programme of
three-year Dennis Sciama Research fellowships. This is aimed at supporting
early-career researchers in cosmology to build enough experience to help make
a seamless transition to a permanent position.
These fellowships are
advertised both externally and internally. Table 5.3 shows the uptake by
gender.

Table 5.3 Gender statistics of Dennis Sciama fellowships awarded between 2015 and 2018.
Male

Female

% Female

2015/16

1

2

67 %

2016/17

1

0

0%

2017/18

2

0

0%

Total

4

2

33%

In 2015/16 a total of three Fellowships were awarded to two females and one
male. One of the female recipients has succeeded in taking up a permanent
lectureship elsewhere in the UK. Three offers have been made in 2017 and
2018 to males. Therefore 33% of these fellowships have been awarded to
women so far; we note that these were not in the last two years, so we will
take steps to promote the fellowship to female candidates (Action 3.5).
Several activities are in place to encourage and support staff through the
promotion process:

- Information describing the promotion process and criteria are distributed to
permanent academic staff, who are also invited to yearly meetings
discussing the process and giving case studies. Promotion opportunites are
also encouraged in PDRs. It is made clear that the promotion process at the
University takes into account career breaks, and the full range of work
related activities which candidates carry out (including administrative,
pastoral and outreach work).

- A mentoring system takes place in the department. All research staff have
an assigned mentor from among academic staff; there is also an opportunity
for a mentee to choose a mentor. Mentors will attend mentor training
workshops; we will arrange for the training to be delivered at the ICG in
order to achieve a maximum uptake. Mentors are encouraged to be

33

proactive in approaching mentees and to hold regular meetings including
discussion of promotion and job opportunities.
Action 3.1. Enhance mentorship for all research staff and students
(i) All research staff have mentor chosen in discussion between them
and the ICG postdoc officer
(ii) PhD student 3rd supervisor to act as mentor, and student may
request a further additional mentor.
(iii) Mentors to invite mentees to a meeting four times a year
(iv) Mentors to attend mentor training
(v) Development opportunities and promotion to be discussed and
supported in mentorship meetings

- Bridging support is provided where possible to underwrite contract
extensions beyond the end of current external grants.
Impact box 5
Issue: Barriers to career development and progression of female
academic and research staff
Actions completed:
✓ Female staff supported in applying for Aurora programme (AP2015)
✓ Senior female staff acting as role models on Aurora and University
mentorship scheme (AP2015)
✓ ICG Mentorship programme implemented for all research staff
(AP2015)
✓ Staff encouraged to consider promotion in Personal Development
Reviews
✓ Keep in Touch days being used for those on parental leave (AP2015)
Impact: 40% of regradings/promotions in this period were to female
A&R staff.

(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.

In REF2014 ICG academic and research staff were submitted to Unit of
Assessment 9 (Physics). All ICG academic staff in post on the census date
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(31/10/13) were returned (13 staff, including 2 women) plus all the eligible
research fellows (4 fellows, including 1 woman). This followed the same policy
of including all eligible ICG staff as in RAE2008 (in which ICG staff were
submitted to Unit of Assessment 21, Applied Mathematics). Thus our
submissions reflected the gender proportions of all eligible staff in post on the
census date (1 female out of 14 category A staff in RAE2008, 3 out of 17 in
REF2014). In our REF2014 submission we identified staff with individual
circumstances including career breaks and early career researchers and made
corresponding reductions to the number of research outputs in line with the
rules of the REF2014 exercise.
The University is still in the process of formulating its code of practice for
REF2021; however we expect to include in our final REF submission all
academic and research staff who meet the definition of independent
researchers with a significant responsibility for research. This is likely to be
determined by workload, and all our A&R staff have a significant workload
allocation for research (currently at least 35%). In our latest 2018 REF audit,
all eligible ICG staff were judged to have the minimum number of outputs
required (at least one) of at least 2* quality. Thus we expect the gender
proportions of our REF2021 submission to exactly reflect the gender
proportions of our staff on the census date.
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.

New PS staff meet with their line manager, the head of department and
department office manager to receive orientation in their new roles. Review
meetings are held with the Institution Administrator (for professional staff) or
Technical Manager (for technical support staff), at a three-month interim
probation and six-month final probation review (as opposed to 6 months and 12
months for academic and research staff). As with academic and research staff,
the induction and review processes are compulsory so uptake is 100%.
The University holds a staff induction conference twice a year which is
attended by new PS staff. This includes a plenary session to set the University
within a wider context, hosted by the Vice-Chancellor and members of the
University Executive Board. The conference provides an overview of how the
institution is structured and managed, and highlights topical challenges. The
aim is to develop a sense of community by gathering starters from across the
University.
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As with academic staff, the effectiveness of the induction process is monitored
through Personal Development Reviews and staff questionnaires. To understand
the situation in more detail, our SAT will gather our PS staff for a consultation
on matters including induction.
Action 4.1. Consultation with PS staff
(i) Meet with all ICG PS staff to discuss effectiveness of PS induction.
Make recommendations internally for changes to ICG induction, and
externally to University HR regarding University-wide induction.

(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.

The promotion process for the PS staff is different from that of the academic
and research staff; for PS staff, promotion is related to staff vacancy rather
than performance.
PS staff are encouraged and supported for promotion and career advancement
through annual Performance and Development reviews where promotion
opportunities are discussed. In addition the ICG, through the University,
provides a mentorship scheme to help staff to identify and achieve career
goals including promotion. A weekly bulletin from the University advertises
available internal vacancies through which PS staff can be promoted.
There have been no applications for promotion from PS staff in the 2015-18
period, which is a cause for concern. We will consult with our PS staff to
discuss recommendations which we can pass on to University HR about
promotion opportunities. We will also hold a workshop for our PS staff about
promotion opportunities and process.
Action 4.1. Consultation with PS staff
(ii) Meet with all ICG PS staff to discuss promotion opportunities and
barriers. Make recommendations to University HR regarding the PS
promotion process.
Action 4.2. Promotion workshop for PS staff
We will invite staff from HR to conduct a workshop discussing and
encouraging promotion opportunities for all of our PS staff.
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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?
ICG staff are offered a wide range of training opportunities, including IT
training, human resources issues (e.g. complaint procedures), research and
innovation issues (e.g. opportunities for international collaborations), and
supervision training. Course completions are shown in Table 5.4; we note that
female training is proportionately low, and will act on this (Action 3.2). All new
academic staff take a teaching training course (currently one male and one
female staff member).
Table 5.4 Total course completions by male and female staff, 2015/16-2017/18
Male
Academic and Research
Staff
45

Female
8

% Female
15%

All ICG academic, research and support staff members are required to
undertake Equality and Diversity online training. There are three online
modules as part of this training: Diversity and Inclusion in HE, Unconscious Bias
Awareness and Anti-Bullying and Harassment. From all staff, 36 out of 40 have
completed this training. New to this academic year, we have also enrolled our
PhD students to undertake the Equality and Diversity online training, with 11
out of 29 students having completed the training so far; University PhD
students aren’t usually given access to the Equality and Diversity training,
however at the ICG we believe they should engage in this. We request a report
from the E&D team every 3 months to monitor who has completed the training
and to chase those who have not. In addition, all line managers have been
required to complete an anti-harrassment and bullying workshop.
We will continue to promote and track uptake of all University training
courses. This includes discussing the training in Personal Development reviews;
its usefulness is also tracked through staff surveys.
Action 3.2. Development and training
(i) Promote training opportunities to female staff and students
(ii) Uptake of staff training and development monitored by gender
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Since E&D awareness is of such centrality to our Athena SWAN involvement, we
will ensure that all staff and students engage in a new round of this training in
the 2019-23 period.

Action 6.1. Equality & Diversity training
(i) ICG academic and research staff members and students will
undertake a new round of equality and diversity training
(ii) Staff with management duties required to attend University
workshop on anti-harassment and bullying
(iii) Anti-harassment policy highlighted to all staff and students

(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 staff members of the University are required to have an annual
Performance and Development Review (PDR). At the ICG, line managers act as
PDR reviewers (Professors are reviewed by the Dean of Faculty).
The PDR provides an opportunity to assess the progress and development of
every member of staff. The reviewee and the reviewer discuss contributions,
progress, and milestones for the coming year, taking into account a wide range
of activities including research, teaching, administrative duties and outreach.
A personal development plan for the coming year is discussed, and promotion
opportunities are outlined and encouraged.
In 2017/18 we have begun tracking internally the PDR uptake for postdoctoral
researchers, and note that 22% did not receive a PDR in that period. More
generally records for PDRs have not been tracked consistently at the
University; as a result, the University is reforming the PDR scheme, launching a
new online system this year (live from April 2019). This will track compliance
and bring greater consistency and transparency about managing performance.
The University Human Resources department are training all staff in the new
scheme. We will appoint an expert user for the ICG who will undergo training
on the PDR scheme, including the online system, performance assessment and
PDR conversation style. The expert user will then act as a compliance officer
in our department. In addition, the SAT chair has been trained in use of the
system, and all staff will receive an internal ICG seminar from HR.
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Action 3.6. Supporting and monitoring new PDR system
(i) Appoint ICG expert user for the new PDR scheme
(ii) Monitor PDR completion including gender statistics
(iii) PDRs to include discussion of development opportunities including
promotion

(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.

