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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 Bronze Silver 

Word limit 10,500 12,000 

Recommended word count   

1.Letter of endorsement 500 500 

2.Description of the department 500 500 

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

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

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 Durham University  

Department School of Government and International 
Affairs (SGIA) 

 

Focus of department  AHSSBL 

Date of application November 2015  

Award Level Bronze  

Institution Athena 

SWAN award 
Date: April 2015  Level: Bronze 

Contact for 
application 
Must be based in the 
department 

Maria Dimova-Cookson  

Email maria.dimova-cookson@durham.ac.uk  

Telephone 0191 334 7182  

Departmental 
website 

https://www.dur.ac.uk/sgia/profiles/?id=2890  

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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1. LETTER OF ENDORSEMENT 

As the Head of the School of Government and International Affairs, it is my 
privilege to support this application for an Athena Swan Bronze Award. I am the 

first female Head of Department here, and was nominated (and overwhelmingly 
endorsed) by my colleagues for that role with this application taking centre stage 

in my ‘manifesto’. I can happily and confidently claim, therefore, that as a School 
we share a collective commitment to the vision which inspires Athena Swan.  

The School has grown very rapidly since its establishment in 2004, with both 

academic and administrative staff numbers, as well as student numbers, doubling 
over the period. We have sought to rise to the challenges relating to research, 

education, public engagement and financial sustainability during this time of 
rapid expansion but are aware that it is equally important to reflect on – and work 
to improve – our policies and practices in ways which embed progressive values. 

We hope that by demonstrating our commitment to gender equality through this 
application we can encourage more female applicants to study politics and 

international relations with us and to contribute to the development of a diverse 
and inclusive community within the School.  

When the University embraced first the GEM awards and then the Athena Swan 

Awards for social science departments, there was immediate interest within 
SGIA. Our team includes ten female academic members of staff, over half of 

whom are promoted to senior level and over half combining full-time 
employment with parenting responsibilities (myself included). We have a 
significant number of staff – male and female - who have young families, as well 

as senior staff with aging parents and associated caring responsibilities. 
Discussions over workload allocations have high-lighted the need to work 

through our collective priorities of protecting the work-life balance, making sure 
all staff  feel comfortable to take full maternity/paternity leaves, and ensuring that 
the allocation of tasks allows all staff to develop their career pathways.  

This application process provides us with a framework for that reflective process 
and for developing an action plan to take us forward. Our SAT have taken up the 

baton with enthusiasm and commitment, and their deliberations have fed into 
positive wider departmental discussions. We have found the statistical data, 
especially on student gender balances, illuminating and at times surprising. 

Discussions have challenged us individually and collectively, and we have 
already acted upon some areas identified for improvement, including 

participating together in a workshop on dealing with unconscious bias and 
introducing a far more robust mentoring scheme for new staff (to be extended to 
all staff). We know we still have some way to go, particularly in terms of 

introducing gender more substantively into curricula. We are also finding that – 
through this process – we are opening up new avenues of discussions on 

widening participation, ethnic and religious diversity among staff and equality of 
provision for international and home students.  

I confirm that the information presented here is an accurate and honest account of 

the department.  

Emma Murphy 
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Word count = 494 

2. DESCRIPTION OF THE DEPARTMENT 

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

Please provide a brief description of the department including any relevant 

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

professional and support staff and students by gender. 

The School of Government and International Affairs (SGIA) was formed in 2004 

out of the then Department of Politics and the Institute for Middle East and 
Islamic Studies. It has since grown from 14 to 29 full-time academic members of 

staff (including 10 women and 19 men) and 8 members of the administrative staff 
(7 women and 1 man). 28% of SGIA academics come from outside the UK: in 
total we have staff from nine nationalities.  

 
The School is currently ranked 8th for Politics in the 2016 Guardian League Table 

and in REF 2014 71% of our research was deemed to be either internationally 
excellent or world-leading.  
 

We deliver three undergraduate programmes, a BA in Politics, a BA in 
International Relations, and a BA in Politics (Study Abroad) as well as 

contributing to a number of Joint Honours programmes and Combined Honours 
Programmes.  In total we teach 350 School-based undergraduate students with a 
female-to-male ratio of 48-52%. 

 
We also offer a suite of taught masters programmes which are themed around 

International Relations, Global Security and Global Politics. In 2015/16 we have 
125 taught masters students (of whom 46.7% are female) and 107 doctoral 
research students (of whom 24% are female). Our postgraduate student body is 

particularly internationally diverse: in 2015-16 we have 68 overseas taught 
postgraduate students and 17 from the EU, including 38 nationalities. We also 

have 62 overseas research students and 19 from the EU, including 40 
nationalities.  
 

SGIA’s research strategy currently identifies and supports five research clusters, 
known also as ‘Peaks, Centres and Clusters’ (PCCs). These include two peaks in 

Politics of the Muslim World and Conflict and Ethics, and three centres: Centre 
for Institutions and Political Behaviour, Centre for the History of Political 
Thought and Centre for Contemporary Chinese Studies. SGIA adopted a new 

approach to distributing School research funding in 2014-15, moving away from 
automatic individual allocations to a system allocating the bulk of funding to 

PPCs. We value our relatively large group of Early Career Researchers (7, of 
whom 3 are female) and direct significant School resources to supporting their 
research. 

 
The School is managed by a Head of School who reports to the Board of Studies, 

which includes all academic staff and representatives from the wider University 
and relevant professional services. A Senior Management Group includes the 
Head, Deputy Head, Director of Learning and Teaching (also Director of 

Undergraduate Studies), Director of Research, Director of Taught Postgraduate 
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Studies, Director of Research Students, School Administrator and Chair of Ethics 
and Risk Committee.  Reporting to the Board of Studies are sub-committees of 

Research, Undergraduate Education, Postgraduate Education, and Staff-Student 
Consultative Committee. We place great importance on maintaining an on-going 

consultation process with our students, and we allocate some of our School’s 
budget to supporting their own initiatives and participation.  
 

The School is housed in two locations, the Al-Qasimi Building (a purpose-built 
facility opened in 2002) and South End House. These are located approximately 

150 meters apart, along the same Elvet Hill Road. Where possible, we try to co-
locate staff with proximate research interests. Research students and taught 
masters students also have dedicated space in the Al-Qasimi Building.  

Word count = 522 

 

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 

SGIA’s self-assessment team (SAT) has eight members, made up of five women 

and three men. SAT members who have left the School have been replaced by 
new staff. SAT includes junior and senior academics, men and women from 
different religious and national backgrounds and with different level parental/care 

responsibilities. Our SAT includes a member of DU’s professional services staff. 

The SAT was assembled in April 2014. Initial invitation elicited the quick 

positive response of four colleagues. Then the Chair approached a number of 
other colleagues, with encouragement to volunteer, taking the opportunity to 
secure diversity on the team. Ultimately all members are happy to be on SAT and 

view this as an opportunity to implement changes that will generate a more 
inclusive and supportive work culture in SGIA. 

 

Name Position Time at SGIA Role on SAT 

Maria Dimova-
Cookson 

Lecturer Appointed as 
lecturer in 
2005 

Chair of SAT. She is in a dual career 
family and has two children. She has 
been SGIA’s disability and diversity 

officer and was asked to lead the 
Athena Swan application for a 

bronze award in 2013. 

Jutta Bakonyi Senior 
lecturer 

Appointed as 
senior lecturer 

in 2012 

She is director of two MSc 
programmes and postgraduate 

research director. She is married, has 
two children.   
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Louise Herron University’s 
Equality 
and 

Diversity 
assistant 

Joined the 
University in 
2001 

Louise helps collect data and provide 
guidance on institutional policy and 
process. She is in a dual career 

family with one child and has a 
flexible working arrangement 

through the University’s Flexible 
Working Policy. 

Clive Jones Professor Appointed as 

Professor in 
2013 

Clive is the Deputy Head of SGIA 

and was a Head of School in his 
previous job at Leeds University. He 
is married with two children. 

Elisabeth Kahn Lecturer Appointed as a 

lecturer in 
2014 

She is single and has no children or 

caring responsibilities. She is 
interested in gender equality as well 

as other forms of equality between 
social groups both in theory and 
practice. 

Emma Murphy Professor  Appointed as a 

lecturer at DU 
in 1995 and 

become a 
professor in 
2007 

Emma is Head of School. She has 

offered to help with the minute 
taking. She is in a dual career family 

and has two children. 

Ilan Baron Lecturer Appointed as a 

lecturer in 
2009 

Ilan is in a dual career family and 

has no children. Ilan is a member of 
the Durham University Jewish 

Society and takes keen interest in 
issues of faith and minority group 
rights. 

Nick Vivyan Lecturer Appointed as a 
lecturer in 
2010 

He is married with two children. His 
wife works part-time. He has 
conducted research on the role of 

gender in British electoral politics. 

 

The table shows the current SAT membership. Three other colleagues were 

members at the formation of SAT, but had to step down permanently or 
temporarily. Steffi Dornschnder, a Junior Research Fellow, was a member of 
SAT until August 2014 when she left SGIA for a new job. Claire Sutherland, a 

senior lecturer, had to leave SAT in September 2014, due to a year of research 
leave. In her capacity as deputy head of Faculty in Social Sciences and Health 

from 2012-15, she chaired Durham University's GEM forum in 2014-15. Lindsay 
Young, events support and research co-ordinator, was a member of SAT until 
April 2014 when she took a new job in a different department. Among other 
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contributions, she helped with the organisation of the SAT meetings and taking 
the minutes. Since Lindsay’s departure, SAT members have taken turns in taking 

the minutes. 

 

(ii) an account of the self-assessment process 

SGIA put itself forward as an early candidate for an Athena Swan bronze award. 
SGIA had representatives at the University GEM forum since its earliest 
inception.   

By the end of April 2014 we had assembled our SAT. Its first meeting was in 
May 2014 and since then we have had at least one meeting per term, five 

meetings altogether. At these meetings we discussed at length the conclusions 
that can be drawn from the data and the staff culture survey and took decisions 
about short and long term action plans. These decisions were then reported, 

discussed and voted at SGIA’s main forum, the Board of Studies. Since Easter 
term 2014, SGIA’s Athena Swan application has always been on the agenda of 

the BoS. In addition to the formal, minuted SAT meetings, we have had 
additional sub meetings and email consultations, when necessary. 

Gathering and analysing data has been among our main activities. In this process 

we have received a lot of help from the University E&D unit, the University 
Statistics unit and from the professional services and academic staff at SGIA. As 

we started our application process in the autumn of 2013, two year prior to our 
November 2015 submission, we have managed to gather data for more than the 
requested three subsequent years: on many indicators we have data for four or 

even five consecutive years. Following discussions, we have identified the need 
for, and collected, additional data (see 4.1.v and Action 4.11) in order to identify 

roots of problems or monitor the outcomes of our actions. 

We conducted a Staff Culture survey in November 2014. The survey was 
completed by 75% of SGIA staff. Out of the 25 members of staff who completed 

the survey, 16 (64%) were men, 4 (16%) women and 5 (20%) undeclared. The 
results of the survey played a key role in SAT’s discussions and our action plan. 

Key actions implemented to date include: SGIA based workshop on Unconscious 
Bias; the introduction of SGIA mentoring scheme; launching of ‘rotating host’ 
weekly coffee meetings; and moving the start time of committee meetings from 2 

o’clock to 1 o’clock in order to accommodate attendance of colleagues who 
needed to collect children after school. 

