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Athena SWAN Silver Department award renewal 
application  
 
Name of institution: Durham University 
 
Date of application: November 2016 
 
Department: Psychology 
 
Contact for application: Dr Mike Burt 
 
Email:  d.m.burt@durham.ac.uk      Telephone: (0191) 33 43269  
 
Departmental website address: https://www.dur.ac.uk/psychology/ 
 
Date of previous award: Silver award, September 2013 
 
Date of university Bronze: University Bronze Award 2011,  

  University Bronze renewal 2015 
 
Level of award applied for: Silver   
 
 
 
Athena SWAN Silver Department award renewals recognise that in addition 
to university-wide policies the department has made progress in promoting 
gender equality and addressing challenges particular to the discipline. It is 
expected that after three years Athena SWAN Bronze Department award 
holders should be at the stage to make a new application for a Silver 
Department award. However, in exceptional circumstances a Bronze 
Department renewal award submission can be made. 
 
Not all institutions use the term ‘department’ and there are many equivalent 
academic groupings with different names, sizes and compositions. The 
definition of a ‘department’ for SWAN purposes can be found on the Athena 
SWAN website. Where the department unit that made the original application 
has changed, it is up to the new unit for submission to decide whether a 
renewal application is appropriate or whether a new award application should 
be made. If in doubt, contact the Athena SWAN Charter Coordinator well in 
advance to check eligibility. 
 
It is essential that the contact person for the application is based in the 
department. 
 
At the end of each section state the number of words used. 
 
Click here for additional guidance on completing this template. 
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Dear Athena SWAN manager, 

I write to give my firmest support to this application and more broadly to the pursuit of 
equality of opportunity across the department and beyond. The AS principles are close to my 
heart - I was SAT chair for our last AS application and served as departmental AS Champion 
following the award. More personally I come from a dual career household with two 
daughters so I am familiar with the challenges of juggling the demands of work and family. 
During 20 years within this department I have experienced both some poor, but also some 
excellent, practice and I firmly believe that the culture is changing and that the latter is 
strongly in the ascendency. Our departmental vision statement now includes a not only a 
commitment to excellence in education and research but also  to remain “an excellent place 
to work with a commitment to success for all who work here. Our Athena SWAN work is an 
important component of this vision. While the department is  not perfect, and we recognise 
there is more to do, we believe we have made significant progress.  

Since becoming Head two years ago, my commitment to AS has not diminished but others 
have taken up the baton. The department is weighted towards Lecturers and SLs and the 
SAT composition reflects this relatively junior and dynamic departmental make-up. The SAT 
included a range of colleagues with differing roles/experiences within the department and I 
have been impressed by the willingness and enthusiasm of all in taking on this challenge. 
This emphasises that the AS principles are now embedded in department and are not merely 
limited to a few aficionados.  

As ever, our work has made us appreciate some areas where we need to work harder (e.g. 
our growing PDRA community) as well as some areas where we have made significant 
progress since out last application (e.g. female representation on appointment panels, 
female promotion applications). Within the last year, we have begun to think more broadly 
about gender within the department: for example we have held a well-attended 
presentation to staff by Psychology-student members of Durham University’s LGBT+a Society 
which raised our awareness of difference and challenged departmental use of gendered 
terms more broadly. The PowerPoint presentation from this session was circulated to all 
staff with encouragement to consider carefully all uses of gendered terms in all our activities 
including teaching and research. One outcome is that we now think more carefully before 
asking for sex/gender information on forms or how we use these terms in our teaching and 
we also now have some gender-neutral toilet facilities in the department. These were in fact 
easy steps to take but, like much good practice, the difficulty lies in appreciating that change 
is needed and realisable.  

As a department we are not complacent and I appreciate that there is still much more to be 
done. However I remain confident that we continue to make progress and have the 
willingness and ability to make it happen.  