Action 3.5. Encouraging promotions
(i) Regularly inform and discuss with academic and research staff
about the University’s promotion criteria and process, and fellowship
opportunities such as Dennis Sciama Fellowship
(ii) Support promotions through mentorship, PDR discussions,
feedback on application materials, and workload allocation for writing
case
We aim to actively support career progression for female and male staff at the
ICG. Promotion criteria are defined at the University level; responsibilities for
teaching, research, and citizenship, including public and community
engagement and mentoring and coaching staff are explicitly considered toward
promotion. We discuss and encourage promotion at academic staff PDRs.
However, in the recent University E&D survey (2018), ICG staff identified issues
about their understanding of promotion criteria. 40% of respondents said they
were uncertain about their understanding of promotion criteria, and 43%
supposed that the full range of an individual's skills and experience would not
be considered in review and promotion. However, 83% of respondents are
positive about being treated on merit irrespective of their gender at the ICG.
These figures drive us to make a strong priority to inform and encourage staff
about the University promotion criteria, and highlight case studies that give
evidence of the wide range of considerations on which people are promoted.
The University currently provides 10 places per year on the Leadership
Foundation Aurora (LFA) programme for women. All female academic staff
members at the ICG are made aware of LFA through email and line managers
encouraging staff members to apply. One academic staff member and one
research staff member participated in the Aurora programme in 2014/2015 and
2017/2018 respectively. One of these staff members has gained a lectureship
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at a UK University and the other staff member became an LFA mentor in
2017/2018. One other research staff member applied to participate in the
Aurora programme in 2017 but she was unsuccessful.
These are small numbers, so we will encourage further eligible female staff to
apply for these places, and will recommend that senior female staff at the ICG
consider being role models for LFA.
Action 3.3. Leadership training
(i) Eligible female staff in the ICG to be supported in applying for
Leadership Foundation Aurora programme (including meetings for
application advice) and/or other leadership training
(ii) Encourage senior female staff to consider being role models for
LFA and University mentorship scheme

Wherever funding allows we consider extending fixed-term contracts for staff
to support them to move into further employment. For staff on long-term,
competitively-awarded fellowships (such as 5-year research council
fellowships, or Royal Society University Research Fellowships) we promise to
review their long-term position within 2-years of starting the fellowship (based
on their performance and contribution to the wider department) with a view
to converting the fellowship into an open-ended academic position at the end
of the fellowship. We have a record of converting long-term fellowships to
permanent positions, most recently promising a Royal Society University
Research Fellow a proleptic lectureship at the end of the fellowship.

(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).
New graduate students in the ICG start their programme of studies with a
University programme organised by the Graduate School, followed by a faculty
induction programme in their first week. The institute then provides its own
ICG and subject-specific induction provided by academic and support staff,
identifying any personal training needs. In the first six months the ICG provides
a series of short courses (up to 6 hours) including both subject-specific lectures
and transferable skills such as computing, data languages and presentation
skills. Specialist courses are available in physics from SEPnet (South-East
Physics network) and in data-handling skills from DISCnet (Data-Intensive
Science network, a colloboration with Queen Mary, Southampton, Sussex and
the Open University).
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Each PhD student is supervised by a team of 3 researchers, where second and
third supervisors offer academic support and career advice, including
encouragement to consider postdoctoral positions. Oversight of supervision
teams is provided by the Departmental Research Degrees Coordinator who acts
as the postgraduate tutor and is also available to identify and/or help with
potential problems during the PhD.
Students have an annual review each year at which they review their progress
with at least one member of staff outside their supervision team; their career
development and training is also discussed. Career advice is also provided in
departmental seminars via talks by ICG staff about applying for academic jobs,
and by returning alumni giving talks about their career paths after graduation.
We now have a programme of 3 month paid placements for PhDs with local
companies, offered via DISCnet and SEPnet.
All PhD students present their work in group meetings and departmental
(Tuesday lunchtime) seminars (usually during their second year). Students have
also organised their own PhD student meetings where they give presentations
to the peers, without the pressure of staff being in attendance. Further
specialist training (such as teaching training) and support (such as the Student
Wellbeing service) is provided at the university level. ICG staff provide training
on university-wide courses, e.g. our female professor runs a course on how to
write research papers, acting as a role model for students and staff.
Time allocated for staff to provide support for postgraduate students is
registered in the workload planning model.

(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.

All staff and research students seek external funding, e.g. for student
participation in research schools and workshops, for postdoctoral fellowships,
and research grants such as Leverhulme and European Research Council grants.
This is a demanding process, but ICG has considerable experience in submitting
and winning research grants, and provides support and encouragement for
those applying. The ICG office has a full-time Institute manager who provides
one-to-one assistance with preparing and costing grant applications and
interacting with the faculty and university finance departments prior to
seeking approval. All applications are prepared or reviewed by experienced
academic staff in the ICG before being signed off by the HoD.
For example, the 2018 consolidated grant application to STFC included all ICG
academic staff as co-investigators. There were initial discussions of potential
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projects, then draft projects were reviewed by other staff members, before
being collated into a single research proposal. Senior staff who have served on
the STFC astronomy grants panel gave specific advice on presentation of
research projects in the final proposal. Seven out of twelve projects were
successful in obtaining funding (including one of two projects with a female
co-investigator).
While all staff are expected to apply for external grant funding, including
funding for their own research time, we allocate a minimum of 35% FTE for
research in staff workload allocations, even for those unsuccessful in obtaining
funding. All staff are supported by travel funds to conferences, with £2000 per
year for research travel for academic and research staff, including those who
have not obtained external research funding. For members of staff who were
unsuccessful in obtaining postdoc funding after the 2015 STFC consolidated
grant application, the ICG convened a panel to review proposals for support;
we were able to award University funding for a two-year postdoc position
supporting one female member of staff. Following the 2018 outcome we have
so far been unable to repeat this exercise due to lack of funding in the current
financial climate.

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?
ICG PS staff have training opportunities available through the University Career
Development Framework. This includes over 50 training courses, including
information governance, disability awareness, coaching, anti-bullying and
harassment, IT training, and complaint procedures. Springboard (personal
development) and Aurora (leadership foundation) programmes are also open to
female PS staff.
The Information Services (IS) team at the University run weekly workshops on
different IS systems, such as the University student and course management
system and the finance system; different levels are offered to suit varying
support staff roles. IS also run workshops from intermediate to advanced level
in Microsoft Excel and Word, gmail and Google drive. These workshops are
open to all staff including support staff. Take-up of these courses has not been
routinely monitored, so we will act on this.
Action 4.3. Monitor take-up of PS training opportunities
All PS training will be recorded and monitored; the SAT will discuss
needs for further training.
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Support staff members are required to undertake the same Equality and
Diversity online training as academic staff (see section 5.3(i) above). All
support staff, both male and female, have completed this.
The training is discussed in staff PDRs; however, we would like to understand
the perceived usefulness of the training further, so will consult with our PS
staff and make recommendations to the University for improvements.
Action 4.1. Consultation with ICG PS staff
(iii) Meet with each ICG PS staff to discuss the effectiveness of
training opportunities. Make recommendations to University regarding
new and changed training courses.

(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.

All PS staff undertake a PDR each year with their line manager; this is a
contractual requirement. The PDR offers an opportunity to review the
individual’s performance in their job role over the past 12 months including
recognition of achievements, progress, where objectives have been met and
areas of good practice. The PDR also offers an opportunity to raise issues or
concerns pertinent to the reviewee’s role, and allows goals to be set for the
next 12 months.
All reviewers will be given appraisal training within our new system (live from
April 19). Staff will have the opportunity to comment digitally on their PDR
through this system.