 

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

The SAT as well as the position of the Equality, Diversity and Mentoring Lead 
(Action 2.11) will continue to exist for the foreseeable future in order to oversee 

the implementation of the action plan and to maintain the processes put in place 
during the application for the Bronze award period. The SAT will continue to 

meet at least once a term and provide reports at every Board of Studies. The SAT 
will expand to include representatives from professional services staff, PGR, PGT 
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and UG students (Action 4.1). We will renew members of SAT on a regular 
basis, aiming to engage new members of staff and to maintain a good gender 

balance (Action 1.7). We will update our data base, identify areas where new data 
will be useful, perform an annual staff culture survey in order to monitor the 

impact of our initiatives, among many other activities detailed in the subsequent 
sections and the action plan. 

Word count = 792 

4. A PICTURE OF THE DEPARTMENT 

Recommended word count: Bronze: 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 

We only have a small number of men and women coming to our School from 
foundation courses. For the academic years 2010-11, 2011-12, 2012-13 and 

2013-14 we had grand total of 4 students progressing to SGIA UG programmes, 
out of which 3 women and 1 man. Due to the small numbers, we cannot draw 
significant conclusions about the gender ratio, which currently is in favour of 

women. We will continue to monitor this. 

 

(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. 

All our undergraduate students are full time. Nearly half of our UG students are 
female which places us consistently above the sector average as shown in Figures 
1 and 2. 

 
Figure 1: UG students by gender 

 

Year Gender 
Durham 

Sector 
Average 

No % % 

2010/11 Female 140.5 48% 42% 

 
Male 152.3 52% 64% 

2011/12 Female 152.8 48% 43% 

 
Male 168.8 52% 63% 

2012/13 Female 156.8 50% 44% 

 
Male 155.5 50% 64% 

2013/14 Female 166 49% 44% 

 
Male 176 51% 64% 
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Figure 2: UG female and male students in percentage and the female sector 

average 

 

 
 

 
Figure 3: UG applications, offers and acceptance by gender: actual numbers 

and percentages 

 

Year Stage 
Female Male 

No % No % 

2010/11 Applications 384 48% 416.5 52% 

 
Offers 178.5 55% 144 45% 

 
Acceptances 48 49% 49 51% 

2011/12 Applications 459 50% 453 50% 

 
Offers 206 58% 152 42% 

 
Acceptances 51 56% 39.5 44% 

2012/13 Applications 469 48% 507.5 52% 

 
Offers 208 51% 197 49% 

 
Acceptances 49 46% 56.5 54% 

2013/14 Applications 483.5 49% 499.5 51% 

 
Offers 239.5 53% 212 47% 

 
Acceptances 53.5 49% 56.5 51% 

 

 
Figure 4: Percentage graph of UG applications, offers and acceptance by 

gender 
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Figures 3 and 4 show that our offer rates do not disadvantage female applicants. 
The application and the acceptance rate of female applicants are similar. We can 

see that one of the reasons why our female UG population is relatively higher 
than the Sector Average (Figure 2) is that we have a healthy female application 
rate. Our data show, however, that we can improve the female acceptance rate: 

there is a consistent drop between the female offer and the acceptance rate. 
Although the final acceptance rate is sufficient to place us above the sector 

average, we will take action on two fronts. First, we would like to maintain our 
relatively high female application rate. We have decided to include a discussion 
of our School’s engagement with Athena Swan principles in our pre and post-

application Open Days (Action 4.9). Second, we would like to find out the 
reasons for the drop between the offer and the acceptance rate. Since 2015 SGIA 

has started to conduct its own Decliner Survey and we are waiting for the results 
for the 2014/15 so that we can review them at SAT and other relevant SGIA 
committees. We will continue to conduct this survey on an annual basis and 

assess results with respect to gender relevant implications (Action 4.7). 
 

Figure 5: UG degree attainment by gender: numbers and percentages  

Year Gender 
Degree Classification 

1st 2:1 2:2 3rd/Pass % 1st 
% 2:1 or 
1st 

2010/11 Female 3.5 39.5 3.0 0.0 8% 93% 

 
Male 3.3 39.3 1.5 0.0 7% 97% 

2011/12 Female 4.5 39.7 1.5 0.0 10% 97% 

 
Male 5.2 48.2 2.3 0.0 9% 96% 

2012/13 Female 3.2 37.8 2.0 0.3 7% 95% 

 
Male 5.8 35.7 5.7 1.0 12% 86% 

2013/14 Female 7.2 40.5 6.0 0.0 13% 89% 

 
Male 8.7 43.8 2.2 1.0 16% 94% 

2014/15 Female 10.3 40.5 0.7 0.0 20% 99% 

 
Male 9.7 31.2 0.8 0.0 23% 98% 
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Figure 6: UG degree attainment by gender in percentages 

 

 

 

Our data on UG degree attainment by gender as displayed in Figures 5 and 6 

shows that there are no significant disparities in the academic performance of 

male and female students. We can observe that in four out of the five years for 

which we have data, male students outperform female students in getting 1st, but 

only by a small margin. However, in three out of the five years female students 

outperform male students in obtaining 2:1 or 1st. Despite the fact that the data 

does not demonstrate consistent patterns of difference in degree attainment by 

gender, we have decided to monitor more closely our assessment methods and 

gain better understanding about their impact on student performance. We have 

decided to run an annual UG focus group where we discuss the impact of gender 

on academic performance, and the nature of assessments in particular (Action 

4.10).   

 

(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. 

 

All our taught postgraduate students (with the exception of 1 in 2014-15) are full 
time. The ratio of female to male students is similar to that of our UG students, 

slightly more skewed in favour of male students.  
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Figure 7: PGT by gender: numbers and percentages  

Year Gender 
Durham Sector 

Average 

No % % 

2010/11 Female 48.5 49% 36% 

 
Male 50.3 51% 64% 

2011/12 Female 62.3 47% 37% 

 
Male 69.7 53% 63% 

2012/13 Female 47.5 49% 36% 

 
Male 48.7 51% 64% 

2013/14 Female 39.5 40% 36% 

 
Male 58.7 60% 64% 

2014/15 Female 57.2 48% 36% 

 
Male 63.2 52% 64% 

 

 

Figure 8: PGT by gender and Sector Average  

 
 
 

Our data, as displayed in Figures 7 and 8 demonstrate that the percentage of 
SGIA PGT female students is notably above the Sector Average, even in 2013-

14, when the female student ratio was notably lower. 
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Figure 9: PGT applications, offer and acceptance rate by gender: numbers 

and percentages 

Year Stage 
Female Male 

No % No % 

2010/11 Applications 346 47% 395 53% 

 
Offers 225 49% 236 51% 

 
Acceptances 62 47% 70 53% 

2011/12 Applications 358 52% 328 48% 

 
Offers 227 54% 197 46% 

 
Acceptances 46 51% 45 49% 

2012/13 Applications 331 48% 356 52% 

 
Offers 184 48% 199 52% 

 
Acceptances 37 40% 56 60% 

2013/14 Applications 397 51% 377 49% 

 
Offers 279 53% 243 47% 

 
Acceptances 55 46% 65 54% 

 
Figure 10: PGT applications, offer and acceptance rate by gender: a graph 

 

 
 
 

Our data on application, offer and acceptance rates demonstrates that our female 
students offer rate does not disadvantage female applicants. The data also shows 

that while the female application and offer rates are very similar, our female 
acceptance rate drops below both, particularly below the offer rate. We will 
monitor more closely the reasons for the drop between the offer and the 

acceptance rate through the SGIA based Decliner Surveys. At the end of the last 
academic year we started to conduct our School based Decliner Survey for PGT 

students, in parallel to that for UG students. We will assess the results annually at 
SAT and PGEC (Action 4.9). 
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Figure 11: PGT degree attainment by gender: numbers and percentages 

Year Gender 
Degree Classification 
distinction merit pass fail %distinction %dis&merit 

2010/11 Female 8.0 29.3 8.2 1.0 17% 80% 

 
Male 8.0 30.2 7.2 1.0 17% 82% 

2011/12 Female 19.2 34.2 5.0 0.0 33% 91% 

 
Male 14.3 41.3 12.0 1.0 21% 81% 

2012/13 Female 9.3 28.2 6.0 1.0 21% 84% 

 
Male 8.0 25.7 5.2 5.0 18% 77% 

2013/14 Female 11.3 20.2 3.0 1.0 32% 89% 

 
Male 13.3 36.0 6.3 1.0 24% 87% 

 
 

 

Figure 12: PGT degree attainment by gender in percentages 

 
 
Our data on PGT degree attainment by gender demonstrates that there are no 
significant differences in academic performance according to gender. In the three 

out of the four years for which we have gathered data, female students have 
performed better than male students by a small margin. Although there are no 

significant reasons for concern, degree attainment by gender will be one of the 
issue that will be discussed at the annual PGT focus group (Action 4.10). 

 

(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 data of gender ratios for our postgraduate research students starts to show a 

more significant imbalance of female-male students. We have both full time and 
part time PGR students and Figures 13, 14, 15 and 16 below show the data on 

both. 
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Figure 13: PGR full-time students by gender: numbers and percentages 

 

Year Gender 
Durham 

Sector 
Average 

No % % 

2010/11 Female 22 29% 37% 

 
Male 53 71% 64% 

2011/12 Female 15 25% 38% 

 
Male 45 75% 63% 

2012/13 Female 21 32% 37% 

 
Male 44 68% 64% 

2013/14 Female 12 24% 37% 

 
Male 38 76% 64% 

2014/15 Female 13 28% 37% 

 
Male 34 72% 64% 

 

Figure 14: PGR full-time students by gender in percentages and Sector 

Average 
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Figure 15: PGR part-time students by gender: numbers and percentages 

Year Gender 
Durham 

No % 

2010/11 Female 3 15% 

 
Male 17 85% 

2011/12 Female 7 30% 

 
Male 16 70% 

2012/13 Female 6 25% 

 
Male 18 75% 

2013/14 Female 4 21% 

 
Male 15 79% 

2014/15 Female 3 21% 

 
Male 11 79% 

 

 

Figure 16: PGR part-time students by gender in percentages and Sector 

average 

 
 
Our data for PGR students by gender (Figures 13, 14, 15 and 16) demonstrates a 

sharp drop in the ratio of female students from UG and PGT to PGR level. We 
need to take into account that our female student ratio for UG and PGT level is 

notably above the sector average. In the case of our PGR students, however, our 
female student ratio is beneath the sector average by 5 to 13% for full-time PGR 
students. A look into our data on PGR application, offer and acceptance rate by 

gender (Figures 17 and 18) demonstrates that our female applications and 
acceptance rates are not far apart, except for 2011/12. Most notably, our offer rate 

does not disadvantage female applicants which led us to believe that our low 
PGR female ratio does no stem from our admissions process. 
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Figure 17: PGR student applications, offers and acceptance rates by gender in 

numbers and percentages 

Year Stage 
Female Male 

No % No % 

2010/11 Applications 32 23% 109 77% 

 
Offers 12 24% 38 76% 

 
Acceptances 4 21% 15 79% 

2011/12 Applications 49 32% 102 68% 

 
Offers 23 37% 40 63% 

 
Acceptances 6 22% 21 78% 

2012/13 Applications 47 33% 96 67% 

 
Offers 19 40% 29 60% 

 
Acceptances 5 36% 9 64% 

2013/14 Applications 48 33% 99 67% 

 
Offers 28 45% 34 55% 

 
Acceptances 6 35% 11 65% 

 

Figure 18:PGR acceptance, offers and admissions rates by gender 
         

 

 

 

 

 

        

(v) Progression pipeline between undergraduate and postgraduate student levels  

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

postgraduate degrees.  