  

 
 

Professor Madeline Eacott 
Head of Department 

(499 words)
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An alphabetical list of abbreviations used in this application: 
 

2013_AP An action point from our 2013 action plan which is detailed in the 
2013 Action Log. Each has a number (e.g. 2013_AP1) 

AS   Athena SWAN 
ASR  Annual staff review 
BoS  Board of Studies, the key decision making committee of the 

department, chaired by the Head of Department 
DoR  Director of Research (role-holder also chairs Research Subcommittee) 
E&D  Equality and diversity 
ECR  Early career researcher. Includes PDRAs and lecturers 
EE  External examiner 
FTE  Full time equivalent 
HE  Higher Education 
HEA  Higher Education authority 
HoD  Head of Department 
HoDAG  Head of Department’s Advisory Group 
HR  Durham University’s Human Resources Department 
KIT  Keeping in Touch 
MAP  Mentoring at Psychology, a departmental mentoring scheme 
PDRA  Postdoctoral research assistant 
PGR  Postgraduate Research Student. Typically a PhD student but will 

include a few MRes students 
PGT  Taught Postgraduate Student (i.e. studying for a taught MSc or MA 

degree) 
PGTips  A postgraduate support forum primarily aimed at PGR students 
PI  Principle investigator (on a grant). The main applicant and director of 

the research programme (c.f. co-I: co-investigator) 
RA  Research Assistant 
RGL  Research Group Leader. Leads one of four Research Groups in the 

department and sits on Research Subcommittee to represent the 
group 

SAT  Self-assessment team 
SC  Subcommittee 
SL  Senior lecturer 
SSCC Student-Staff Consultative Committee 
T&R  Teaching and research (in connection with posts, typically HEFCE 

funded lectures, SLs Readers and Chairs) 
TF  Teaching Fellow 
UG  Undergraduate 
WLM  Workload model 
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The self-assessment process  
 
Describe the Self-Assessment Process. This should include: 
 

a) A description of the self assessment team: members’ roles (both within the department 
and as part of the team) and their experiences of work-life balance, parental leave, 
flexible working etc; 

 

The SAT (see table 1 for full details) deliberately represents a range of experiences 
and roles both within the department and outside, including students at different 
levels, technical and academic staff, those who work part-time, those who have 
caring responsibilities, those who had contributed to the previous AS application and 
those who had not. Each member of the team played a role: Luna and Mike co-
chaired, Mike taking overall responsibility for data collection and presentation and 
Luna for coordinating writing and application submission. Nadja served on Faculty 
SAT, attended an external AS workshop for Psychologists in London which provided a 
link to wider issues. Joe fed in his experience as a PGT, PGR and PDRA experience in 
the department. Alessia took the lead in contacting the LGBT+a society to contribute 
towards our Equality and Diversity workshop and assisted in the preparation of the 
presentation that was given to staff. Alessia and Emma took the results of the 
student survey to their respective student consultative fora. Sarah and Louise 
contributed experience from other departmental SATs within Durham.   
 
Our SAT comprised eleven members and is 72% female. Of the members who are 
academic staff members 60% are female which approximately matches our overall 
academic staff percentage. Our SAT includes lecturers, senior lecturers and one 
chair. This profile reflects the departmental profile which has relatively few senior 
members and a greater proportion of lecturers/SL than is typical. Overall we believe 
that the SAT reflects the departmental profile in seniority and gender. (248 words) 
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Table1: the composition of the SAT 
Name Role in Department Role in SAT Worklife balance experience 
Dr Joe Austen   

(new to SAT) 

Post-doctoral Research 
Assistant 

 

Post-doctoral liaison.  

Joe was previously both a PGT 
and PGR student in the 
department so has wide 
experience within the 
department, including 
progressing from PGT/PhD/PDRA 

 

Dr Mike Burt  

(on previous SAT)  

Lecturer Co-Chair. Mike has two school-aged children 
who previously attended the 
university nursery. He comes from a 
dual career family and has taken 
paternity leave while a member of the 
department. 

Ms Alessia 
Cacace (new to 
SAT). 

PGR student PGR liaison.  

Alessia was previously a PGT 
student in the department so 
has experience of the 
important PGT/PGR transition 
within the department 

 

Dr Luna 
Centifanti (new 
to SAT.  

Senior Lecturer Co-Chair Luna has one school-age child. 

Ms Janet 
Cooper (on 
previous SAT).  

Departmental 
Administrator 

Janet represents support staff Janet has three grown-up children and 
comes from a dual career household. 
She works flexible hours in order to 
accommodate caring responsibilities.  