(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.
We seek to improve support for career progression for PS staff (see 5.2.(iii)).
We note (see 5.3(iii)) the uncertainty among ICG members regarding promotion
criteria. We will therefore prioritize informing PS staff about University
promotion opportunities, discussing the opportunities one-to-one and at staff
meetings, and will encourage line managers to discuss these opportunities in
PDRs.
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Action 4.4. Supporting progression for PS staff
(i) Regularly inform and discuss with PS staff about the University’s
promotion criteria and process, and highlight job opportunities
(ii) Support promotions through detailed discussion of opportunities
during PDR discussions, and feedback on application materials.
(iii) Encourage PS staff to take up the University mentorship
programme, and provide time allocation for this in the WLP.
(iv) Promote Springboard and Aurora programmes to all female PS
staff.
Mentorship is available for all support staff at the University level, and we will
recommend that PS staff take up this mentorship opportunity. The Springboard
and Leadership Foundation Aurora (LFA) programmes are also open to support
staff, and we will encourage female support staff to apply for these.

5.5. Flexible working and managing career breaks
Note: Present professional and support staff and academic staff data
separately
(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.

Staff taking maternity/adoption leave inform their line manager of their
forthcoming leave, who then ensure that they receive guidance on
conditions of service during their leave; staff can access information on
entitlements and process, local nursery provision and a maternity
calculator to assess financial implications of their leave on the HR
webpages.
All pregnant employees are entitled to time off for ante-natal care,
including relaxation and parentcraft classes. They are entitled to maximum
52 weeks maternity leave irrespective of length of service, receiving either
Occupational/Statutory Maternity Pay or Maternity Allowance. Adoption
leave and pay mirrors that of maternity.
Line managers and prospective parents discuss pre-leave and return
arrangements, including the cover that is required during maternity or
adoption leave, how to be contacted, use of Keeping In Touch (KIT) days
and any necessary support, e.g. working from home is supported.
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(ii)

Cover and support for maternity and adoption leave: during leave
Explain what support the department offers to staff during maternity and
adoption leave.

Cover has been provided for all positions while staff have been on maternity
leave in order to minimise disruption and workload on staff when they return
to their posts. For example in the last 12 months we have employed additional
staff to provide maternity cover for research, admin support and outreach and
public engagement staff.
Line managers maintain contact with staff during leave, to facilitate
communication and discuss return to work and potential work related issues.
The ICG encourages the use of KIT days. These have been developed so that
during a career break such as maternity leave, a member of staff may, with
the agreement of the line manager, carry out up to ten days work without
bringing the maternity leave to an end. This may include training or attending
meetings. Staff receive either a day’s pay or a day’s leave for each KIT day. All
three staff on maternity leave in 2018/19 have made use of KIT days.
We recognise that when active researchers take maternity/adoption leave,
there is a need to support these researchers in relation to their research
momentum and career prospects. We propose to allocate an additional 20%
research time for staff returning after maternity/adoption leave.
Action 3.4. Support for ICG members with caring responsibilities
(iv) Encourage the use of “Keep in Touch” days for those on parental
leave
(v) Provide 20% extra research time for year when staff return from
maternity/adoption leave.

(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.
We discuss phased return for staff on maternity/adoption leave before they
leave and confirm this on return to work.
Annual leave is accrued during maternity leave and may, by agreement with
the line manager, be taken at the end of the leave period or later after
returning to work. Flexible working requests can be used by staff to adjust
their work pattern on return to work. The one member of staff who has
returned from maternity leave so far in 2018/19 requested to return part-time
for an initial period which was discussed and agreed through a flexible working
request for a trial period, with a view to this employee returning to full-time

45

work later if she wishes. She has also been supported with privacy through
access to an empty office while expressing breast-milk.

(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: Provide data and comment on the proportion of staff remaining
in post six, 12 and 18 months after return from maternity leave.
During the period 2015/16-17/18 no staff took maternity leave, reflecting the
small overall numbers of female staff in the institute. See Table 5.5.
However in 2018/19 3 staff members (2 A&R, 1 PS staff) have taken maternity
leave, with one so far having returned (but only in the last month); the other
two remain on maternity leave at the time of writing. No one has been made
redundant while on maternity leave.
Table 5.5 Maternity and paternity leave and return rates by type in
2015/16-2017/18.
Academic and Research Staff

Professional and Support
staff

Paternity

Maternity

Paternity

Maternity

Returned to
previous hours

1

0

0

0

Returned to fewer
hours

0

0

0

0

Variable hours

0

0

0

0

PTHP

0

0

0

0

Ongoing

0

0

0

0

Total Staff

1

0

0

0

(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.

Only one member of staff took paternity leave in the 3 years 2015/16 to
2017/18 (grade 7). No members of staff have yet made use of the shared
parental leave during the three year period 2015-18, nor adoption leave.
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We will increase efforts to make all staff aware of the opportunity for shared
parental leave. We recognise that as well as maternity leave, the availability
and uptake of shared parental leave is a valuable element in promoting
equality of opportunity at work.
Action 3.4. Support for ICG members with caring responsibilities
(i) Keep staff informed about entitlements including adoption leave
and pay, childcare vouchers, maternity leave and pay, paternity leave
and pay, shared parental leave, time off for dependents, and the right
to request flexible working. Actively promote this information to men
as well as women.

(vi) Flexible working
Provide information on the flexible working arrangements available.

Staff are entitled to make flexible working requests, and this is promoted
within ICG by the institute director (most recently by email on 7th January
2019). The University has introduced an online system which is simple and
quick for both employees and line managers. Nonetheless we note that in the
2018 culture survey, 29% of respondents reported that they were unaware of
the process for making flexible working requests. We will increase the
frequency of reminders and encourage line managers to ensure all staff are
aware of this process (Action 3.4(i)).
Table 5.6 shows there were 7 flexible working requests made by ICG staff in
the 3 year period, of which 6 were approved. We note that while all 6 requests
from A&R staff were approved, the only request from PS staff, who come
under a different line management structure, was not approved. While we
cannot draw conclusions on the basis of a single case we will monitor the
approval rate for different types of staff.
Table 5.6 Flexible working requests in 2015/16 to 2017/18.
Academic and
research staff

Professional and
support staff

Male

Female

Male

Flexible Working Requests

2

4

0

1

Approved Flexible Working Requests

2

4

0

0

Approval rate

100%

100%

-

Female

0

Action 4.5. Monitor approval rate for flexible working
Examine statistics for approval rate for flexible working, for A&R staff
and PS staff. Make recommendations to PS managers in case of any
disparity.
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Action 3.4. Support for ICG members with caring responsibilities
(ii) Meet with staff considering requesting entitlements e.g. flexible
working, to discuss details, provide advice about the application, and
work out alteration of workload.

Action 5.2. Flexible working
(i) Procedure for formal flexible working requests communicated to
ICG staff at least three times per year, at staff and student meetings,
via email, induction and annual reviews.
(ii) Line managers are reminded about the procedure, and
communicate guidelines to staff in PDRs.

We note that 81% of ICG respondents in the culture survey thought that their
line manager would be supportive of flexible working requests, while 10%
disagreed; we will act to support staff in making applications and advocating
for approval (AP5.2).
One reason for the relatively low uptake of formal flexible working requests
among academic and research staff may be the flexibility and selfmanagement available without any formal request. Most formal flexible
working requests from academic staff are driven by the early (from 9am) or
late (up to 6pm) times for undergraduate classes driven by timetabling
constraints. Flexible working requests are used by staff with caring
responsibilities to avoid classes being timetabled at specified times.
In our major STFC consolidated grant application awarded in April 2019 we
have requested and been awarded funds to support childcare costs for those
with caring responsibilities attending meetings.
Action 3.4. Support for ICG members with caring responsibilities
(iii) Provide support with childcare costs associated with conference
travel; advertise this support to staff. Liaise with University Research
and Innovation Committee to facilitate payment.

(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.
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The University provides policy and guidance for returning to full-time roles
after a career break.
A career break could be due to adoption leave,
maternity leave, parental leave, right to request flexible working, time off for
dependents, or long-term illness. In any of these cases, the staff member
seeking to transition to full time meets with the line manager in consultation
with the Human Resources Business Partner Unit which recommends specific
induction needs for the full-time role. The staff member then undergoes the
induction process.
The ICG also supports application for grants to STFC for Returner Fellowships,
from academic and research staff returning from career breaks even when the
applications are in excess of the quota allocated to the institution. The ICG
supported two Returner fellowship applications (one male, one female) in
2017.
Moreover, we operate with the University’s KIT days programme (see 5.5(ii)).
One staff member has just returned from maternity leave, there are two other
staff members currently on maternity leave, and one staff member on
paternity leave. These staff members will be using KIT days.