We became aware of the low PGR females student ratio as soon as we started 
collecting data in the spring of 2014. The issue was raised at the PGEC in 

November 2014 where we decided to take proactive steps in encouraging and 
supporting female PhD applicants. We decided (1) to collect more data and gain 

better understanding of the reasons why significantly less female students would 
like to do a PhD at SGIA and (2) to take proactive steps in encouraging women to 
do Postgraduate research degree at SGIA. 
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(1) It was suggested by colleagues at the SAT meetings and at the PGEC that one 
of the reasons about the relatively low PGR female student ratio could be the fact 

that SGIA has a high number of overseas PGR students. The high male student 
ratio could be a result of bias in studentship allocation or stronger cultural support 

for men in overseas countries. It is well known that SGIA specialises in Middle 
East studies and significant numbers of our PGR students are from Middle East 
origin, which may produce a cultural bias in studentship funding from the country 

of origin. We therefore gathered data (Action 4.11) on our PhD students in terms 
of gender and country of origin: Overseas, EU or Home (see figures 19 and 20). 

The data confirmed our concern that there is a low female student ratio (23%) 
among our overseas students, who represent 56% of all our PGR students. The 
data also revealed a disconcertingly low female student ratio of home female 

students (2%). So the new data we gathered partly confirmed our concerns that 
gender imbalance at PGR level is associated with the high number of overseas 

students and thus with factors over which we have little control. The data also 
confirmed that the gender imbalance is associated with home students as well. 
Therefore we need to take further steps to address this imbalance. 

 
At a SAT meeting we agreed that more effort should be made to convert Durham 

female PGTs into Durham female PGR - it was agreed that we should aim to 
increase female home PGRs by 100% (Action 4.10), and achieve PGR female 
student ratio of at least 30% by 2020 (Action 4.5). We will improve our outreach 

effort to UG and MA students not just in emphasising funding opportunities like 
DTC/Northern Bridge opportunities, but also explain maternity leave provisions 

within in DTC/Northern Bridge studentships, for example (see discussion of child 
care and PGR students in section 5.3.iv). See discussion of workshop below and 
Action 4.8. At a SAT meeting we also decided to collect data on PhD acceptances 

by area of research to see whether there were patterns within specific research 
areas (Action 4.12).  

 
Figure 19: PGR students by gender and O/EU/H status 2015/16 

Year Gender 
Durham 

No % 

2015/16 Female 26 24% 

 
Male 81 76% 

Overseas Female 14 23% 

 
Male 46 77% 

Home Female 2 7% 

 
Male 25 93% 

EU Female 10 50% 

 
Male 10 50% 
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Figure 20: PGR students by gender and O/EU/H status 2015/16 

 
 

(2) In December 2014 we organised a workshop for MA students who wanted to 
do a PhD at Durham and elsewhere. A significant part of the workshop was 

dedicated to encouraging female applicants. We invited a female PhD student to 
deliver the lead presentation, as well as several others to discuss their experience 
at SGIA. The chair of SAT Maria Dimova-Cookson discussed the School’s 

commitment to the Athena Swan principles. The data of our new PhD student 
intake (2015-16) does not demonstrate an improvement of the female students’ 

ratio: 23 % overall (3 female and 10 male students). We will continue our 
outreach effort by improving the ‘Athena Swan’ aspect of our prospective PhD 
student workshops and by setting annual focus groups until we see significant 

improvement of female student ratios. We will have a similar workshop for 
prospective PhD students on 30 November 2015, where we will proactively reach 

out to potential female applicants through engaging current female PhD students 
in leading key aspects of the workshop and direct discussion of the School’s and 
University’s policies of supporting female PhD students. We will run this 

workshop on an annual basis (Action 4.8). We will also run an annual focus 
group both for PGT and PGR students: the issue of why female students may be 

willing or not willing to commence a PhD degree will be discussed at both of 
these focus groups (Action 4.10). We will continue to monitor closely, our PGR 
application, offer and acceptance rates (Action 4.5) as well as collect additional 

data on Overseas/Home/EU status (Action 4.11). As discussed above, we will 
look into gender ratios within research areas. Research clusters will include in 

their agenda regular review of the gender balance of their PGR students (Action 
4.12).   
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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. 

 

Figure 21: academic staff by status and gender: numbers and percentages 
Academic 
Function Year Female Male 

% 
Female 

Research 2011/12 1 1 50% 

 
2012/13 1 1 50% 

 
2013/14 1 1 50% 

Lecturer 2011/12 4 9 31% 

  2012/13 4 10 29% 

  2013/14 2 10 17% 

Senior Lecturer 2011/12 1 3 25% 

 
2012/13 2 3 40% 

 
2013/14 3 4 43% 

Reader 2011/12 1 4 20% 

  2012/13 1 4 20% 

  2013/14 1 3 25% 

Professor 2011/12 1 5 17% 

 
2012/13 2 7 22% 

 
2013/14 2 7 22% 

    
 
 

 

Figure 22: Academic staff by status and gender: a percentage graph 
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Our data on academic staff by status and gender (Figures 21 and 22) shows 
several positive tendencies. First, it shows a gradual rise in the ratio of female 

academics over the three reviewed years. It also shows a relative increase of 
female ratio in senior academic position (senior lecturers, readers and professors). 

 
It has to be noted that although the representation of women at senior lectureship 
level is favourable to women because it surpasses the overall School female-male 

ratio, the representation of women at readership and professorial level is beneath 
this ratio. In other words, while women represent 31% of the academic staff, they 

represent, at best, only 25% of the readers and 22% of the professors. As a School 
we have been aware of the slow promotion rate for women. We discuss this issue 
at greater length in section 5.1.iii. 

 

(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.   

Figure 23: Fixed term academic staff by gender 

 

 2011-12 2012-13 2013-14 

 F (n) % M (n) % F (n) % M (n) % F (n) % M (n) % 

Total (2) 20% (8) 80% (1)11% (8) 89% (1)20% (5) 80% 

Teaching staff (2) 25% (6)% (1)14% (6) 86% (1)25% (4) 75% 

Research 
fellows 

 (1)100%  (1)100%   

Professors  (1)100%  (1)100%  (1)100% 

 

 

The data in Figure 23 shows that a significant proportion of our fixed term 
academic staff are male. So far we have not been aware of a gender related issue 

with our fixed term academic staff. 

 

(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.   

 

Figure 24: Academic leavers by gender 

 2011-12 2012-13 2013-14 

 F (n) % M (n) % F (n) % M (n) 

% 

F (n) 

% 

M (n) % 

Total  (1)100% (3)100%   (5)100% 

Research fellows   (1)100%   (1)100% 

Lecturers   (2)100%   (4)100% 

Professors  (1)100%     
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Over the reviewed three academic years we had six male and three female 
academic colleagues leave the School. Research fellows who leave typically 

move from a temporary position at SGIA to a permanent position elsewhere. One 
of our professors retired in 2012. One of our lecturers moved to a higher position 

in another university and the remaining five moved to other universities in order 
to work closer to their partners.   

 

Word count=1,880 

5. SUPPORTING AND ADVANCING WOMEN’S CAREERS 

Recommended word count: Bronze: 6000 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. 

Figure 25: Academic jobs applications and appointments by gender 

Contract Year Job Grade Applications Appointments 

Female Male Female Male 

Permanent 2012 7 15 26 1  

8     

9 2 10 1  

2013 7 40 88  3 

8     

9     

2014 7 42 92 2  

8     

9     

2015 7 7 20  1 

8 13 41 1  

9     

Fixed-

Term 

2012 7     

8     

9     

2013 7 10 9 1 1 

8     

9     

2014 7     

8     

9     

2015 7 36 49  2 

8     

9     
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Figure 25 shows that out of the 13 academic appointments in the last four years, 6 
(46%) have been female and 7 (54%) male. The ratio of female to male 

appointments is higher than the current academic staff ratio: 34.5% women – 
65.5% men. Notably, 56% of the permanent/open-ended appointments are 

female. The data does not show that men are appointed at higher grade levels: in 
fact the two appointments at a grade above 7 have been female.  
 

Although our data demonstrates a positive trend in female academic 
appointments, we will continue to be proactive in encouraging female academic 

applicants. In our ‘job details’ information we explicitly state that the School is 
currently in the process of applying for the Athena Swan bronze award and we 
are committed to creating an inclusive and supportive environment, therefore we 

particularly welcome applications from women and black and minority ethnic 
candidates, who are under-represented in academic posts in the University. So far 

we have not engaged in proactive searches for suitable female applicants and this 
is a step we will consider. Our data on applications for permanent academic jobs 
shows that the women constitute only 30% of all applicants. We should aim to 

increase our female applicant pool. A search for suitable candidates, particularly 
in research areas with lower female academics ratio, will be the next step. At 

SAT committee we have agreed that research clusters should take proactive 
actions in addressing issues of gender balance at PGR and academic staff level 
(Action 2.10). 

 
We have complied with Durham University interview panel policy for a 

minimum of two female and two male members. The University could not 
provide us with data on shortlisted candidates by gender, however our actual 
recruitment records give good evidence that women have been well represented 

on interview shortlists, particularly for permanent academic position. Our data on 
fixed term academic recruitment, however, shows that although the ratio of 

female applicants (46%) is not much lower than that of male applicants, 75% of 
the appointments go to men. The statistical significance of this should be 
qualified due to the small numbers: Four appointments for the last 4 years 

altogether. Nonetheless, the data indicates that our gender balance awareness 
produces better results, in terms of female appointments, on permanent posts than 

on fixed term ones, so we need to consider how to improve recruitments practices 
for the latter. We obtained the data on recruitment only recently and this issue has 
not been discussed formally at a SAT committee yet. It will be on the agenda of 

the next SAT in Epiphany term 2016. 

 

(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 members of staff have a personal meeting with the Head of School. 
When there have been several new appointments, the Head of School organises a 
joint meeting. She follows the instructions of the Durham University ‘Manager’s 

Check List for New Employees’, which on close scrutiny is a comprehensive list 
that does not leave anything obvious out. In addition to this meeting, new 
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colleagues attend a half a day long Induction organised by the University, which 
last year received very positive feedback by our new colleagues. Among other 

things, the training includes updates on HR legislation and information of the 
University policies on diversity and equality.  

 
In the process of this application we have consulted with new colleagues, a year 
into the job, about whether the induction could be improved. Colleagues 

commented they could have been introduced personally to the professional 
services staff and given specific guidance of the nature and level of support they 

are entitled to. More information about access to the School’s research funding 
would have been beneficial. We will include these recommendations into the 
School’s induction practice (Action 2.1). 

 
In past years all new SGIA academic employees have had a mentor assigned to 

them and they were informed who their mentor was. There was, however, no 
specific policy about mentors’ duties or any guidelines suggesting good 
mentoring practices. In September 2014 we introduced a mentoring policy for 

probationary staff. We organised a meeting with all new mentors, the Head of 
School and the chair of SAT where we drafted a set of guidelines specifying 

frequency of meetings, scope, aims and expectation of the mentor-mentee 
relationship. The mentors present at the meeting agreed to have a pro-active role 
in arranging the meetings and to having three meetings a term during the first 

year of probation. Mentors also advised their mentees on the probationary 
agreement they signed with the Head of School.  