Prof Madeline 
Eacott (chaired 
previous SAT).  

Head of Department  Madeline has two grown-up children 
and comes from a dual career 
household. 

Dr David 
Sanderson (new 
to SAT).  

Lecturer  David has three young children and 
took paternity leave from the 
department for the birth of his twins. 

Mrs Elaine 
Stanton (new to 
SAT). 

 

Senior IT Research 
Technician 

Elaine represents technical 
staff. 

Elaine has two school-aged children, 
works flexibly part-time (0.8FTE) and 
has parental leave in order to 
accommodate caring responsibilities 

Ms Emma 
Reames (new to 
SAT) 

UG student UG liaison  

Dr Nadja 
Reissland (new 
to SAT) [Left SAT 

May 2016 due to 
demands of Faculty 
role]. 

Senior Lecturer and 
Deputy Head of Faculty 
of Science 

Faculty liaison  Nadja has two grown-up children. 

Ms Sarah 
Winship/Ms 
Louise Herron 
(new to SAT)  

None. University HR representatives 
and E&D advisors 

Both Sarah and Louise are parents and 
had/have flexible working policies in 
place. Both had periods of maternity 
leave. 
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b) an account of the self assessment process, with reference to year-on-year activities 
since the original Department award application, details of the self assessment team 
meetings, including any consultation with staff or individuals inside or outside of the 
university, and how these have fed into the submission; 

 

The SAT for our previous Silver application (2013) decided that following submission 
of the application the SAT should be disbanded and progress against our action plan 
should be mainstreamed and pursued in the same way as any other important 
strategic objective in the department. The rationale was that such activities should 
not be side-lined to a minority “interest group”. Every committee or role-holder was 
therefore responsible for ensuring E&D issues were considered as part of ongoing 
business. For example, it was the responsibility of seminar organisers to ensure that 
gender balance was considered, of Chair of UG Education Sub-Committee to 
consider undergraduate entry data by gender etc. The AS Champion took an 
overview to ensure nothing was missed in this approach and reported on progress 
against our AS action plan and other related activities as a standing item at both 
termly Board of Studies (BoS) meetings and Departmental Annual Review (e.g. see 
2013_AP4). In addition, AS activities were a standing item on the annual 
Departmental Plan, the official document which sets departmental priorities and 
targets for the coming year. In this way we have been progressing our objectives 
since 2013. The department also had a representative on the Faculty level Athena 
SWAN SAT which met termly and reported on faculty/university level progress.   

When Madeline became Head of Department in 2014 she initially kept the role of 
departmental AS champion to signal that this was a departmental priority not to be 
easily abandoned although Nadja took over the role of liaising with Faculty SAT. 
However, in 2015 a new departmental SAT was established to spearhead the 
renewal application with new Chairs. As HOD, Madeline continued to play a role as a 
member of the SAT to reflect both the departmental and her personal commitment. 
The SAT met in full 10 times over 18 months and some subgroups met on additional 
occasions. Progress was reported to BoS each term. The SAT undertook a web-based 
survey of staff and students and presented the results to appropriate fora (e.g. 
Student-Staff Consultative Committees etc.). Nadja also attended a meeting at the 
Equality Challenge Unit on Athena SWAN for Psychologists (Royal Holloway, Feb 
2016) to learn from the experience of others. A departmental meeting was held to 
discuss and approve the application and action plan. The application and action plan 
were also considered at both the UG and the PG Student-Staff Consultative 
Committees. (397 words) 

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

In 2015, the newly established SAT considered again the issue of how best to 
monitor our continued progress in the future. While our previous approach had in 
fact proved effective and had the benefit of allowing wide departmental 
engagement with Athena SWAN actions (see 2013 Action Log for examples), there 
was also concern that it could be seen as fragmented. Following further SAT 
discussions it was agreed that a modified approach will be taken in future. It will 
remain a broad departmental responsibility to ensure progress against our action 
plan with each role-holder taking responsibility within their remit. As before the AS 
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champion will take an overview and report termly to BoS. However, as a new 
addition, a SAT will remain in place and meet at least once a year (meetings called 
more often if necessary) to consider progress, to report to Departmental Annual 
Review and to contribute to the Departmental Plan. Thus we aim to ensure wide 
departmental engagement with the agenda through broad responsibility, yet 
ensuring that this approach continues to deliver through termly monitoring by the 
AS champion and a broader annual SAT review. Our new approach will be reviewed 
after one year to ensure it is meeting our objectives [ACTION POINT 1] (203 words) 

 
SECTION TOTAL: 848 words not including table text 

 
2. A picture of the department  

a) Provide a pen-picture of the department to set the context for the application, outlining 
in particular any significant changes since the original award.  