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.

49

Impact box 6
Issue: The need to foster a departmental culture of gender equality
Actions completed:
✓ E&D training completed by academic staff (AP2015)
✓ Staff with management duties have attended University workshop on antiharassment and bullying
✓ Approximately 30% of colloquium speakers are women (AP2015)
✓ ICG Ethos and Code of Conduct written and promoted
✓ South East Physics Network Equality and Diversity day hosted by ICG
Impact: Responses in the 2018 University Gender Culture Survey:
76% of ICG staff rated positively “Irrespective of gender, where I work staff
are treated on their merits” (c.f. UoP 70%)
76% of ICG staff rated positively “In my work area social activities such as
staff parties, team building or networking events are likely to be welcoming
and accessible to all” (c.f. UoP 69%)
81% of ICG staff rated positively “During the past two years I have not
experienced a situation where I have felt uncomfortable because of my
gender/gender identity” (c.f. UoP 76%)
81% of ICG staff rated positively “I am confident my line manager would deal
effectively with complaints about harassment, bullying or offensive
behaviour” (c.f. UoP 69%)
The ICG seeks to prioritize gender equality and inclusivity throughout its
activities. Particular recent efforts include:
-

In 2018, we have created and promoted a new document which sets out
our Institute’s Ethos and Code of Conduct. The idea here is that a code
of conduct on its own can initially sound as though it is only guarding
against negative behaviours, so we start with a very positive vision of
our ethos (see Section 7). This includes our energetic commitment to
inclusivity and gender equality. This document has been distributed to
all ICG members, and has been presented to the management
committee and to all students and staff at our Athena SWAN seminar in
October 2018. We display the document as a poster in our coffee room.

-

We have organised and held an Equality and Diversity conference,
under the auspices of SEPnet, in December 2018 in the University’s new
Future Technology Centre. 36 staff and students attended from across
the UK, including 18 from the ICG. Talks included presentations from
Jess Wade (Imperial) and the Institute of Physics regarding gender
equality (see Section 7).
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-

We seek to be inclusive towards all students and staff in our academic
programme. Initially, a Meet the Group meeting takes place at the
beginning of each academic year, when A&R staff, PS staff and students
introduce themselves.

-

All students and postdocs give a presentation of their work at our
Tuesday seminars. We hold several research group meetings each
week; female and male students are expected to attend at least one of
these to build knowledge and confidence.

-

Staff and students meet in the coffee room for lunch most days of the
week. We have a social email list encouraging students and staff to
attend social activities including restaurant and pub visits, concerts,
and special lunches.

-

All ICG academic and research staff and students are required to take
equality and diversity training (see section 3 for details).

-

We hold weekly Cosmology Colloquia by external speakers, and make
30% of our invitations to women; see section 5.6(vii).

-

The University holds an Athena Swan conference annually and ICG Staff
are encouraged to attend. The conference aims to raise awareness
about challenges for women in STEMM and other subject areas. ICG
attendance has risen from 3 male and 3 female attendees in 2016 to 8
male and 3 female attendees in 2018. These are still quite small
numbers, so we will further encourage attendance.
Action 6.3. Athena SWAN and E&D Conferences
(i) ICG staff and students encouraged to attend annual University
wide Athena SWAN Conference, SEPnet E&D conference and other E&D
conferences
(ii) Attendance of ICG members to be recorded.

-

We highlight the AS principles in our induction talks and a compulsory
introduction to AS each start of year.

-

AS principles are raised for each recruitment round with panel chairs
(see section 5.1).

-

Two biannual surveys, the Staff Survey and the Staff Gender Culture
Survey, are carried out in the University to monitor many aspects of our
life together including our alignment with AS principles. ICG members
take part in these surveys and the AS SAT analyse the results, making
recommendations for change to the HoD.
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-

We seek to promote work-life balance by encouraging staff to take
leave.
Action 5.3. Promoting work-life balance
(i) Leave monitored, and staff encouraged to take leave
(ii) Discussion with line managers in cases where staff aren’t taking
leave
(iii) Staff regularly reminded about no need to work outside of agreed
hours

(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 polices.

The University has HR policies for equality, dignity and respect and grievance
processes. We make staff aware of these through discussion at our
management meetings and email. All academic staff (one male absence) have
attended an anti-harassment and bullying workshop in the last two years.
In addition we have recently (Oct 2018) appointed a departmental Dignity and
Respect champion, Laura Nuttall. She sends information to all staff and
students on an approximately fortnightly basis, highlighting items of note
about dignity and respect policy, achievements at the department, and tips for
improving wellbeing and mental health. Dignity and Respect training is
required for all staff (see section 5.3(i)).

(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.
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ICG is a relatively small academic department and hence we aim to keep
formal administrative structures and committees to a minimum. All academic
staff are invited to attend the monthly Management Committee meetings, and
student and postdoc reps attend every second month. Minutes of the meetings
are circulated to all ICG staff and PhD students. Gender proportions on
committees will be monitored and accounted for in our WLP(AP 5.1).

Table 5.7 Membership of ICG on ICG/Faculty/University committees.
M

F

%F

11

5

31%

Management
Committee
(MC)

All academic staff are members of the
Management Committee.

Athena SWAN
SAT

Academic staff: David Bacon (chair), David Wands,
Laura Nuttall, Andy Lundgren
Research staff: Obinna Umeh
Support staff: Georgia Heath
PhD student: Samantha Youles

4

3

43%

Outreach team

1 academic staff (Laura Nuttall), 2 research staff,
1 PhD student

1

3

75%

Computing
committee

2 academic staff, 2 technical staff

4

0

0%

20

11

55%

A representative for research staff, a
representative for postgraduate students, the
innovation (IPS) fellow, and outreach officer
attend MC meetings bi-monthly.

Total

(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?
We encourage all academic staff to participate in external collaborations and
committees; we discuss this involvement at PDRs and workload planning
meetings.
University committee roles to be filled by an ICG representative are advertised
to academic staff, and staff are encouraged to take up these roles at workload
and PDR meetings. We have two full-time female academic members of staff,
one who joined within the past year. The other has been the ICG rep on the
Faculty Research and Innovation Committee until the end of her second term
in 2018, and is now convenor of the University Professors’ Forum.
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We will continue to monitor committee membership and representation to
ensure proportionate gender representation in future (action 5.1(iii)).
(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.

Impact box 7
Issue: Workload for staff was only informally monitored
Actions completed:
✓ Caring responsibilities included in timetabling (AP2015)
✓ ICG group meetings all sheduled between 10am-4pm (AP2015)
✓ Full workload model implemented for academic staff, including
detailed award of time for research, teaching, outreach, E&D activities
(AP2015)
✓ Gender proportion on committees monitored (AP2015)
✓ Keep in Touch days being used for those on parental leave (AP2015)
Impact: Fair and transparent workload model
Responses in 2018 University Gender Culture Survey:
81% of ICG staff rated positively “I believe my manager would be/is
supportive of requests for flexible working” (c.f. UoP 66%)

Since our last Athena SWAN application, the University has introduced a new
workload planning system, to help improve consistency and transparency in
planning academic workloads. This was implemented for academic staff in the
ICG for the first time in 2017/18 and run again in 2018/19. The HoD draws up
an initial draft workload plan and then meets staff individually to review and
refine allocations before they are published and become visible to all staff. For
2019/20 the University has moved to a new software tool to better link
workload planning with personal development reviews (PDRs). To ensure
transparency, academic staff are able to access each other’s WLPs via a secure
site.
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As well as standardising the time allocated for teaching and assessment
activities across courses, the workload allocates time for research and
innovation (both internally and externally funded), and management duties.
This includes time required for committee work, and external duties agreed by
the ICG director, e.g., leadership roles in external collaborations, serving on
UK research council grants and fellowship panels, and editorial board
membership. Time is also allocated for duties which are undertaken more
frequently by female staff, including open days, outreach activities, and the
dignity and respect champion role. We explicitly allocate additional time in
the workload (40 hours) for female staff as they are often asked to serve on
recruitment panels to improve gender balance.
Staff development is supported through time allocations for new academic
staff taking teacher training, and additional research time allocated for early
career researchers. Time is allocated to all staff for personal development and
scholarship.
Individual roles are reviewed annually in the PDR, linked to workload
discussions. Roles are circulated within the department to ensure
transparency, in addition to the published workload allocations. The AS team
will review annually the gender proportions and monitor for bias.
Action 5.1. Equitable and transparent distribution of workload
(i) ICG academic and research staff workload model updated yearly
(ii) Inclusion of AS SAT in workload model
(iii) Gender proportions reflective of department included in workload
model for committee roles

(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.
As a result of our Bronze AS action plan, all regular institute and group
meetings and seminars are arranged in core hours (10am - 4pm) to maximise
the possibility for those with family and caring responsibilities to attend.
Wherever possible, group meetings times also take account of working hours
for part-time staff in the group.