 
This year we have reviewed the mentoring scheme in view of the feedback from 
mentors and mentees experience of the past year and by incorporating best 

practices from other DU departments (Action 2.2). We have also extended the 
scheme to potentially all members of staff. The School is committed to 

supporting every member of staff who makes a request to have a mentor (see 
more on research mentoring in section 5.2.iii, and Action 2.3). 

 

(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.  

 

Figure 26 SGIA promotions: applications and success rate by gender and 

level (P professor; R reader; SL senior lecturer) 

 

Year Level Female Male 
Applied Successfu

l 

Success 

Rate 

Applied Successful Success 

Rate 

2011 Senior 

Lecturer 

   1 1 100% 

Reader    2 2 100% 

Prof 1 0 0%    
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2012 Senior 
Lecturer 

      

Reader    1 1 100% 

Prof    1 0 0% 

2013 Senior 

Lecturer 

1  0% 2 0 0% 

Reader       

Prof 1 0 0% 2 0 0% 

2014 Senior 
Lecturer 

1 1 100% 1 1 100% 

Reader       

Prof       

2015 Senior 
Lecturer 

      

Reader    1 0 0% 

Prof       

Total Senior 
Lecturer 

2 1 50% 4 2 50% 

Reader    4 3 75% 

Prof 2 0 0% 3 0 0% 

 
Our data on promotion as demonstrated in Figure 26 gives reasons for concern. 

Over the last five years we had only one successful female promotion and five 
successful male applications. The success rate of female promotion applications 

has been 25% only, lagging behind the 45% success rate of male promotion 
applications. What is also a cause for concern is that the number female 
applications for promotion overall is small – with no applications in two out of 

these five academic years. On average 8% of women and 12% of men apply for 
promotion on a yearly basis. The results of the staff culture survey, conducted in 

November 2014, also confirm that SGIA women are experiencing problems with 
their career progression. Similar problems are experienced by men but to a lesser 
degree.  

 
The low female promotion rate has been noted and discussed at SAT meetings 

and BoS. We have undertaken a number of actions to address this, including: (1) 
introduction of research mentoring, (2) invited consultations with HoS when 
colleagues reach the top of their grade, (3) revised ASR process, and (4) School 

support with female leadership training and engagement with leadership roles. 
 

(1) In Michaelmas term 2015 our School formally adopted a research mentoring 
policy, but individual mentoring arrangements were put in place as early as April 
2014. One female and one male colleague sought mentoring help and the HoS 

helped in securing their chosen mentor. Since then, the HoS has introduced a new 
administrative role of ‘Equality, Diversity and Mentoring Lead’ (E, D & M Lead) 

(Action 2.11). The E, D & M Lead has developed a formal mentoring policy in 
consultation with the Director of Research and other DU schools and 
departments, and this policy has been discussed at a research meeting of all SGIA 

staff at the beginning of Michaelmas term 2015 (Action 2.3). In essence, all 
colleagues who would like mentoring support will be assisted in finding a 
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mentor, if possible of their own choice. The scale of uptake will be revealed at 
the PRP meetings due to take place at the end of Michaelmas term 2015 and 

during Epiphany term 2016. Our E, D & M Lead is part of the DU Coaching and 
Mentoring network and communicates all events and training opportunities 

offered by this network to existing SGIA mentors. SGIA mentoring policy is 
perceived as strongly related to our Athena Swan agenda as it is recognised that 
women tend to benefit significantly by formal support arrangements as they are 

less likely to seek informal support from senior colleagues. So far we have no 
evidence of the impact of the mentoring arrangements onto career progression. 

We believe that if positive impact is registered, it will give a strong incentive for 
a more active uptake of mentoring opportunities. 
 

(2) Our staff culture survey revealed that 50% of women and 6% of men who 
took part in the survey claim that they do not understand fully the promotion 

process and criteria in the School. 25% of women and 13% of men disagree that 
they are actively encouraged to take up career development opportunities. In 
response to this, our School has adopted a more pro-active approach towards 

promotions. The HoS invites all colleagues considering promotion to a 
consultation meeting in the early autumn, well in advance of the application 

deadline in December/January. Members of academic staff are advised on their 
chances for successful application and in case they are not seen as ‘ready’, they 
are given specific guidelines as to what to prioritise in order to develop the 

necessary portfolio. At a SAT meeting we agreed that this arrangement has not 
been sufficient in addressing the career progression problems faced by SGIA. We 

recognised that in addition to offering support to those who put themselves 
forward for promotion, the School should be proactively encouraging all staff to 
think about promotion and make applications when ready. In addition to changes 

of the ASR discussed below, the HoS will invite all colleagues who have reached 
the top of their grade to a promotion consultation (Action 2.4). 

 
(3) At a recent SAT meeting the HoS reported on significant revisions of the ASR 
process (see more on the need for revision in section 5.3.ii). ASR reviewers will 

now identify suitable candidates for promotion to the Head of School, who will 
then approach such candidates directly to encourage them to consider promotion 

or seek mentor assistance in preparing promotion papers. It was felt that this 
would increase the likelihood of female staff members putting themselves 
forwards and the quality of subsequent applications. 

 
(4) As leadership is one of the key criteria for promotion, the School has taken 

several steps to encourage all colleagues, and female colleagues in particular, in 
undertaking visible leadership positions. (a) SGIA has volunteered to offer partial 
funding for one of its female staff to attend the Aurora programme 2015/16 - a 

training programme for women in HE organised by the Leadership Foundation 
(Action 2.12). (b) The HoS has started the practice of inviting colleagues to put 

themselves forward for the key administrative roles in the School, including 
chairs of the main committees (Action 2.9): see more on this in section 5.2.iii. (c) 
Regular email updates are sent to all colleagues flagging up existing vacancies in 

DU committees or national associations like the PSA (Political Studies 
Association), for example. 
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(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. 

As Figure 27 below demonstrates, our staff submission rate for women for the 
two Research Assessment Exercises is high, and on both occasions higher than 

that of men. The evidence shows that for research, in relation to REF submission, 
women are performing better than men. 

 
Figure 27: RAE 2008 and REF 2014 submission rate by gender 

Research 
exercise 

gender Submitted staff Total staff Submission rate 

RAE 
2008 

F 5 5 100% 

M 18 18.5 97% 

REF 
2014 

F 7 8 88% 

M 17.8 26.3 67% 

5.2. 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? 

The University offers a diverse and rich training programme in nearly all aspects 
of professional and personal development, including research and teaching skills, 

management, IT skills, engagement with Media, among others. All members of 
staff can sign on to these courses.  
 

Staff training is monitored through the ASR process: a section of the ASR form is 
dedicated to training undertaken during the reviewed year and training planned 

for the year ahead. The effectiveness of this training is not directly monitored – 
only indirectly through its impact on staff’s research, teaching and management 
performance. 

 
Our Stuff Culture survey revealed that some colleagues are frustrated about an 

inability to access courses they have chosen. ‘The development courses I needed 
to attend were paid for by the University and the Faculty prioritised who to go on 
them.’ There are leadership programmes available for limited number of staff, 

like ‘Aurora – Developing women leaders in higher education’. In the case of 
‘Aurora’, female staff are invited to put themselves forward, but the Faculty 

makes a selection. 
 
In order to address the problem that some courses are not accessible to all staff 

because access is limited through a selection process, we have decided to put 
together information on all courses of this type and offer regular briefings to 

colleagues with instructions about the requirements for these courses (Action 
2.8).  
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Although most of the training undertaken by SGIA staff is run by the University, 

SGIA organises its own training for postgraduate teaching assistants. The chair of 
Undergraduate Education Committee also organises teaching workshops for 

academic staff where good practices from within and outside the School (through 
guest speakers) are disseminated. We have organised training for equality and 
diversity through the Workshop in Unconscious Bias in June 2015: see more 

about it in section 5.4.i. The School has also started to develop its own Early 
Career Researchers (ECR) training programme which includes training on raising 

one’s research profile and guides ECRs towards academic grants suited to their 
career development level. 

 

(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 SGIA colleagues are subject to an Annual Staff Review (ASR). The review 

has been typically conducted in a friendly and supportive fashion. There has been 
a concern, however, that the review is of little consequence. Often appraisers lack 

sufficient confidence in promotion requirements so they tend to accept the 
reviewee’s action plans rather than recommend, if necessary, alternative paths of 
progress. 

 
Our Staff Culture survey gives evidence of eroded confidence in the ASR 

process, as well as of concerns about career progression of women. 20% of staff 
who completed the survey (25% of the women and 6% of the men) ‘strongly 
disagree’ that the department provides them with a helpful annual appraisal. 

There were also very telling comments: ‘I feel the department has not had 
convincing and credible role models taking PRPs and ASRs in the past…. I have 

had no mentoring or careers advice and had to work my career path out for 
myself, both with regard to research and teaching. I happen to be female but I 
don't think this is gender specific, unless a possibly gendered preference for 

formal opportunities means I have not tapped into existing informal networks.’ In 
order to address these concerns, at its September 2015 meeting SAT agreed to 

recommend to the BoS that those staff conducting ASRs and PRPs should receive 
more training to support all staff, and specifically women in considering their 
suitability for promotion.  

 
The format of the ASR has already been revised in the first week of November 

2015. It was agreed that only members of SGIA professoriate will be reviewers. 
All reviewers have met and coordinated their understanding of the promotion 
criteria: this coordination process will be repeated on annual basis. It was agreed 

that reviewers will assess and discuss the reviewees’ suitability to apply for 
promotion, salary increments or university awards. The reviewers will 

recommend to HoS reviewees who they believe to be in a strong position for a 
promotion bid (Action 2.5). 
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(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.  

As discussed in section 5.1.iii, the success of female applications for promotion 
(25%) is much lower than that of men’s applications (45%). These percentage 

figures demonstrate the success rate but not the application rate which is rather 
low as well: only 8% of female staff and 12% of male staff apply for promotion 

on average in the last 5 years. Section 5.1.iii also lists the various steps we have 
taken to start to address our weak promotion rate. Here we will expand more on 
(1) the process of allocating committee leadership opportunities and (2) 

mentoring. 
 

(1) It has been recognised that leadership of committees strengthens academics’ 
case for promotion. Following the example of the geography department in 
Durham (Athena Swan Bronze award holder) we have discussed at our SAT 

meetings the introduction of a practice where colleagues put themselves forward 
for the various administrative positions and particularly, the leadership of the key 

committees. We have now adopted this practice: in June 2015 we received an 
email from HoS with a detailed outline of all administrative jobs and an invitation 
to put ourselves forward for the job we will be most willing to do. We intend to 

do this for the foreseeable future (Action 2.9). The outcomes of this process so far 
have been modest, but overall positive. The process did not result in a change of 

current chairs of main committees – no alternative self-nominations were made. 
Most people tended to ‘re-apply’ for their current administrative role. However, 
the process has triggered a more constructive assessment of one’s administrative 

position. This was ascertained when the HoS approached colleagues with 
alternative to their own suggestions and the new ‘offers’ were enthusiastically 

embraced.  
 