The Department of Psychology is spread over two campuses, Durham City and 
Queen’s Campus, within a collegiate university. It offers two single-honours 
undergraduate courses: Psychology at Durham City and Psychology(Applied) at 
Queen’s Campus. The department also contributes to a number of joint programmes 
(e.g. Philosophy & Psychology, Natural Sciences etc.). The department offers a 
number of interlinked taught postgraduate programmes and postgraduate research 
degrees. Undergraduate intake is around 180 students p.a., with an intake of 
approximately 35 Masters students and around 7 new postgraduate research 
students each year.  There are 33 members of university-funded academic staff and 
approximately 9 grant-funded PDRAs. Each member of staff has an individual office 
at one campus and access to a shared “hot-office” at the other site. Most staff teach 
across both sites and there is a free inter-campus bus service for staff and students. 
PDRAs and PGRs have shared offices at one site, PDRAs typically 2 or 3 to an office, 
PGRs typically ~6 to an office. 

The committee structure is shown in figure 1. The Head of Department chairs the 
key decision-making committee of the department, Board of Studies (BoS: orange in 
figure 1). Membership of BoS includes all departmental members of teaching staff as 
well as representatives of the student body at all levels, postdoctoral researchers 
and support staff. Although BoS is the official decision-making body, many activities 
are delegated to sub-committees which make recommendations to BoS. Key 
strategic subcommittees (green in figure 1) include Research subcommittee (which 
has representation from the leaders of each research group), Education 
subcommittee (UG) (including student representation), Education subcommittee(PG) 
(also student representation) and Resources & IT subcommittee. Other committees 
include Ethics Subcommittees and Student-Staff Consultative Committees but are 
not considered strategic decision-making bodies. This structure remains the same 
since the previous award. However, on becoming HoD in 2014, Madeline initiated a 
new grouping, the Head of Department’s Advisory Group (HoDAG), a group of senior 
staff who meet monthly to update and be updated on key issues in the department. 
HoDAG members are the chairs of the key strategic committees, the Head of 
Department and the departmental administrator. 
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Figure 1: The departmental committee structure. SubCommittees in green are strategic 

subcommittees and the chairs of these subcommittees sit on HoDAG (blue) which is advisory only  
 (352 words) 
 

b) Provide data and a short analysis for at least the last five years (where possible with 
clearly labelled graphical illustrations) on the following, commenting on changes and 
progress made against the original action plan and application, and initiatives intended 
for the action plan going forward.  

 
Student data 
 
(i) Access and foundation male and female numbers – full and part time.  

None 
 

(ii) Undergraduate male and female numbers – full and part-time. 

 
Figure 2: The percentage of females at undergraduate (UG), taught postgraduate (PGT) and 

research postgraduate (PGR) level. Full data in table 2 below. Dotted line represents HEIDI data for 

comparator institutions of Birmingham, York, Glasgow and St Andrews. These comparators are chosen as top 10 UK 
departments of similar make-up to Durham. N.b. HEIDI data only available for Psychology & Behavioural Sciences) for last 3 
years.  
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Table 2: % female students vs comparator HEIs. Comparator HEIs are Birmingham, York, Glasgow and 

St Andrews. See figure 2 legend for details. 

Figure 2 and table 2 show that the proportion of female undergraduates is stable at 
~78% and similar to, although possibly slightly better balanced than, our comparator 
universities: psychology is a discipline predominately studied by females at 
undergraduate levels. Our student survey (see section 8) suggested that 14% of male 
students had experienced a situation in the department where they felt 
uncomfortable because of their gender (c.f. 5% females). The low proportion of male 
students and their resulting experience in the department will be further considered 
at departmental level including consultation with student fora. [ACTION POINT 2] (94 

words) 

(iii) Postgraduate male and female numbers on and completing taught courses – full and 

part-time.  