(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
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seminars, workshops and other relevant activities. Comment on publicity
materials, including the department’s website and images used.

Every Thursday ICG run a Colloquium seminar which features talks by external
speakers. We have made a commitment to make at least 30% of the speaker
invitations to be women to provide female role models in the working
environment and to create an environment of gender equality. See table 5.8;
we see that the fraction of female speakers has grown over the last three
years, but still needs careful monitoring.
Action 6.2. ICG colloquium
At least 30% of external speaker invitations will be sent to women.

Table 5.8 Number of male and female speakers at our weekly colloquium,
together with fraction of female speakers invited.
Year

Male

Female

% Female invited

18/19

16

8

Invited 4 additional
women and 3 men who
didn’t accept, so 39% of
those invited were
women.

17/18

22

8

27% were women. An
additional 2 women were
invited but couldn’t
attend.

16/17

26

4

13%

15/16

17

11

38%

Female staff are featured on our website, including a feature on our front
page for the last year on Professor Claudia Maraston, who won the Royal
Astronomical Society Eddington Prize in 2018, and photographs of the Athena
SWAN committee.
(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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Impact box 8
Issue: Need to encourage girls to go into STEM subjects, and provide
positive public role-models
Actions completed:
✓ Outreach volunteers trained in unconscious bias (AP2015)
✓ Ensured female role models at outreach events (AP2015)
✓ Female role models at School Physicist of the Year events (AP2015)
✓ Gender of outreach volunteers tracked (AP2015)
Impact: Large programme of outreach to women and girls, including
proportional fraction of female volunteers

The ICG has a programme of school outreach events for pupils aged 7 - 18, led
by our full-time female Outreach Officer, who is providing maternity cover for
our usual Outreach Officer. A primary aim is to address the low uptake of
physics by girls at A-level and beyond. Repeat engagements are offered to
local schools, in conjunction with SEPnet, the Ogden Trust and Isaac Physics.
There is also an active programme of public engagement events, such as
Stargazing (at Portsmouth Dockyard, attended by approx. 1000 members of the
public), and Astronomy on Tap (talks in local pubs). Female students and staff
are strongly represented at all events. For instance, there is always a female
representative at School Physicist of the Year events. The gender proportion
for other outreach events is shown in Fig 5.1.
Figure 5.1 Volunteers by gender for ICG outreach activities

Staff and students across all grades participate in outreach, as illustrated in
Fig 5.2. Outreach is included in staff workload models, with a minimum of 12
hours per year. Those with specific responsibilities are allocated extra time,
e.g. an additional 40 hours for the Outreach and Engagement Champion.
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For PhD students, outreach roles are voluntary. Undergraduate students are
paid at an hourly rate, and the Outreach Officer thanks the students by taking
them for a celebration after events.
Fig 5.2 Volunteers by grade for ICG outreach activities

We have provided unconscious bias training for all PhD students, since they are
an active part of the outreach ICG delivers. Our Outreach Officer has also
incorporated slides on unconscious bias into her undergraduate training. This
must be sustained for our ongoing programme (AP 7.1).
Action 7.1. Training for outreach volunteers
All regular outreach volunteers to be trained / have training renewed
in unconscious bias.

Outreach usually takes place at coeducational schools, where the number of
female pupils attending events for year groups below year 12 is approximately
50%. Our aim is to change perceptions among pupils about the option of Physics
and Astronomy for girls, by providing female role models. We have also held a
‘Meet a Female Physicist’ event for female year 10 and 11 students at one of
our partner schools, Portsmouth Academy. Stargazing is primarily attended by
families with children, but data on gender of participants for this hasn’t yet
been recorded.

Action 7.2. Role models
(i) Track gender proportions for volunteers in outreach events
(ii) Ensure that School Physicist of the Year awards always involves at
least one female member of academic or research staff
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Our Outreach Officer has delivered a “Gender Stereotypes” workshop at
Portsmouth Academy, and this is now available for other local schools. Finally,
in May 2018 we offered a free one day workshop for young people aged
between 11 and 16 years at Priory School. The event facilitated the creation of
dance inspired by the research carried out at the ICG. The primary purpose
was to stage an event to engage the interest of girls, by exploring physics from
a different perspective.

Action 7.3. Gender balance in outreach recipients
(i) Track the gender balance of children and young people attending
ICG outreach events
(ii) Annual discussions with outreach coordinator to react to any
imbalance

Dancing the Universe Event - Volunteer Helpers
Year

Female

Male

Total

% Female

2018

5

3

8

62.5

Dancing the Universe Event - Participants
Year

Female

Male

Total

% Female

2018

15

2

17

88.2

Stargazing - Volunteer Helpers
Year

Female

Male

Total

% Female

2018

21

45

66

31.8

2019

16

43

59

27.1

Meet a Physicist - Volunteer Helpers
Year

Female

Male

Total

% Female

2017

6

15

21

28.6

2018

8

27

35

22.3

Total

% Female

Meet a Female Physicist - Volunteer Helpers
Year

Female

Male

59

2019

7

0

7

100

Section total 6943 words; submission running total 10618 words
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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 selfassessment 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.

Laura Nuttall (Senior Lecturer, 2018-present)

I joined the ICG in August 2018 as a Senior Lecturer in Gravitational Wave
Physics. I do not remember the job advert for my position exactly, but I do
remember the end of the advert, which mentioned women and minorities were
encouraged to apply, in line with Athena Swan recommendations. This was my
fifth interview for a permanent academic position, and in comparison to other
institutions (both in the UK and in the USA and Canada) I found the selection
process to be equally as scientifically rigorous but the ICG was the friendliest. I
did not find that any part of the interview process was trying to catch me out,
but instead gave me the opportunity to showcase my strengths.
The first phase of the selection process was a skype interview. Instructions of
what the committee were expecting of me during this interview were
communicated with plenty of time for preparation, which made me both
confident and comfortable for the skype interview. The ICG then also gave
plenty of time for an on site visit to be arranged, and offered options in case
the initial proposed date was not suitable. Before the on-site interview I was
given a tentative schedule of how the day would go, which again put me at
ease as I knew what to expect. The schedule was also arranged to give me a
break before my presentation, and time for setup in case there were
difficulties. Again this extra time put me at ease.
At no point in the interview process did I feel my gender put me at any sort of
advantage or disadvantage, which I liked. I was simply a scientist applying for
a job, which really hadn’t felt like this at other interviews. The topic of my
gender came up in the interview process at my own insistence, when asking
what female mentoring options the department or University had and what
leadership programs they had for female faculty. During my on-site interview I
also felt empowered to ask one-to-one questions about family and flexible
work hours to members of the ICG who were not on the selection committee. I
was seeking frank answers about the department’s and University’s true nature
when it comes to personal commitments and maternity leave. I was happy
with the answers I received so when I was made an offer I was excited to
accept. I also felt the negotiation process was as fair as the interview process.
The department was well prepared and very open to answer my questions
concerning work-life balance, thanks to implementing their previous Athena
Swan action plan. Note, I only read the action plan after I moved to the
department.
Since joining the ICG I have taken advantage of mentorship from another
female faculty member from outside of my department. This was arranged
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through the University by filling out a simple request form. This has been
enormously beneficial in helping me navigate the University system, being a
new member of faculty, and in giving me career advice to incorporate a future
family. In the next few years I also intend to take part in leadership programs.
I have also taken on the role as the dignity and respect champion for the ICG.
In this role, I hope to support colleagues in the ICG should any issues arise. I
am also working with some PhD students to promote good mental health and
work life balance within the department. I feel very supported here, especially
by my colleagues in the ICG.