(2) Mentoring and research mentoring in particular are among the key post-

REF2014 initiatives of the University. Our School’s Staff Culture survey shows 
that 36% of colleagues ‘disagree’ that the department provides them with useful 

mentoring opportunities. Since last year we have taken several important steps 
towards introducing mentoring in SGIA. Two members of staff have requested a 
mentor and the HoS has assisted them in securing the mentor they wanted. In 

September 2014 a more formal mentoring arrangement for probationary staff was 
put in place (Action 2.2; see also section 5.1.ii), while in September 2015 we 

accepted a revised mentoring policy that included research mentoring as well. 
 
Our current mentoring policy builds on the experience of the probationary 

mentor-mentee relationships over the last year and on consultations with other 
Durham University departments, like Education and Earth Sciences who have 

developed their mentoring policies. Mentees will be expected to identify their 
own goals and objectives, i.e. what they wish to gain from the mentoring 
relationship. An agreed time limit will be useful to maintain focus, discourage 

dependency and free up mentors to work with new staff joining the scheme. 
 

New mentors are expected to take mentoring training, currently organised by 
Sophie Sowerby (Human Resources Training Manager). Mentors are encouraged 
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to join the University's Coaching and Mentoring network, which runs training 
events and workshops, and supports Departmental mentoring initiatives (Action 

2.2). 
 

SGIA has a small number of postdoctoral researchers – currently we have two 
male PDRAs, both of whom have mentors. They are given the full benefits of the 
Early Career Researchers training programme mentioned in the ‘training’ section 

5.2.i. 

 

(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). 

SGIA has an assigned member of staff as ‘career development’ officer. Every 

year we organise a number of events for third year undergraduates where we 
invite former SGIA students (not exclusively) to share their experience in the 
career they have undertaken. We also organise events where we discuss our MA 

and PhD programmes. 
 

We also organise annual workshops for our MA students which inform them 
about various funding opportunities available. Since last year we have 
incorporated an Athena Swan component to the workshop. We encourage female 

applicants for our PhD programmes and discuss our engagement with the Athena 
SWAN principles. See section 4.1.v. and Action 4.8. 

 
While reviewing the arrangements we offer in support of colleagues who take 
career breaks, we noted that we have more parents of young children among our 

PhD students than among our staff. Therefore we decided to make a 
recommendation to the Postgraduate Education Committee to consider how we 

can provide better support to postgraduate students with childcare responsibilities 
(Action 4.2). We have decided to run annual focus groups with PGR students 
where we discuss how we could improve support for female PGRs so that we 

encourage more female applicants and we improve the future career prospects of 
current PGRs (Action 4.10). From Epiphany term 2016 PGR students will have a 

representative on SAT and thus will be directly involved in SGIA’s Athena Swan 
process (Action 4.1). 
 

Recent (2014) SGIA policy of empowering research clusters by giving them their 
own budgets has resulted in an increased staff engagement with PGR students. As 

mentioned in section 2, SGIA adopted a new approach to distributing research 
funding in 2014-15, moving away from automatic individual allocations to a 
system allocating the bulk of funding to PCCs (research peaks, centres and 

clusters). Some of the Centres have been particularly successful in engaging PGR 
students in their activities: PGR students are actively involved in running seminar 

series (both in terms of organisation and participation), and attending a centre led 
reading group. 
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(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. 

The University, the Faculty and the School have put in place many arrangements 
and policies that aim to support staff applying for research grants. The provision 

of grant income has been a priority for many years now, so understandably the 
objective of offering effective support for grant applicants is always high on the 

Faculty’s and School’s agendas. SGIA supports grant applications through 
workload allocation and internal peer reviewing. SGIA also offers match funding 
in order to strengthen grant bids. Two new initiatives are expected to have 

positive impact on successful income generation: (1) the research cluster (PCCs) 
empowerment and (2) the research mentoring.  

 
(1) The 2014 empowering of PCCs through independent budgets (mentioned in 
sections 2 and 5.2.iv) has resulted in developing new grant applications in at least 

two of the research centres. The model of supporting grant applications within 
PCCs can potentially increase success rate as it allows for more organic – grass 

root – development of research themes. It thus draws on individual academic’s 
research strengths and it also mobilises collective effort in developing the full 
grant application. We have also agreed at a SAT meeting that PCCs would be the 

best source for support with failed grant applications. In the last three years the 
School has made 56 grant applications out of which 10 have been successful (few 

still awaiting results). Our 18% success rate is not unusual in the highly 
competitive field of research grant applications. Discussions have led to an 
agreement that it is best to assess constructively unsuccessful grant applications 

with colleagues familiar with the specific field of study. PCCs leads would 
therefore be recommended to consider this matter (Action 2.6). 

 
(2) Research mentoring is expected to have a positive impact on successful grant 
application. Current mentoring arrangements have resulted in new grant 

applications. 

5.3. 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, during leave 

and returning to work; Maternity return rate 

During the past five years only one member of staff took a maternity leave 
and returned to work full time. Due to its overall limited experience with 
maternity leave, SGIA has not developed school-specific practices of 

accommodating the needs of colleagues before, during and after maternity 
leave. On the whole these matters have been regulated by the University and 

until recently we have not experienced the need to make additional 
arrangements. One significant recent development is the University 
provision (subject to application and approval) of a term of research leave 

after 6 months of maternity leave. Another very significant development at 
DU is the introduction of shared parental leave. 
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At a SAT meeting we discussed whether male colleagues returning from 
paternity leave are also entitled to apply for a term of research leave. We 

found out that the policy applied to both parents after any of them has taken 
6 months of parental leave. This still left concerns about the effectiveness of 
the policies aiming to support paternity leave. We found that men who 

decide to share parental leave with their partner receive only statutory pay. 
This makes the prospect of taking a paternity leave, longer than two weeks, 

very unattractive. One of our male colleagues who recently had a child 
considered this possibility but decided against on financial grounds. Another 
male colleague also commented that if he were to have a child, he would not 

be able to ‘afford’ a longer than two weeks paternity leave. This entails the 
further unfairness of not being able to apply for the post-parental leave 

research leave. As a result of these consultations with male colleagues our 
HoS has decided to send an email to the Director of Human Resources 
urging Durham University to top up the statutory pay for paternity leave in 

the fashion it tops up maternity pay (Action 3.4). 
 

SAT has agreed to put to the consideration of BoS the introduction of SGIA 
policy supporting parental leave: SGIA will offer a term of 50% workload 
for colleagues returning after 3 months of parental leave. The rationale is 

that colleagues, female and male, may not be prepared to take as much as 6 
month of leave, but would be prepared to consider a shorter, 3 months leave. 

In this case however they would not be entitled to apply for a term of 
research leave, therefore the School would offer them this alternative 
compensation. Also, in view of the current paternity leave policy where 

male colleagues receive only statutory pay for their paternity leave, they 
would be more likely to take 3 rather than 6 months leave (Action 3.5). 

 
We will also have annual consultations with SGIA staff and PGR students 
with children under 5 years of age in order to develop policies of effective 

support (Actions 4.2, 3.2). 
 
 

(ii) 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. 

As of last year the University has introduced shared parental leave. There has 
been no uptake of this so far. We have four male academic members of staff with 

children under five, all of whom have taken only two weeks paternity leave. In 
the section above we discuss the reasons why uptake of a longer leave is not 

likely in the current circumstances and we have outlined the actions we are taking 
to address this. 
 

(iii) Flexible working  

Provide information on the flexible working arrangements available.   
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Nobody from SGIA has flexible working arrangements, nor has anybody 

requested such. Requests of this nature will be made to the HoS who will turn to 

the University policy on flexible working arrangements in the first instance. 

Decisions will be made in consultation with Human Resources.  

SAT members will be proactive in finding and disseminating information on such 

policies through the formal consultations that will be arranged with our HR 

liaison at the BoS on an annual basis (Action 3.3).  

 

(iv) 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. 

Currently nobody from SGIA’s academic staff works part-time. Colleagues from 

SGIA professional services work part time but this is a permanent arrangement, 

not a step towards full-time work. Requests for part-time work will be made to 

HoS and decided in accordance with University policy and consultations with 

HR. If the University policy does not address the needs of SGIA staff, school-

specific arrangements will be considered. Existing part-time policies will be 

discussed at the annual HR liaison reports to BoS and through the annual 

consultations with parents of young children which we are introducing this year 

(Actions 3.2 and 3.3). 

5.4. 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.   

 

Our staff culture survey showed that only 25% of women in SGIA ‘strongly 

agree’ that ‘my department is a great place to work for women’ and only 6% of 

SGIA men ‘strongly agree’ that ‘my department is a great place to work for men’. 

This result does leave room for improvement. Although most staff will agree that 

the collegial environment in our School is friendly, problematic issues that have 

been flagged up by the staff culture survey or other forums include display of 

‘Unconscious bias’ and the inferior facilities of Southend house compared to Al-

Qasimi building. The failure of recent attempts to engage professional services 

staff in the Athena Swan process (when Lindsay Young left SGIA no other 

member of the professional services staff was prepared to take her place on SAT) 

has indicated that some work has to be done to improve relations between 

academic and administrative staff. 

Our staff culture survey demonstrated that colleagues believe that ‘there is 

unconscious rather than conscious gender bias in our school’. To address this, 
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SAT decided to organise a SGIA based workshop in ‘Unconscious bias’. The 

workshop took place in June 2015 and is one of the most significant events of our 

Athena Swan process so far. Michelle Taylor, who is in charge of the University 

training in diversity, equality and unconscious bias, designed and conducted a 

workshop specially for our School. The workshop was attended by 57% of our 

teaching and research staff. All SGIA professors, with the exception of those on a 

research leave were present. The event received very positive feedback (it 

generated an open and convivial debate) and more importantly led to some very 

good initiatives, as discussed below. At a SAT meeting we decided to have such 

workshops every other year and make it open to professional services staff as 

well as SGIA postgraduate students (Action 1.1). 

One of the ‘lessons’ of the workshop, based on recent research, was that people in 

top management jobs tend to communicate personally with the greatest number 

of colleagues. In other words, the importance of informal networks for career 

progression is huge and Michelle Taylor showed us some very interesting 

diagrams based on case studies. After the workshop two of our colleagues 

proposed to organise a ‘rotating host’ coffee meetings, where every week the 

meeting will be hosted by different member of staff in his/her office building. As 

mentioned in section 2, SGIA staff is spread across two separate buildings, and 

this initiative will bring about more informal encounters between staff from 

Southend house and from Al-Qasimi Building. The initiative was welcomed by 

our HoS (Action 1.2). This term the ‘rotating host’ coffee meetings have taken 

place every Wednesday morning. Some of the meetings have been attended by 

members of our professional services staff: developing closer relations between 

academic and professional staff has been one of the objectives of the meeting 

organisers. All meetings so far have brought visitors from ‘the other’ building 

which also meets a key objective of stimulating more informal networking. 

The 2014 empowering of research clusters through independent budgets 

(mentioned in sections 2 and 5.2.iv) has resulted in some improvements in the 

work environment of Southend house. Members of the Centre for Institution and 

Political Behaviour all of whom have offices in Southend house, have taken the 

initiative to turn one of the offices into a common/seminar room. The latest SAT 

meeting took place there and this made a refreshing change for Southend house 

staff, who could attend for the first time a committee meeting that took place on 

their own premises and not, as usual, in Al-Qasimi building. 

(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. 