Figure 2 and Table 2 above shows the proportion of female PGT students which has 
been somewhat variable over the last five years. Nonetheless females are reliably in 
the strong majority. The low proportion of male students and their resulting 
experience in the department will be further considered at departmental level 
including consultation with student fora [see action point 2 above and 2013_AP2].   

Figure 3 examines achievement on the PGT programmes over the last 5 years. This 
suggests that males and females achievement is broadly similar (especially when 
combining withdrawn and failed students to take into account low numbers) but 
there is possibly a very slight underrepresentation of females receiving a distinction 
which is further investigated below.  (112 words) 

 

Figure 3: the achievement of students on all PGT programmes by gender over the 
last 5 years for which full data is available.  

Academic 
year 

Undergraduate 
Undergraduate 

comparator 
group 

Postgraduate 
Taught 

Postgraduate 
Taught 

comparator 
group 

Postgraduate 
Research 

Postgraduate 
Research 

Comparator 
group 

2010/11 78%  81%  43%  

2011/12 77%  64%  61%  

2012/13 78%  91%  70%  

2013/14 79% 83% 77% 74% 78% 74% 

2014/15 78% 84% 71% 79% 78% 67% 

2015/16 79% 84% 69% 74% 68% 67% 
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When PGT achievement is broken down by programme (figure 4), it is apparent that 
females receive proportionally fractionally more awards of distinction in the 
Developmental Psychopathology and the Cognitive Neuroscience programmes. 
Allowing for one female student for whom there is no outcome yet, there is also 
approximately balanced outcomes for the Research Methods programme (allowing 
for low numbers). The small effect in figure 2 appears to be driven by a low number 
of awards of a distinction in the Developmental Cognitive Neuroscience programme, 
a programme which has attracted exclusively female students. As this programme is 
taught almost entirely by extraction from Developmental Psychopathology and 
Cognitive Neuroscience modules, it cannot be the case that the material is more 
difficult than the other programmes. However, it may be that the greater breadth of 
the programme results in slightly lower achievement. This programme is currently 
not recruiting for staffing reasons and a review of the structure of our PGT 
programmes is underway. However, if it is reinstated, this effect will be monitored 
and action taken if necessary [ACTION POINT 3]. (174 words) 

 
Figure 4:  the achievement of PGT students by programme and gender over the last 5 years 
(n.b there have been no male students on C8K209).  

 
(iv) Postgraduate male and female numbers on research degrees and completion times – full 

and part-time.  
 

Figure 2 and table 2 above show the proportion of female PGR students who are 
female which at 75% over the last 3 years is now at least in line with our 
comparators (69%). This represents an improvement from the time of our last 
application when we became aware that our proportion of female PGRs was lower 
than that of our comparators (see table 2: 43% in 2010-11). Now the proportion is at 
least as good and similar to the proportion of females in the UG and PGT student 
populations from which they are drawn.  The change has resulted from changes 
introduced following our 2013 AS submission, including a more transparent 
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procedure for allocating departmental studentships (e.g. interviewing candidates), 
annual workshop to PGT students on sustainable academic careers and work on 
developing our PG community including PGTips (a PGR support forum) and 
postgraduate conference (see 2013_AP1-3 and section 5iii for details on PGR 
initiatives). [See also Action Point 2 above] 

Completion rates for PGR students show that for full time students who were 
studying at any time during the last 5 years, the average time to completion for 
female students was 3.69 years (c.f. males 3.65 years). We have only 3 examples of 
part-time study (66%F) so there is not enough data to examine p/t separately. 

We have also looked in more detail at the current status of students who have been 
studying for PhDs in the department at any point over the last 3 years (figure 5). This 
suggests no gender bias in completion rates.  (248 wds) 

 
Figure 5: The current status of students who have studied for PhDs in the department at any 
point over the last 3 years (n.b. only 3 years as data recording changed so comparable records 

before this point are not available).  