Georgia Heath (Research Administrator, 2017-present)

I joined the Institute of Cosmology and Gravitation in December 2017 as a
Research Administrator. I have been employed at the University for almost
three years after graduating from the University itself in 2016. My first role at
the University was a three-month temporary role. Within this role, the
colleagues I worked with knew I would be applying for permanent positions.
They were very flexible and allowed me to take time off to go to other job
interviews whether that be at the University or elsewhere.
When I first joined ICG everyone was very welcoming; sometimes being in my
early twenties I feel intimidated thinking that those who have been here
longer may not think I am ‘up to the job’ but I felt very welcomed and
comfortable from the get go.
I have found the University to be very flexible with working arrangements
when I have had doctor’s or hospital appointments. I would always plan to have
these at the beginning or the end of the working day so as not to disturb the
working day. There is a high level of trust at the ICG and you feel like you do
not need to explain yourself or give too many details if you have multiple
appointments. I believe this is because ICG is in line with Athena SWAN’s
recommendation of flexible working.
At the beginning of 2019 I was given a recognition award from the Vice
Chancellor for outstanding achievement. From October 2018 I was the only
support staff within the department covering sickness and maternity leave for
a month. I found this very difficult at the beginning, only having been within
the department for ten months, but everyone at the ICG was supportive;
however this also taught me that I knew a lot more about the workings of ICG
than I had thought and really boosted my confidence.
In summary, I have enjoyed working at the ICG and have learnt a lot and have
grown in confidence and I’m sure I will continue to do so.

Section total 942 words; submission running total 11560 words
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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.
1) ICG Ethos and Code of Conduct
In 2018, the AS SAT have written a Code of Conduct for the ICG, which has
been distributed to all staff and students, and is displayed as a poster in our
coffee room. Excerpts include:
At the Institute of Cosmology and Gravitation, we commit ourselves to
- Collaboratively building an environment where every member and visitor
feels at home and is welcomed, valued and encouraged in their work;
- Creating a workplace where all harassment, bullying and victimization are
rejected;
- Building together an institute where people are treated fairly and equally
in relation to all of their diverse characteristics
Members of the ICG should treat each other with equity and respect,
regardless of personal attributes including but not limited to: age, breast
feeding status, disability, ethnicity, gender, gender expression, gender
identity, nationality, physical appearance, political affiliation, pregnancy,
race, religion, sexual orientation, and status as a caregiver (including as a
parent).
Sexual harassment is not tolerated at the ICG, including but not limited to
inappropriate verbal and physical conduct, lewd comments and innuendos,
unwelcome sexual advances, stalking, and requests for sexual favours.
2) Equality and Diversity Conference
On 5th December 2018, ICG held an Equality and Diversity conference under
the auspices of SEPnet, entitled ‘Developing Diversity in Physics’. There were
36 attendees (10 female, 26 male) from across the UK, including 15 from ICG.
The conference discussed unconscious and cultural biases as challenges to
diversity in Physics, with the aim of sharing good practive on progression and
career development for staff and students in physics. This event was aimed at
Physics staff and PhD students, and those responsible for diversity and
inclusion in Physics departments.
Talks included those by Jessica Wade (Postdoctoral researcher, Imperial) and
Mark Richards (Head of Physics Outreach, Imperial), “Attracting and supporting
under-represented students”, Fernanda Haswell (Athena SWAN coordinator,
Surrey), “Enabling the progression and success of women: a leadership and
management perspective”, Jenni Dyer (Head of Diversity, Institute of Physics)
“Inclusion in research leadership and promoting leadership for early career
researchers”, and Anna Bull (Senior Lecturer in Sociology, UoP), “Practical
steps to address sexual harassment within HE”. The conference was very well
received and has led to actions in this submission (3.1, 5.3, 6.1, 6.3).
Section total 373 words; submission running total 11933 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.

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 plan
Our action plan contains seven broad objectives:
Objective 1: An effective Athena SWAN self assessment team engaging with the Institute
Objective 2: Ensure our recruitment policies and processes support the achievement of gender equality
Objective 3: Enhance the career development and progression of female academic and research staff
Objective 4: Enhance the career development and progression of professional and support staff
Objective 5: Transparent and flexible workload management
Objective 6:Foster culture of gender equality
Objective 7: Encourage girls into STEM subjects via outreach and to present positive role-models to the
public

Athena SWAN Institutional Action Plan for the Institute of Cosmology and Gravitation 2019-2022
Objective 1: An effective Athena SWAN self assessment team engaging with the Institute
Actions/Activities and page number
Planned Impact
Success Measures and
Strategic
Performance Indicators
Responsibility
1.1. AS SAT meetings (p. 14)
• Realisation of Action Plan
• Record of AS SAT meetings
(i) Monthly meetings
• Build to a new level of
• Minutes give detail of Action
(ii) Monitor and act to implement the Action
Athena SWAN departmental
Plan progress
Plan
award
• Minutes published to ICG
(i) SAT chair
(iii) Prepare Athena SWAN Gold Award
members
(ii) and (iii)
application
• Athena SWAN Gold Award
Objective leads
application submitted

Timeframe
(start-end)

(i),(ii) May
19-May 23
(iii) May-Oct 23

1.2. AS SAT organisation (p. 14-15)
(i) Review allocation of objective leads
(ii) Recruit new members; hand-over period of
several months for new members

•
•
•

1.3. Interaction between AS SAT and
members of Institute (p. 14-15)
(i) Presentation to all institute members by
SAT lead, motivating Athena SWAN and
presenting the team and activity, at the start of
each academic year
(ii) SAT report at monthly management
committee meetings
(iii) Invitations to Athena SWAN activities at
institute, faculty, University and UK level
throughout year, via email and at institute
meetings
(iv) SAT to gather reports from director and
staff on Action Plan implementation
(v) Monthly strategy meeting between SAT
chair and Head of Department, including
recommendations from SAT for
implementation

•

1.4. SAT interaction with our E&D effort in
the University and beyond (p. 15)
(i) Termly meetings between SAT lead and
University Equality and Diversity
advisor/University SAT representative

•

•
•

•

Balanced representation in
gender and employment type
Focused responsibility for
monitoring particular
objectives
Fresh perspectives from new
members

•

All ICG members to be
aware of and enthusiastic
about Athena SWAN activity
Effective and fruitful two-way
communication between
SAT and institute members
Action plan being carried out

•
•

Support and training for
Athena SWAN SAT activity
Ideas and best practice for
developing new AS activity

•

•
•

•
•

Successful renewal of SAT
membership
Gender and employment
category balance

Athena SWAN annual seminar
Record of reports for Action
Plan activities
Record of emails sent to staff
about AS activities
Awareness from staff survey
results (at least 70% of staff
and students confirm being
provided with information on
gender equality matters)

Reports from meeting with
University AS representative
Record of participation at
networking events - 100% of
SAT attend such an event
annually

SAT chair

Oct 19, 20, 21,
22

(i)-(v) SAT chair
(iv) Objective
leadsf

(i) Annually in
Oct
(ii)-(v) May
19-May 22

(i) SAT chair,
University SAT
rep
(ii) All SAT

May 19-May 22

(ii) AS SAT members’ participation at
University, regional and national networking
events
1.5. Staff surveys (p. 15)
(i) Advertise and encourage participation in
staff and student surveys (University
perception, and Equality and Diversity)
(ii) Analysis of staff and student surveys to
assess AS-related views
(iii) Make recommendations for SAT,
management committee and head of
department regarding actions to respond to
survey results

•
•

Accurate assessment of
equality issues arising for the
institute
Evidence-based
recommendations for
reacting to reported issues

•

•
•

Report from SAT to head of
department with survey
analysis and
recommendations
Recommendations made to
institute management
committee
Response rate target: 80%

Objective 2: Ensure our recruitment policies and processes support the achievement of gender equality
Actions/Activities and page number
Planned Impact
Success Measures and
Performance Indicators
2.1. Encourage female candidates to apply
● Increased fraction of
● At least 4 suitably qualified
(p. 29)
applications from women
female candidates
(i) Consult the University Equality and
● Increased fraction of women
approached per open A&R
Diversity Team for recruitment best practice
recruited
staff position
(ii) Staff to contact suitably qualified female
● Annual meeting with members
candidates, encouraging them to visit and to
of University Diversity Team to
apply.
provide advice on recruitment
(iii) Advertise in sites targeting diverse
● Jobs advertised in venues
audiences (e.g.Women in Astronomy Mailing
targeting diverse audiences
List(s), Facebook Equality and Diversity in
Physics Group)

(i), (iii) SAT
chair
(ii) Objective
leads

After survey
results in 2020,
2022

Strategic
Responsibility

Timeframe
(start-end)

(i) Objective 2
lead
(ii)-(iii) Chairs of
selection panels
(iii) PhD
admissions
officer