SGIA has a harassment officer, whose job is to have a good knowledge of the 
University’s ‘Harassment and Bullying Policy’ and who is the first port of call for 
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staff feeling that they have been bullied or harassed. The harassment officer can 
assist the staff member in accessing professional support, or making a formal 

complaint. While there have been no such cases of bullying and harassment over 
recent years, the School is mindful that disagreements between staff and/or 

students can quickly escalate into feelings of vulnerability or victimhood.  
 
We have therefore as a School been trying to ensure that we resolve 

‘disagreements’ between members of staff and/or students at an early stage 
through open discussion and to encouraging a spirit of trust so that individuals 

feel comfortable to report  problems when they occur. Our first attempt is to 
resolve problems within the School, though mediation. A recent case of a ‘fall 
out’ between two members of staff was taken to HoS and resolved through such a 

mediation procedure, where both parties were given the opportunity to make their 
case and explain the reasons for their actions. It was important that both parties 

felt listened to and that their version of events was valued. Both parties agreed 
that this had been the case and that the outcome of the mediation was positive. 
The involvement of senior members of staff as mediators was crucial for the 

success of the outcome. Not all cases will be resolvable ‘in-house’ and in such 
cases help will be sought from University harassment officers and University 

counselling service. 
 
A SAT discussion on SGIA’s own bullying and harassment procedures led to an 

agreement that our primary objective is to develop an environment and culture of 
trust and open communication where we could speak honestly and address 

disagreements in a constructive fashion. Initiatives like the workshop on ‘respect 
in the workplace’ (Action 1.3), as well as the biannual workshops on unconscious 
bias (Action 1.1) would contribute to this objective. 
 

(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.  

 

SGIA has 6 committees: Ethics and Risk Committee, Research Committee, 
Undergraduate Education Committee, Postgraduate Education Committee, Staff-
Student Consultative Committee and Senior Management Group. Membership in 

each committee is decided on the bases of particular roles academics have. For 
example the directors of research centres have to be on the Research Committee, 

the Deputy Head of School have to be on the education committees, etc. One 
could volunteer to be a member of a committee. We have given data for 
membership by gender for the three most important SGIA committees: SMG, 

EGEC and RC.  
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Figure 28: Membership of senior management group (SMG), UG education 

committee (UGEC) and research committee (RC) by gender 

 2010-11 2011-12 2012-13 2013-14 2014-15 

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

SMG 14.3 85.7 28.6 71.4 33.6 66.4 43 57 50 50 

UGEC 23.1 76.9 29.4 70.6 14.3 85.5 25 75 25 75 

RC 28.6 71.4 20.6 79.4 25 75 25 75 23 77 

 
The data for committee membership does not raise any immediate concerns from 

gender equality point of view: if anything it draws an optimistic picture. The 
relative representation of women on the SMG has been rising gradually and 
consistently over the last five years to reach the level of 50%, which is the 

Durham University target. The relative representation of women in UGEC and 
RC can be improved as currently it is beneath the overall female staff ratio 

(fluctuating between 27% for 2011 and 34.5% for 2015). It has been agreed at 
SAT meetings that having a strong representation of women on RC is particularly 
important due to the strategic significance of that committee. This objective will 

be achieved if the roles that qualify one to be a member of this committee are 
taken by women: that is, if the directors of research centres and research clusters 

(PCCs) are female, this will increase female membership of RC. SAT has agreed 
to make two proposals to RC: (1) to make the chair of SAT a statutory member of 
RC; (2) to ask members of RC to support female academic staff in taking 

leadership of research clusters (Action 2.13). 

 

(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?  

Four members of staff have declared participation in external committees 

(external either to the School or the University), 2 of whom are male and 2 

female. Three of these colleagues are members of the academic staff and 1, of the 

administrative staff. Our current HoD has been very supportive of staff willing to 

sit on such committees and she emails everyone when such positions become 

available. Our Staff Culture survey shows that 72% of colleagues believe that 

they are encouraged and given opportunities to represent the department 

externally, on committees and boards. 4% ‘slightly disagree’ that this is the case. 

(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.   

In 2012 SGIA introduced a very elaborate and carefully thought through 

workload model that represented a significant improvement on previous, much 

simpler models. The workload model was developed before we started the 
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Athena Swan application process, so it has not built in considerations of gender 

bias. Some members of SAT have argued that the current workload model 

contains rigidities and anomalies which impede transparency and fairness. 

Currently the workload model is under review with the objective of putting in 

place a fairer and more transparent model. This revision will allow workload 

adjustment to the roles and initiatives that have emerged as a result of the Athena 

Swan process, like giving formal workload allocation to Equality, Diversity and 

Mentoring Lead, as well as to probationary and research mentors. 

(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. 

25% of women who filled in the Staff Culture survey ‘slightly disagree’ that 

‘meetings in my department are completed in core hours to enable those with 

caring responsibilities to attend’. In response to this we have agreed at a SAT 

meeting and subsequently at BoS to move the start time of committee meetings 

from 2 o’clock to 1 o’clock and to keep the duration of these meetings limited to 

2 hours (Action 3.1). Our presentations at seminar series are held between 2:30 

and 4 in the afternoon, while one-off seminars and memorial addresses could start 

at 5 o’clock. Our seminars series aim and typically achieve the University target 

of 50/50 man and women speakers. 

(vii) Visibility of role models 

Describe how the institution builds gender equality into organisation of events. 

Comment on the gender balance of speakers and chairpersons in seminars, 

workshops and other relevant activities. Comment on publicity materials, 

including the department’s website and images used.  

92% of staff who completed the Staff Culture survey believe that ‘my department 

uses women as well as men as visible role models at staff inductions, as speakers 

at conferences and recruitment events’. 8% neither agree nor disagree. As a 

School we have been conscious about the images we put on our webpages and we 

have aimed to promote an image of cultural, religious, gender, racial and national 

inclusivity. This objective has been organically related to our teaching and 

research focus on international relations and multiculturalism. The SGIA web 

officer would be asked to examine the website again, in collaboration with the 

Chair of the SAT: this will be done in conjunction with our Action 4.4 of 

developing SGIA Athena Swan wabpage. 

(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.   

Some members of SGIA staff engage actively in outreach activities. These 

include 7 men (3 professors, a reader, a senior lecturer and 2 lecturers) and 5 
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women (a professor, 2 senior lecturers and 2 lecturers). Outreach activities 

involve giving mini lectures at open days, giving presentations at local schools, 

taking part in teachers conferences and running the summer school sessions 

among others. These activities are recognised in promotions applications.  

We engage our students in open day presentations – aiming to have equal 
numbers of men and women. 

Word count = 6,049 

6. FURTHER INFORMATION 

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

Please comment here on any other elements that are relevant to the application.  

 

7. 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.   
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format correctly. 

 

Action Plan 

ref Planned action/objective Rationale Timeframe Person 
responsible 

Success criteria and outcome 

1. Developing culture of support, inclusion and respect 

1.1 Biennial workshop in 
‘Unconscious Bias’ for 
SGIA staff: to include 

academic staff, PSS and 
PGR students. 

Responds to problems 
identified in Staff culture 
survey, which showed some 

staff feel ‘there is 
unconscious rather than 

conscious bias in our School’. 
SGIA’s first ‘Unconscious 
Bias’ session in 2015 was 

attended by 57% of the 
academic staff and led to 

development of action 1.2 so 
we would hope future 
workshops will generate more 

ideas.  

June 2017, 
June 2019, 
etc 

Equality, 
Diversity and 
Mentoring Lead 

and  Equality 
and Diversity 

trainer 

Increase by 20% trained academic 
staff over the 57% baseline of 2015; 
achieving 40% trained PSS and 20% 

trained PGR students by 2019.  

1.2 Organising ‘rotating host’ 
weekly coffee meetings. 

These are informal ‘bottom-
up’ events, with rotating 
hosts and venue, designed to 

The proposal for a weekly 
coffee meeting hosted by 

different member of staff 
aims to address several 
issues: (1) evidence suggests 

Every week 
during term 

time: already 
started in 
October 2015 

Elizabeth Kahn 
(lecturer in 

political theory) 
Carly 
Beckerman-

100% improvement of female and 
male responses ‘strongly agree’ to 

the staff culture survey claim ‘this 
department is a great place to work 
for men/women (respectively)’ 
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encourage greater 
collegiality, to include 
isolated individuals or 

groups, and foster wider 
networks. 

that informal networking 
traditionally favours men; 
coffee meetings by being 

open to all staff and focused 
on  non-alcoholic beverages 

within office hours is 
accessible to those with 
children and those of 

religious faiths who may be 
excluded from pub trips. (2) 

our offices are spread across 
two separate buildings which 
diminishes opportunities for 

informal networking, (3) 
facilitate informal contacts 

between academic and 
professional services staff.  

Boys (lecturer in 
IR of the Middle 
East) 

against the baseline of the 2014 
survey where only 6% of male 
academics and 25% female 

academics responded so: achieving 
at least 12% male and 50% female 

‘strongly agree’ responses in 2016 
and 2018 staff culture surveys. 

1.3 Organise a workshop on 

respect in the workplace, 
looking particularly at 
relationship between 

academic staff and PSS.  

An Administrative Review 

conducted in 2014 revealed a 
number of grievances on both 
sides (lack of courteous 

behaviour by academics and 
lack of engagement by PSS) 
that can only gradually be 

resolved. The workshop itself 
should help change attitudes 

and behaviours. In addition, it 
should help staff develop 
strategies for overcoming the 

divide. 

Easter term 

2016  

HoS and Deputy 

Head of School 

Development of at least one action to 

improve collaboration between 
academic and professional services 
staff. To be reported at BoS 

Michaelmas term 2016. 

1.4 Gaining a representative of 
the professional services 

We recognise that improving 
the culture of support, respect 

Discuss at 
SAT meeting 

A member of 
SAT in 

Securing a representative of the PSS 
staff on SAT by Michaelmas term 
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staff on SAT. and inclusion in SGIA can 
only happen if the 
administrative staff are fully 

included in this process. The 
Athena Swan process initially 

involved only academic staff 
but we welcome its 
development towards active 

inclusion of PSS staff. 

in Epiphany 
term 2016 

consultation 
with the Senior 
School 

administrator  

2016 
 

1.5 Rotating minute-taking by 
all members on SAT 

The objective is to ensure that 
professional services staff did 

not feel their role was 
confined to minute taking; to 

foster a sense of greater 
ownership of the process 
among all. 

Every SAT 
meeting; in 

place since 
Michaelmas 

term 2015 

All members of 
SAT 

Rotating minute taking at SAT, as 
will be recorded on the minutes 

1.6 A member of the Faculty 

management team to join 
one SAT meeting a year to 

improve communication 
between the School, Faculty 
and the University on 

matters affecting gender 
equality. 

Staff Culture survey revealed 

concern that issues stem from 
the University level: ‘This 

survey assumes that 
everything is about what the 
department does or does not 

do, whilst many of the 
problems faced by myself as 

a women have been a result 
of the larger institution and 
not my colleagues in the 

department.’ Having a 
representative from faculty 

will allow us to pass on 
concerns that require activity 
at faculty level. 

Every Easter 

term SAT 
meeting. 

Invitation to 
be sent in 
March after 

the Easter 
term 2016 

SAT meeting 

Chair of SAT to 

invite a 
representative of 

Faculty 
management 

Recommendations presented to 

GEAG by the Dean of Equality and 
Diversity or by Faculty senior 

management representatives 
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1.7 Increase the male 
representation on the SAT.  