 
(v) Ratio of course applications to offers and acceptances by gender for undergraduate, 

postgraduate taught and postgraduate research degrees 

 
Undergraduate:  
While there are minor year-to year fluctuations, Figure 6 suggests that overall ~80% 
of applications, offers, firm acceptances and final arrivals are females. However we 
note recent variation with a lower percentage in 2014-15 and a higher percentage in 
2015-16 [see action point 2 above].  (words 40) 
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Figure 6: Percentage female in applications, offers and acceptances at undergraduate level 
(dotted line shows 80%). Full data in table 3 below. 

Table 3: Undergraduate applications, offers and acceptances 
 

Comparison with comparator departments (figure 7) suggest this is a common 
proportion of females at undergraduate level. (words 17)  

 

  
Figure 7: Percentage female in UCAS applications, offers and acceptances at UG level at 
comparator departments for 2012/13 and 2013/14 (source: Heidi data, only available for these 
2 years. Average number of students per year displayed on bars. 
 

Academic 
year 

Applications 
% female 

applications 
Offers 

% 
female  
offers 

Firm 
% female  

firm 
acceptances 

Final 
cohort 

% 
female 
in final 
cohort 

2011/12 757 80% 673 82% 235 81% 145 79% 

2012/13 788 80% 694 80% 225 81% 157 81% 

2013/14 1106 79% 877 81% 255 82% 169 84% 

2014/15 1139 78% 1014 79% 257 74% 168 74% 

2015/16 990 83% 875 83% 220 85% 154 88% 

Overall  80%  81%  80%  81% 
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Taught PG  

Although there is variation year on year, the ratio of applications to offers and 
acceptances for taught postgraduates (figure 8) shows no systematic gender 
differences. (words 25) 

 

 Figure 8: Percentage female in applications, offers and acceptances at PGT level. Full data 
in table 4 below. 

Table 4: Postgraduate taught applications, offer and acceptances 

 
PGR  

As with our taught postgraduate programme, our PGR programme overall shows no 
gender differences in the proportions of applications, offers and acceptances (figure 
9, table 5). However, 2014 breaks this pattern. We cannot speculate as to a reason 
for this anomaly in 2014, except to note that this is the first cohort who paid £9,000 
UG fees and perhaps for this reason the firm and final numbers are unusually low. 
Given the data suggests this pattern was not repeated in 2015, and figure 2 shows a 
good gender balance in the PGR cohort overall, we regard it as an anomaly but will 
monitor [ACTION POINT 4]  (103 words) 

 

Academic 
year 

Applications 
% female 

applications 
Offers 

% 
female 
offers 

Firm 
% female 

firm 
acceptances  

Final 

% 
female 
in final 
cohort 

2011/12 172 82% 71 82% 42 86% 36 86% 

2012/13 182 86% 106 86% 52 88% 45 91% 

2013/14 215 84% 136 84% 53 77% 42 81% 

2014/15 236 85% 131 85% 48 88% 38 84% 

2015/16 193 84% 107 84% 45 76% 33 82% 

Overall  84%  84%  83%  85% 
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Figure 9: Percentage female in applications, offers and acceptances at PGR level. Full data 
in table 5 below 
 

Academic 
year Applications % female 

applications Offers 
% 

female 
offers 

Firm 
% female 

firm 
acceptances 

Final 
% 

female 
in final 
cohort 

2011/12 33 76% 23 70% 10 80% 8 88% 
2012/13 54 76% 8 88% 7 86% 7 86% 
2013/14 42 83% 21 86% 11 82% 11 82% 
2014/15 37 62% 14 57% 5 40% 5 40% 
2015/16 26 73% 14 71% 8 75% 8 75% 
Overall   74%   74%   76%   77% 
Table 5: Postgraduate research applications by offer status 
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Staff data 
 
(vi) Female:male ratio of academic staff and research staff – researcher, lecturer, senior 

lecturer, reader, professor (or equivalent).  

 

 
Figure 10: Percent female academic staff by role. Full data in table 6 below. 