May 19-May 23

2.2. Encourage applicants about our ED&I
culture (p. 30)
(i) Provide information pack for applicants,
containing information about equality and
diversity, dual careers, childcare and schools
(ii) Offer point of contact for candidates, for
advice on childcare and schools in Portsmouth
(iii) Provide an additional female
point-of-contact for female candidates at the
interview stage to talk to about department
culture
(iv) Maintain and further develop ICG
webpages with information about working at
the ICG and living in Portsmouth
2.3. Make Checklists for Recruiting
Processes (p. 30)
(i) Produce checklists with timelines for all
stages of recruitment
(ii) Monitor recruitment process to help adjust
timelines
2.4. Wording in job advertisements (p. 29)
(i) Introduce to staff Gender Decoder software
to check for gendered language in job ads
(ii) Use this software for all open position
adverts
(iii) Consult with University E&D team to keep
up to date with best practice in advert wording;
communicate this to staff writing adverts
2.5. Training of staff (p. 30)
All academic staff and all staff involved in
recruitment and selection will take updated
training against unconscious bias

● Raising awareness of our
ED&I commitments to all
candidates
● Increase fraction of women
accepting offers

● Information pack distributed to
all applicants
● Webpages containing insights
about life at the ICG
● Record of contact between
candidates and ICG staff for
each position

● Ensure all AS recruitment
suggestions are
implemented uniformly
● Increased female
applications and recruitments

●

● Increased fraction of
applications from women
● Increased fraction of women
recruited

●

●

●
●

● Ensure unbiased recruitment
process

Debriefing with recruitment
committees shows that
guidelines were helpful and
followed
Increased fraction of female
applications and acceptances
Software detects no gender
bias in final job ads
Report back from panels that
wording has been considered
and checked
Job advertisements meet
University E&D standard

May 19-May 23
Objective 2 lead

Objective 2 lead

Oct-Dec 19

(i)-(iii) Objective
2 lead
(ii) Chairs of
selection panels

(i) Oct-Dec 19
(ii-iii) Before
each application
round

● Unconscious bias training
completed by all relevant staff
Objective 2 lead

Oct-Dec 19, and
when new staff
become
involved

2.6. Selection procedures (p. 30)
(i) Gender balance representative of our
department make-up ensured for
academic/research staff on selection panels
(ii) At least one woman shortlisted, given job
requirements
(iii) Female members of staff given workload
allocation to participate in PhD interview days
as role models
(iv) No group of PhD applicants invited to
interview on a given day includes a sole
woman
2.7. Survey candidates about
application/interview process (p. 30)
(i) Seek feedback from shortlisted candidates
about their experience of the process
(ii) Follow up reasons for declined offers
2.8. Review of staff recruitment (p. 31)
(i) All staff conducting recruitment to monitor
gender statistics at every decision point and
provide report at the end of recruitment
process.
(ii) Panels required to provide a detailed
assessment of shortlisting process in case no
woman has been shortlisted.

● Opportunity for applicants to
meet female staff as role
models, peers and
assessors
● Increase fraction of women
in shortlists and offers
● Opportunity for PhD
applicants to meet female
staff as role models
● Increase fraction of women
accepting studentship

● All selection panels for Grade
8+ positions are gender
balanced
● Move to selection panels for
Grade 6/7 being gender
balanced by 2022
● Record of shortlists,
recruitment committee, and
other staff involved
● Record of PhD interview
invitations

● Improve understanding of
patterns seen in recruitment

● Collated statistics from
feedback form and reasons for
declined offers, for research
staff and PhD applications

● Increased understanding of
gender balance statistics
● Identification of biases and
problems with the application
pipeline in relation to gender

● Reports of recruitment
processes for all staff
positions
● Detailed assessment in all
cases where no woman is on
shortlist

(i) Objective 2
lead with ICG
director
(ii) Selection
panel lead
(iii) ICG director
(iv) PhD
admissions
officer

Selection panel
leads and
PhD admissions
officers

Chairs of
selection panels

(i),(ii) before
each job
selection
(iii),(iv) Feb 20,
21, 22

After each job
selection round

After each job
selection round

Objective 3: Enhance the career development and progression of female academic and research staff
Actions/Activities and page number
Planned Impact
Success Measures and
Performance Indicators
3.1. Enhance mentorship for all research
• Support career progression
• Meeting dates between
staff and students (p. 34)
of staff and students,
mentor and mentee recorded
(i) All research staff have mentor chosen in
including women
(intended to be four per year)
discussion between them and the ICG
• Wellbeing and morale of staff • Training to be done in-house
postdoc officer
and students through
to ensure maximum uptake.
(ii) PhD student 3rd supervisor to act as
pastoral care
mentor, and student may request a further
additional mentor.
(iii) Mentors to invite mentees to a meeting
four times a year
(iv) Mentors to attend mentor training
(v) Development opportunities and promotion
to be discussed and supported in mentorship
meetings
3.2. Development and training (p. 37)
(i) Promote training opportunities to female
staff and students
(ii) Uptake of staff training and development
monitored by gender

•

3.3. Leadership training (p. 40)
(i) Eligible female staff in the ICG to be
supported in applying for Leadership
Foundation Aurora programme (including
meetings for application advice) and/or other
leadership training

•

•

Support career progression
of all staff including women
Gender proportionate uptake
of career development
opportunities and promotion
applications

•

Support career development
and progression of female
staff

•

•

•

Record and statistics of staff
training (including gender
balance)
Promotion of development
opportunities via staff
meetings, email and Induction

Eligible staff participation in
LFA programme (at least
50%)
Senior female staff act as role
models (either internally or at
LFA)

Strategic
Responsibility

Timeframe
(start-end)

(i) ICG postdoc
officer
(ii) PhD
admissions
officer
(iii), (v) mentors

(i),(ii) Oct 19, 20,
21
(iii) May 19 May 23
(iv) Nov 19

(iv) Objective 3
lead

(i) Objective 3
lead
(ii) Objective 3
lead with
University
career
development
team

(i), (ii) May 19 May 23

ICG director

May 19-May 23

(ii) Encourage senior female staff to consider
being role models for LFA and University
mentorship scheme
3.4. Support for ICG members with caring
responsibilities (p. 47-48)
(i) Keep staff informed about entitlements
including adoption leave and pay, childcare
vouchers, maternity leave and pay, paternity
leave and pay, parental leave, time off for
dependents, and the right to request flexible
working. Actively promote this information to
men as well as women.
(ii) Meet with staff considering requesting
entitlements e.g. flexible working, to discuss
details, provide advice about the application,
and work out alteration of workload.
(iii) Provide support with childcare costs
associated with conference travel; advertise
this support to staff. Liaise with University
Research and Innovation Committee to
facilitate payment.
(iv) Encourage the use of “Keep in Touch”
days for those on parental leave.
(v) Provide 20% extra research time for year
when staff return from maternity/adoption
leave.
3.5. Encouraging promotions and analysis
of turnover (p. 25, 39)
(i) Regularly inform and discuss with academic
and research staff about the University’s
promotion criteria and process, and fellowship
opportunities such as Dennis Sciama
Fellowship

•

Support staff with caring
responsibilities and sustain
their careers

•

•
•
•

•
•

Support career progression
of all staff including women
Understanding of gender
issues in turnover, including
reasons for leaving and
destinations

•
•
•

Information distributed by
discussion with mentors,
PDRs, email 3 times a year
and induction.
Updated workloads for staff
taking up entitlements
Recorded use of conference
travel grants (gender uptake
monitored)
Keep in Touch days used by
staff; uptake monitored

Record of PDRs and
mentorship meetings
Staff survey results (80% of
staff show understanding of
promotion criteria)
Reports from exit meetings,
and SAT recommendations
based on these

(i) Mentors, line
managers,
Objective lead 3
(ii),(v) Objective
lead 3, HoD
(iii),(iv) Line
managers with
ICG Office
Manager;
monitored by
objective lead 3

(i) Objective 3
lead
(ii) Mentors and
PDR reviewers
(iii) Postdoc
officer, exit
interviewers

May 19 - May 23

May 19 - May 23

(ii) Support promotions through mentorship,
PDR discussions, feedback on application
materials, and workload allocation for writing
case
(iii) Exit interviews with leavers conducted by
member of staff outside line management;
reports of interviews sent to SAT who will
make recommendations for actions based on
these.
(iv) Monitor gender regarding length of
contract, contract extensions and bridging
support
Action 3.6. Supporting and monitoring new
PDR system (p. 39)
(i) Appoint ICG expert user for the new PDR
scheme
(ii) Monitor PDR completion including gender
statistics
(iii) PDRs to include discussion of
development opportunities including
promotion