A current gender imbalance 
of the SAT (3 male and 5 
female members) has been 

noted at the September 2015 
SAT meeting. It is important 

that the process engages all 
genders in order to know the 
effects of proposed changes 

on different groups within the 
School; also the success of 

the process would require 
changes across all genders.  

Call for male 
volunteers by 
end of 

Epiphany 
term 2016: 

by email and 
informal 
enquiries 

Chair of SAT 50/50 male/female representation on 
SAT, on average over the 2016- 
2020 period, as recorded on minutes 

of SAT meetings 

2. Recruitment, research support, promotion 

2.1 Prepare a welcome sheet 

establishing relevant 
department policies and how 
to access University 

guidance and support. This 
would be included in the 

Head of School one-to-one 
welcome to new staff, with 
the existing Manager’s 

Check-list. 

Feedback from new members 

of staff shows that although 
current induction is good, 
some information related to 

research support and 
administrative support would 

have been beneficial from the 
very start. Where important 
information is not transparent 

and requires informal 
networks, in and out groups 

can develop, which can result 
in unfair inequalities and 
disadvantaging minorities. 

See section 5.1. (ii). 

September 

2016 

Chair of SAT, 

Head of School, 
Equality and 
Diversity 

Assistant 

90% positive responses to the Staff 

culture survey question (to be 
included in 2016 survey) ‘The 
induction process in my School is 

well organised and effective.’ 

2.2 New mentoring arrangement 
for probationary staff, to 

include specific guidelines 
on objectives and frequency 

In 2014 we introduced a more 
formal mentoring policy with 

specific arrangements on the 
scope and expectations of 

Assigning a 
mentor for all 

new ECRs 
(already done 

Equality, 
Diversity and 

Mentoring Lead, 
Head of School,  

(1)New mentoring policy received at 
RC in Michaelmas term 2015 

(2)Increase by at least 20% the 
positives replies to the survey 
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of mentor-mentee meetings, 
and training for new 
mentors. 

See section 5.2.iii 

mentor-mentee relationship: 
this is to address the informal 
and rather inconsistent nature 

of previous arrangements. 
2014 staff culture survey 

registered 36% dissatisfaction 
with the ‘provision of useful 
mentoring opportunities’. 

Formalising and monitoring 
the process will ensure 

consistency and that early 
career staff can prosper. 

since October 
2014) 

question on mentoring opportunities 
against the 52% level of the 2014 
survey. To be reflected in 2016 and 

2018 staff surveys. 

2.3 Introducing mentoring for 

all staff; revision of the PRP 
form and process to include 
consideration of mentoring  

It is known that strengthening 

research performance would 
improve promotion potential 
and we strongly believe that 

mentoring can help 
significantly with this 

objective. This approach will 
also prevent minorities and 
women from being left out of 

informal mentoring. 

Raise the 

issue with all 
colleagues at 
every PRP 

cycle in the 
next 4 years, 

starting with 
the February 
2016 PRP 

cycle 

Director of 

Research, E, D 
& M Lead 

(1) Have at least 1 more research 

mentoring arrangement every year 
from 2016 to 2019, aiming at 4 new 
arrangements altogether. 

(2)Revised PRP form for the 2016/17 
PRP cycle 

(3) also outcome (2) of 2.2 

2.4 HoS to approach all staff, 
identified by the ASR as 

suitable to apply for 
promotion; early draft of 
promotion document to be 

reviewed within the term 
following the ASR.  

Data shows a low success rate 
of female applicants for 

promotion: 25%, compared to 
45% for men, as well as low 
application rate: 8% of 

women compared to 12 % of 
men. 

Every year, 
following the 

ASR process: 
typically 
February and 

March, 
starting in 

February 
2016 

Head of School 20% of female academics will 
submit an application for promotion 

every year from 2017 to 2020, 
aiming at an overall 80% application 
rate and 60% success rate. Promotion 

includes an upgrade from Lecturer A 
to Lecturer B. These figures have 

been decided against current grade 
status of female staff. Report 
application and success percentages 
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yearly at Easter term BoS, starting 
2016 

2.5 Revised ASR process: to be 

conducted by the members 
of the professoriate; to be 
preceded, on a yearly basis, 

by reviewers’ meeting for 
aligning promotion criteria; 

to be followed by reports to 
HoS when reviewees have 
been advised to apply for 

promotion within the next 
two academic years. 

Culture survey indicates little 

confidence in ASR and PRP 
processes: ‘I feel the 
department has not had 

convincing and credible role 
models taking PRPs and 

ASRs in the past. I do not feel 
this is a dynamic and 
aspirational department in 

comparison to others in the 
University.’ Also, the ASRs 

are assigned to the 
professoriate because we 
want to develop a culture of 

senior staff taking 
responsibility for mentoring 

and supporting junior staff. 

New process 

started in 
November 
2015 

HoS and all 

SGIA 
professoriate  

(1)Revision of the ASR process: staff 

to be fully informed about this 
revision at BoS in Epiphany term 
2016 

(2) Increase by 20% the positive 
replies to the survey question ‘Does 

my department provide me with a 
useful annual appraisal?’ against the 
64% level of the 2014 culture survey. 

To be reflected in 2016 and 2018 
staff surveys.  

2.6 Research cluster (PCC) 
leaders to develop new 
policies for support of 

colleagues with unsuccessful 
grant applications. 

Data shows 17.8% grant 
application success rate in the 
last 3 years. Research cluster 

leaders would therefore be 
recommended to consider this 

matter. 

Discussion 
with cluster 
leaders 

individually 
and at 

research 
committee in 
Easter 2017 

Research 
Cluster (PCC) 
Leaders, E, D & 

M Lead, 
Director of 

Research 

Introducing a new policy in SGIA 
research strategy document, to be 
confirmed at Michaelmas term RC in 

2018 

2.7 Adopting a principle of 

supporting staff who wish to 
apply for Faculty positions  

This would support staff 

career trajectory and also 
enable the School to benefit 

from their greater experience 
and knowledge thereafter. 

To be 

proposed to 
BoS in 

March 2016 

Head of School (1)Accepting the recommendation at 

the Easter term 2016 BoS 
(2) 90% positive responses to the 

staff survey question on 
opportunities to represent the school 
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Staff culture survey showed 
20% negative responses and 
16% ‘neither agree nor 

disagree’ to the question ‘Are 
you encouraged and given 

opportunities to represent 
your School externally and/or 
internally?’ 

externally by 2018 against the 72% 
baseline of the 2014 staff survey 

2.8 Nominating at least one 
male or female colleague 
every year from 2017 to 

2020 to Faculty for 
enrolment in selective 

leadership courses. This is in 
addition to action point 2.12. 

Stuff culture survey revealed 
frustration with inability to 
access leadership courses: 

‘The development courses I 
needed to attend were paid 

for by the University and the 
Faculty prioritised who to go 
on them.’ The survey 

registered 20% negative 
responses to question on 

career development 
opportunities. 

Action to be 
reported 
every Easter 

term BoS, 
starting in 

2016 

HoS, Chair of 
SAT in 
consultation 

with Human 
Resources E&D 

trainer 

(1)One nomination every year from 
2017 to 2020. Progress to be 
reviewed in 2020. 

(2)90% positive responses to 
question ‘Are you actively 

encouraged to take up career 
development opportunities’ by 2018 
against the baseline of 76% of the 

2014 staff culture survey 

2.9 Invite all academic staff to 
put themselves forward for 

the administrative positions, 
particularly leadership of the 

major committees. 

It has been acknowledged 
that leadership of the key 

committees strengthens 
significantly prospects for 

promotion. Such positions 
were assigned from above but 
‘turning the tables’ by 

inviting staff to put 
themselves forward can work 

well for management and 
staff. 

Already done 
in June 2015, 

to be 
repeated 

every 
summer. 

Head of School 
and Deputy 

Head of School 

Appointment of at least one of the 
current ECRs as a chair of a 

committee on completion of their 
probation, on a yearly basis: 1 in 

2017, 1 in 2018 and 1 in 2019, or an 
average of 3 by 2020. 

2.10 All PCC leaders, but Our data shows that although during the HoS, PCCs Raising the overall level of female 
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particularly of clusters with 
female academics below the 
School female ratio, will 

search proactively for 
female candidates when new 

appointments are to be 
made.  

the ratio of permanent 
academic female 
appointments has been good 

(56%), our female applicant 
pool is still only 30%.  

process of all 
appointments 
with 

immediate 
effect  

leaders and 
Chair of SAT 

academic job applicants to 35% by 
2018 and to 40% by 2020. 

2.11 Introducing a new 

administrative role of 
‘Equality, Diversity and 
Mentoring Lead’ (E, D & M 

Lead) that carries workload 
allocation commensurable to 

that of a chair to a main BoS 
committee. 

This role was introduced as 

more formal recognition of 
the position of the Chair of 
SAT. It also recognises 

mentoring as one of the key 
initiatives in promoting 

gender equality.   

Introduced in 

June 2015 

Head of School 

and Deputy 
Head  

The appointment of E, D & M Lead  

2.12 Allocation of SGIA funding 
to sending a female 

academic or PSS staff to 
Aurora Leadership 

Programme every year in the 
next four years 

It is acknowledged that a key 
factor in career progression is 

successful performance of 
leadership roles and that 

investment in leadership 
training of female staff will 
contribute towards improved 

female career progression.  

2015 to 2019 Head of School, 
Human 

Resources 
Training 

Manager and E 
& D Manager 

(1)Successful completion of Aurora 
program in 2015/16, 2016/17, 

2017/18 and 2018/2019 by a SGIA 
female academic or PSS staff. To be 

reported yearly at Eater term BoS 
(2) also outcome (2) in 2.8 

2.13 Research committee to 
include chair of SAT as a 

statutory member and to 
encourage female academics 
in taking leadership of 

PCCs. 

Only 23% of RC members 
are female. SAT believes 

representation of women on 
RC is important due to the 
strategic significance of this 

committee. 

Easter term 
2016 RC 

Chair of SAT to 
take to RC 

(1)Inclusion of the Chair of SAT as a 
statutory member of RC from 

Michaelmas term 2016 
 
(2)Increasing the percentage of 

female PCC leaders from currently 
20% to 40% on average over the four 

academic years from 2016 to 2020. 

2.14 Include a SAT member at Our data on recruitment for From Easter HoS and a Improving by at least 10% the 
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the interview panels for 
fixed term academic 
positions in the next two 

years. 

fixed term academic positions 
shows that out of 4 
appointments, 3 were male. 

Although the data is 
statistically small, we will 

monitor the appointments of 
fixed term staff more closely 
in the next two years. 

term 2016 
until the end 
of 

Michaelmas 
2018 

member of SAT current 25% ratio of appointing 
women on fixed term academic 
positions over the period 2016 – 

2018. 

2.15 All members of SGIA 
interview panels to 
undertake the new university 

interview training course 
with enhanced ‘unconscious 

bias’ aspect 

As in 2.10 and 2.14 and 5.1(i) Starting from 
Epiphany 
term 2016 

Chair of SAT 
and HoS 

As in 2.10 and 2.14 

2.16 Conduct an external review 
on the reasons for the low 
female promotion rate at 

SGIA 

See rationale for 2.4; also 
section 5.1(iii) 

Beginning of 
Easter term 
2017 

Dean of 
Equality and 
Diversity and a 

Faculty 
representative 

A report with the findings of the 
external review on the slow female 
promotion rate to be presented at 

BoS in Easter term 2017 

2.17 Conduct a gender pay 

review 

Informal enquiries have 

revealed that those appointed 
at the lowest salary spine 
point for their grade have 

been women. Staff culture 
survey shows 8% negative 

responses and 24% ‘neither 
agree nor disagree’ to 
question ‘Do you believe that 

in your School men and 
women are paid an equal 

amount for doing the same 
work?’ 