 

 
Table 6: % female academic staff by role 

 

The data in figure 10 and table 6 show that in 2009-10, female staff were in the 
majority only for Teaching Only roles where 3 from 5 were female. In 2009-10 
females were also 50% of those at lecturer level and professorial staff (although note 
low numbers of professorial staff). Overall, in 2009 female staff made up 45% of the 
total academic staff membership. By 2015, females made up 55% of the total 
number and there has been a tendency for female staff to become a greater 
proportion of the total at all levels except professorial where it has remained 
constant at 50%. The female proportion is now ~50% or above in all roles except 
Reader where very low numbers preclude drawing strong conclusions (see later 
sections and 2013_AP6,7,10&11 as examples of actions taken since last AS 
application to encourage female recruitment and promotion). (141 words) 
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 Figure 11: the percentage of promoted academic staff that are female by year 

 

Equally, Figure 11 shows that the proportion of promoted staff that are female has 
risen over the last 7 years from 39% to 44% (see section 4ii on promotion).  

For discussion of research staff ratios, see section 6ii. (words 38) 

 
(vii) Turnover by grade and gender – where numbers are small, comment why individuals left 

 

 
 Figure 12: The %F of those who have left and those appointed 2010 – 2016 by role. 
Numbers of bars show total numbers contributing to percentage 

 
As Figure 12 shows, the department has been in a period of growth and has 
appointed more academic staff members than have left. Overall 53% of those who 
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have left in the last 5 years and 59% of those appointed have been female. However 
these figures include Teaching Fellows (TFs) all of whom were on short-term 
contracts (discussed further below). If these are excluded, 46% of leavers and 53% of 
appointees are female. The rates show that females are less likely to leave than 
males and that there are lower levels of female leavers than female appointments. 
These data are supported by the data in section 3 (vi) that the proportion of females 
in the department is growing (see later discussion of actions taken to encourage 
female recruitment including female interview panel members and “interview 
buddies” [see 2013_AP5-7]. 

The department has appointed a number of TFs in the last 5 years, all on fixed term 
contracts, typically to cover short-term needs due to buyout of existing staff or 
maternity leave cover (see section 7i on maternity leave rates). Both of the female 
TFs who left, left as their period of appointment drew to a close to take other 
opportunities. However, the department is aware of the issues facing TFs on fixed-
term contracts and supports their career development (e.g. TFs have a mentor to 
help them develop their career, have annual ASR and access to MAP mentoring (see 
action point 8) and despite not having research in their contracts, TFs are given 
opportunities to be included in research groups etc. in order to develop their careers 
in this direction should they wish). One recent TF leaver (F) wrote of her experience: 
 

“I was a TF at Durham Psychology for nearly 3 years. Despite my teaching responsibilities, I 
was welcomed into the research culture too and feel I had the chance to develop all aspects 
of my career, helped by a great mentor. As a result, I was successful in applying for a 
lectureship at another university. I don’t think I would be in this position without the 
opportunities and support I had at Durham” 

Of the remaining 6 (non-TF) female leavers, their reasons for leaving were various 
but included appointments to promoted positions elsewhere. One leaver (F) wrote 
“I joined the department in 2005 to take my first lectureship, and left in 2011 for a post at 
the University of Oxford. I had a very positive experience of Durham Psychology Department, 
and was well supported in developing my career. In particular, I benefitted from a well-
structured mentoring system, a promotion system that was based on clearly articulated 
criteria … (which saw me promoted to SL in 2009), and opportunities to represent the 
department at Faculty and University level. I felt my views were listened to, and that it was 
possible for me to influence departmental policies”. 
(473 words) 
  
SECTIONTOTAL: 1817  words 
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Supporting and advancing women’s careers  

Please provide a report covering the following sections 4 – 7. Within each section provide data and a 
short analysis for at least the last three years (including clearly labelled graphical illustrations where 
possible) on the data sets listed, commenting on changes and progress made since the original 
application, and including details of successes and where actions have not worked and planned 
initiatives going forward. 

Please also attach the action plan from your last application with an additional column indicating the 
level of progress achieved (e.g. zero, limited, excellent, completed). 

 
4. Key career transition points 
 
(i) Job application and success rates by gender and grade  

 

 
 
Figure 13: The %F applications and offers by Grade over last 3 years.(n.b at the time of our last 
application to AS the university recorded applications by job title (lecturer, senior lecturer etc.) but 
now does so by grade.)  
 

Since 2013, the department has advertised academic posts at grades 8-10. Our last 
AS application noted that only 43% of applicants for lecturer/SL were female (we had 
then advertised no Reader/Chair positions). We therefore had an action point to 
encourage more applications from females and this has been successful: grade 8/9 
applications (i.e. L/SL: we do not appoint grade 7 lecturers) are now 49% female and 
appointments are consistent with this (50%).  