•
•

Support career progression
of all staff including women
Gender balanced uptake of
career development
opportunities and promotion
applications

•

Statistics recorded and
analysed by SAT

•
•
•

100% uptake of new PDR
Record of PDRs
Report from HoD giving
statistics on inclusion of
development and promotion
discussions in PDRs by
gender

(iv) Objective 3
lead

(i) HoD
(ii) Objective 3
lead
(iii) Line
managers, ICG
director

(ii), (iii) PDR
April-September
each year

Objective 4: Enhance the career development and progression of professional and support staff
Actions/Activities and page number
Planned Impact
Success Measures and
Performance Indicators
4.1. Consultation with ICG PS staff (p. 43)
• Ensure PS staff are given
• Recommendations made to
(i) Meet with ICG PS staff who have started in
useful induction
HoD and MC regarding PS
last 2 years to discuss effectiveness of PS
• Enhance opportunities for
department induction
induction. Make recommendations internally
PS staff promotion
• Recommendations made to
for changes to ICG induction, and externally
• Assess usefulness of PS
HR regarding PS University
to University HR regarding University-wide
training
induction and promotion
induction.
• Recommendations made to
(ii) Meet with each ICG PS staff member to
University career development
discuss promotion opportunities and barriers.
framework organisers
Make recommendations to University HR
regarding training
regarding the PS promotion process.
(iii) Meet with each ICG PS staff to discuss
the effectiveness of training opportunities.
Make recommendations to University
regarding new and changed training courses.
4.2. Promotion workshop and discussions
with PS staff (p. 36)
We will invite staff from HR to conduct a
workshop discussing and encouraging
promotion opportunities for all of our PS
staff.

•

4.3. Monitor take-up of PS training
opportunities (p.42)
All PS training will be recorded and
monitored; the SAT will discuss needs for
further training.

•

Encourage PS staff
promotion

•
•
•

Ensure PS staff are
equipped for their work and
progression

•
•

Workshop held at ICG
100% attendance from PS
staff
PS staff survey results: 80%
show understanding of
promotion criteria

Strategic
Responsibility

Timeframe
(start-end)

SAT chair

Jan 20

SAT chair

Mar 20

SAT chair

May 19-May 22

Statistics on PS training
Reports to SAT and HoD

4.4. Supporting progression for PS staff (p.
44)
(i) Regularly inform and discuss with PS staff
about the University’s promotion criteria and
process, and highlight job opportunities
(ii) Support promotions through detailed
discussion of opportunities during PDR
discussions, and feedback on application
materials.
(iii) Encourage PS staff to take up the
University mentorship programme, and
provide time allocation for this in the WLP.
(iv) Promote Springboard and Aurora
programmes to all female PS staff.
4.5. Monitor approval rate for flexible
working (p. 47)
Examine statistics for approval rate for flexible
working, for A&R staff and PS staff. Make
recommendations to PS managers in case of
any disparity.

•

Support career progression
of PS staff

•

•

Support PS staff with caring
responsibilities and sustain
their careers

Objective 5: Transparent and flexible workload management
Actions/Activities and page number
Planned Impact
5.1. Equitable and transparent distribution
of workload (p. 55)
(i) ICG academic and research staff workload
model updated yearly
(ii) Inclusion of AS SAT in workload model

•

•
•
•

Workload is shown to be fair
and transparent
Gender balance exists for
staff workload
Equality for committee
membership

•
•

Record of PDRs and
mentorship meetings
PS staff survey results (80%
of staff show understanding of
promotion criteria)

Report on statistics to SAT
Recommendations made to
PS managers

Success Measures and
Performance Indicators
• Workload model published
yearly for academic and
research staff
• Gender balance overall on
committees

(i), (iv) SAT
chair
(ii) PDR
reviewers
(iii) SAT chair
and HoD

SAT chair and
HoD

May 19 - May 23

Annually, Feb
20, 21, 22, 23

Strategic
Responsibility

Timeframe
(start-end)

ICG director/
Objective 4 lead

May 19, 20, 21

(iii) Gender proportions reflective of
department included in workload model for
committee roles
5.2. Flexible working (p. 48)
(i) Procedure for formal flexible working
requests communicated to ICG staff at least
three times per year, at staff and student
meetings, via email, induction and annual
reviews.
(ii) Line managers are reminded about the
procedure, and communicate guidelines to
staff in PDRs.

5.3. Promoting work-life balance (p. 52)
(i) Leave monitored, and staff encouraged to
take leave
(ii) Discussion with line managers in cases
where staff aren’t taking leave
(iii) Staff regularly reminded about no need to
work outside of agreed hours

•

•
•

Staff and students are
informed and enabled to
work flexibly in line with their
caring responsibilities

Wellbeing and good work-life
balance
Sufficient leave being taken
by all staff

Objective 6: Foster culture of gender equality
Actions/Activities and page number
Planned Impact
6.1. Equality & Diversity training (p. 38)
(i) ICG academic and research staff members
and students will undertake a new round of
equality and diversity training

•
•

Foster a culture of inclusion
Awareness of contact points
in case of harassment of
bullying

•
•

•
•

Records of communication
Staff survey results: at least
80% of female and male staff
confirm an understanding of
flexible working, and that
manager supportive of flexible
working

Survey results about staff
wellbeing
Statistics concerning leave of
absence

Success Measures and
Performance Indicators
• Enrolment and completion of
new round of E&D training
course by all staff and
students
• All managers have attended
workshop

(i) ICG director/
Objective 4 lead
(ii) Line
managers

May 19-May 23

ICG director/
Objective 4 lead

May 19 - May 23

Strategic
Responsibility

Timeframe
(start-end)

ICG director,
Objective 5 lead

(i) Oct-Dec 19
(ii) Apr-Jun 20
(iii) Oct 19, 20,
21

(ii) Staff with management duties required to
attend University workshop on
anti-harassment and bullying
(iii) Anti-harassment policy highlighted to all
staff and students
6.2. ICG colloquium (p. 56)
At least 30% of external speaker invitations
will be sent to women

•

Line managers trained to
deal with cases of
harassment and bullying

•

Anti-harassment discussed in
induction documents, at staff
and student meetings and via
email

•

•

Record of seminar invitations
(at least 30% to women)

6.3. Athena SWAN and E&D Conferences
(p. 51)
(i) ICG staff and students encouraged to
attend annual University wide Athena SWAN
Conference, SEPnet E&D conference and
other E&D conferences
(ii) Attendance of ICG members to be
recorded

•

Provide female role models
in the working environment
Create environment of
gender equality
Opportunities for male and
female staff to learn about
current E&D issues and best
practice

•

•
•

Record of attendance at
conferences
Attendance target: 50% of ICG
male and female members
attend one of these events
each year

Objective 7: Encourage girls into STEM subjects via outreach and to present positive role-models to the public
Actions/Activities and page number
Planned Impact
Success Measures and
Performance Indicators
7.1. Training for outreach volunteers (p. 58) • Delivering outreach with
• Enrolment and completion of
All regular outreach volunteers to be trained /
awareness and correction for
unconscious bias training for
have training renewed in unconscious bias
bias
all regular outreach volunteers
7.2. Role models (p. 58)
(i) Track gender proportions for volunteers in
outreach events
(ii) Ensure that School Physicist of the Year
awards always involves at least one female
member of academic or research staff

•

•

Awareness from pupils that
our subject area has a
growing percentage of
women
Increased recruitment of girls
into A-level physics and
degree courses in physics.

•

•

Gender balance of female
volunteer participation
reported and discussed in
annual ICG outreach report
At least one female academic
or research staff member
present at School Physicist of
the Year awards

ICG seminar
organisers

May 19-May 23

Objective 5 lead

May 19 - May 23

Strategic
Responsibility

Timeframe
(start-end)

Outreach
Coordinator,
Objective 6 lead

Jan 20, 21, 22

Outreach
Coordinator,
Objective 6 lead

May 19 - May 23

7.3. Gender balance in outreach recipients
(p. 59)
(i) Track the gender balance of children and
young people attending ICG outreach events
(ii) Annual discussions with outreach
coordinator to react to any imbalance

•
•

Reaching female pupils who
may view Cosmology as not
for them
Increased recruitment of girls
into A-level physics and
degree courses in physics.

•
•

Equal numbers of male and
female recipients
Gender data reported and
discussed in annual outreach
report

Outreach
Coordinator,
Objective 6 lead

(i) May 19-May
23
(ii) Jul 20, 21, 22