Easter Term 

2017 

To be led by a 

member of SAT 
in cooperation 
with HoS and 

SGIA HR 
liaison 

(1)A report summarising the findings 

of the pay review to be presented at 
BoS in Easter term 2017 
(2) 75% positive responses to staff 

culture survey question on equal pay 
by 2018 against the 68% baseline of 

the 2014 staff survey 
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3. Career breaks, workload, support to colleagues with young children 

3.1 Moving the default start time 
of SGIA committees to 1 

o’clock and aiming to 
complete committee 
business within 2 hours. 

This will foster a culture of 
respect to colleagues with 

young children. It will show 
preparedness to accommodate 
their needs, particularly when 

such adjustments are not too 
costly. 

Agreed on 
BoS in 

Epiphany 
2015 and 
consolidated 

through 
anonymous 

doodle poll in 
December 
2015 

Chair of SAT Change of committee start time: in 
place since Michaelmas term 2015 

and confirmed as SGIA policy in the 
beginning of Epiphany term 2016 

3.2 Introducing periodic 

consultations with staff and 
students with childcare 

responsibilities, passing 
requests and 
recommendations to the 

relevant University offices. 

Typically our colleagues with 

young children do not make 
specific demands for the 

accommodation of their 
needs. The SAT has decided 
to take proactive attitude in 

finding out what can be done 
to help these colleagues.  

Michaelmas 

term SAT 
meeting, 

annually, 
starting in 
2016 

A member of 

SAT 

Developing of at least one action 

aiming to support colleagues with 
young children by Easter term 2017. 

3.3 HR liaison to attend one 

Board of Studies per year to 
report updates on HR issues 
such as paternity/maternity 

leave legislation, etc. 

There have been very 

significant developments in 
HR legislation (shared 
parental leave) as well as 

University policies (a term of 
research leave after parental 

leave) regarding welfare of 
parents of young children. 
However, four of our male 

colleagues who have become 
fathers recently have taken 

only two weeks of paternity 
leave. 

Every Easter 

term BoS, 
starting in 
2016 

Head of School, 

E&D Assistant 
or SGIA HR 
liaison 

25% of male colleagues who become 

fathers to take shared parental leave 
by 2020 
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3.4 HoS will write an email to 
Director of Human 
Resources suggesting 

equalising pay for maternity 
and paternity leave. 

Currently male colleagues on 
paternity leave are entitled 
only to statutory pay, which 

will result in very low if any 
uptake of the shared parental 

leave policy. 

November 
2015 

Head of School Formal email to Director of Human 
resources was sent in November 
2015. New policy across the 

university equalising conditions for 
maternity/paternity leave will now be 

rolled out. 

3.5 SAT to propose to BoS a 
new SGIA policy of offering 

a term of 50% workload for 
colleagues returning from a 
three months parental leave. 

A university policy entitles 
parents who take 6 months 

parental leave to apply for a 
term of research leave. 
Colleagues, however, who 

take a shorter parental leave 
will not be entitled to the 

benefits of this policy. 

Epiphany 
term 2016 

BoS 

Member of SAT (1)Adoption of a new policy aiming 
to offer some compensation to 

colleagues in this category by 
Michaelmas term 2017 
(2) as in 3.3 

4. Support or students; students’ awareness of Athena Swan principles  

4.1 A representative 
undergraduate, taught-
postgraduate and research 

postgraduate student to join 
the SAT. 

It has been agreed that it was 
important to include all 
communities in the School in 

the Athena Swan process and 
therefore invite 

undergraduate, taught-
postgraduate and research 
postgraduate representatives 

to join SAT.  

Initiating the 
process in 
Epiphany 

term 2017 

Chair of SAT Enlisting  representatives from the 
UG, PGT and PGR students on the 
SAT; all places filled by Michaelmas 

term 2017 

4.2 Postgraduate Education 
Committee to consider how 

we can provide better 
support to postgraduate 
students with childcare 

responsibilities. 

This is to reflect the 
significant number of SGIA 

PhD students with childcare 
duties 

PGEC 
Epiphany 

2017 

Director of PGR 
and Chair of 

SAT 

Develop at least one new action 
aiming to support postgraduate 

students with childcare 
responsibilities by Easter term 2017 

4.3 Review how gender issues 
are considered in the 

We believe that the principles 
of Athena Swan should be 

Easter term 
2016 BoS 

All SGIA 
academic staff:  

 (1)A report on ratio of female 
authors on every SGIA module 
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School’s UG teaching and 
learning, including 
monitoring ratio of female 

authors on reading lists and 
considering an appointment 

in Gender Politics 

embedded in our teaching – 
particularly in view of our 
School’s disciplinary nature: 

politics and international 
relations  

 

coordinated by 
member of SAT 
 

reading list to be circulated by 
August 2016; 
(2)Subsequently, register 10 % 

increase of female authors on reading 
lists on yearly basis, aiming at 40% 

by 2020 

4.4 Developing a SGIA Athena 
Swan webpage showing the 

data gathered during the 
process, reporting and 
displaying the outcomes of 

our activities   

The objective of this is to 
develop awareness and 

increase engagement with 
issues of gender imbalance; 
to demonstrate commitment 

to Athena Swan principles to 
prospective students and 

staff. 

The website 
will be in 

place by 
Easter term 
2017 

Chair of SAT, 
SGIA IT officer, 

research cluster 
leaders 

Access to SGIA Athena Swan 
website from June 2017  

4.5 Monitor application, offer 
and acceptance rate by 
gender of PGR students  

To address the sharp drop of 
the ratio of female students 
from the taught postgraduate 

level (between 47and 49.4%), 
to research postgraduate level 

(between 25 and 32.3%, as 
low as 15% for part time).  

Annual 
review of 
applications 

and 
acceptance 

numbers by 
gender on 
Easter term 

SAT, starting 
in 2016 

Postgraduate 
Programmes 
Manager; 

Director of PGR 
and member of 

SAT 

Increase percentage of PGR female 
students from 2014/15 baseline of 
28% to at least 30% on average in 

the period 2016 to 2019. 

4.6 Monitoring acceptance rate 

by gender for PGT students 
and assess the results of 
SGIA based annual Decliner 

Surveys. 

Our data shows that our PGT 

female acceptance rate is 
consistently lower than the 
offer rate.  

Discussing 

results 
annually at 
Easter term 

SAT and 
PGEC, 

starting in 
2017 

Member of SAT 

and 
Postgraduate 
Programmes 

Manager 

Produce a report on the basis of 

decliner surveys and submit to SAT 
and BoS by Easter term 2018 
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4.7 Monitor UG acceptance rate 
by gender by conducting 
annual SGIA based Decliner 

Surveys and assessing 
responses at SAT and other 

relevant committees 

Our data demonstrates a 
consistent drop between the 
UG offer and acceptance rate 

of female students. 

discussion of 
results in 
Easter term 

SAT 
meetings and 

UGEC, 
starting in 
2017 

Admissions 
undergraduate 
administrator; 

chair of UGEC, 
Director of 

Admissions 

Produce a report on the basis of 
decliner surveys and submit to SAT 
and BoS by Easter term 2018 

4.8 Introduce an ‘Athena Swan’ 
component in our annual 
workshop for PGT student 

on applications and funding 
opportunities for PGR 

studies. 

This is to address the sharp 
drop of the ratio of women at 
PGR level. See section 4.1. 

(v). 

Already done 
in Dec 2014 
an 2015; 

every 
December 

from 2016 to 
2019 

Member of SAT 
and Director of 
PGR 

Increase female student application 
rate by 10% by 2018 and by 15% by 
2020, against the baseline of 2013/14 

of 33% 

4.9 Introduce a discussion of the 
School’s commitment to 

Athena Swan principles in 
pre and post-application 

Open Days 

See rationale for in 4.7 Every 
September 

pre-
application 

and March 
post-
application 

Open days, 
starting in 

Sept 2017. 

Deputy head of 
School, 

admissions 
director and all 

staff giving open 
day talks 

Maintaining the current relatively 
high, above sector average, female 

application rate between 48 and 
50%. 

4.10 We will conduct three 
annual focus groups: one 
with UG, one with PGT and 

one with PGR students, 
where we will discuss 

gender relevant issues 
including nature of 

Our data on degree 
attainment by gender shows 
small disparities between the 

performance of male and 
female students. Although 

there are no clear patterns, we 
would like to gain better 

The focus 
groups will 
be run in 

parallel on an 
annual basis 

during the 
final post-

Member of Sat, 
The Chairs of 
UGEC and of 

PGEC, and 
director of PGR 

(1)Reduce disparities in academic 
performance by gender for PGTs to 4 
% by 2019 against the baseline of 

8% for 2013/14;  
(2) have policies that offer support to 

PGRs with childcare responsibility 
as in 4.2 
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assessments, degree 
attainment by gender, 
support with childcare, and 

low interest by female 
students in undertaking PGR 

study. 

understanding of the impact 
of teaching methods on 
different performance by 

gender. We would also like to 
know whether we could offer 

better support to our female 
students. 

exam weeks 
of the Easter 
term, starting 

in 2016 

(3) Increase female ratio of Home 
PGRs by 100% on average during 
the period 2016 to 2019 against 

2015/16 baseline of 7% 
(4) Develop at least one action point 

to improve recruitment of female 
PGRs by Michaelmas 2018 

4.11 Monitor SGIA student data 

on status (O/EU/H), country 
of origin and ethnicity in 
addition to the data on 

gender. 

In order to gain better 

understanding about the cause 
of gender imbalance at PGR 
level and particularly with 

PGR Home students 

This data will 

be gathered 
every 
November; 

first gathered 
Nov 2015 

Postgraduate 

Programme 
manager, 
Postgraduate co-

ordinator  

Collected data on PGR student status 

(O/EU/Home) by gender; to be 
reported annually in Michaelmas 
term on SGIA Athena Swan 

webpage, starting from November 
2017 

4.12 Research clusters (PCCs) to 

perform a regular review of 
the gender balance of their 
PGR students; start 

collecting data on PGR 
student gender ratio within 

research areas; consider 
supporting female PhD 
applicants if female ratio is 

below the sector average 

See 4.5 To be 

reported at 
Epiphany 
term RC 

meetings 
annually, 

starting in 
Epiphany 
term 2017 

Research cluster 

leaders, Director 
of Research, 
PGR director 

and chair of 
SAT 

(1)Collected data on PGR student 

gender ratio within research areas: to 
be uploaded on SGIA Athena Swan 
webpage in Eater term 2017  

(2) also outcome (3) of action 4.10 

5. Improving data monitoring and exploring data in depth 

5.1 Introducing a biennial staff 
culture survey 

This will be a key mechanism 
through which we could 

monitor the impact of our 
action plan. 

November 
2014 

(completed) 
November 
2016 

November 
2018, etc 

Chair of SAT, a 
member of the 

Centre for 
Institutions and 
Political 

Behaviour 

Actual performance of the survey in 
2016 and 2018 

 