We advertised a single professorial position although failed to appoint. The 
proportion of female applicants (23%) was disappointing so we examined whether 
this was representative of female professors at comparator departments (figure 14). 
This suggested that 23% was not unrepresentative. Since this experience, we will 
ensure that any future senior appointments more proactively seek female applicants 
[ACTION POINT 5].  (128 words) 
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Figure 14: Proportion of female professors at comparator departments based upon 
departmental web pages (census date 14/9/16). Numbers on bars are the number of 
professors. 
 

Grade 6/7 appointments are fixed–term TFs/RAs. Such posts attract a greater 
proportion of female than male applicants and the offer proportions are 
approximately consistent with applicants.  However, the situation regarding grade 
6/7 posts is discussed further in section 6ii. 

In our last application, we were concerned that only 19% (3/16) of interview panel 
members for academic posts were female. An action point was therefore to ensure 
the proportion of female panel members matched the proportion of female 
promoted staff in the department. The department first worked towards better 
balanced panels and then decided to insist on 50% female panel membership in line 
with our departmental gender balance. For L/SL posts, 2 panels convened in 2013 
were 25% and 40% female respectively and since then all have been 50%F. Interview 
panels for research positions (grades 6/7) are chaired by PIs and are further 
discussed in section 6(ii). All members of interview panels are required to attend 
training which includes E&D issues including unconscious bias. (164 words) 

 
(ii) Applications for promotion and success rates by gender and grade 

 

The university holds an annual “Demystifying promotion” workshop for those 
considering promotion which staff are proactively encouraged to attend. In the last 3 
years, 10 members of Psychology (70%F) have attended so staff are aware and take 
advantage of this opportunity.  

Staff can self-identify as potential promotion cases and senior colleagues may also 
encourage promotion applications. While staff identified in this way have been 
successfully promoted, it has been noted that this method of identifying potential 
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promotion cases is too informal [ACTION POINT 6]. Nonetheless the data below 
suggests that this weakness has not resulted in gender bias in promotion.  

Departmental consultation takes place on potential cases. The HoD consults with the 
department’s Directors of Research and Education and the applicant’s Research 
Group Leader and Annual Staff Reviewer. The HoD also invites applicants to identify 
any others who can offer a different perspective on their achievements. The 
department then either supports the application to go forwards to the university’s 
Promotions Committee or advises the applicant on how their application can be 
strengthened [see ACTION POINT 6] . Candidates retain the option to apply without 
departmental support if they wish.  (179 wds) 

To maintain anonymity, all data in this section is summed over 5 years (2012/13-2015/16) and exact numbers are not 
given. Nonetheless data for Readers and Chairs have small numbers and data should therefore be interpreted 
cautiously. 

 
Figure 15: shows the %F at each stage for promotion to SL, Reader and Chair. ‘Considered’ 
means were considered at departmental level.  ‘Went forwards’ means were supported by the 
department to go forwards for consideration by Promotions Committee. 

 
Over 5 years, 24 cases were considered for promotion, 58%F. This represents 
progress as our last AS application noted that promotions applications from females 
were less common than from males (~20% of promotions applications were then 
from females). As a result, females have been proactively encouraged to consider an 
application at an earlier stage, to receive feedback or support as appropriate. The 
figures suggest this has been successfully achieved.  

Of departmentally-supported cases over all levels, 50% are from females. Again over 
all levels, 57% of females who had their case considered at departmental level were 
then successfully promoted (c.f. 50% males). These figures are an advance on the 
position at the time of the last AS application: while females were much less likely to 
be considered at departmental level, they were then almost always successful in 
being promoted. While this resulted in a high success rate, it suggested that females 
were applying relatively late and missing earlier promotion opportunities. Now the 
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success rate of females is similar to that of males, suggesting a more balanced 
approach.  (176 words) 

 
(iii) Impact of activities to support the recruitment of staff – how the department’s recruitment 

processes ensure that female candidates are attracted to apply, and how the department 
ensures its short listing, selection processes and criteria comply with the university’s equal 
opportunities policies  

 

Recruitment literature includes a statement about the department’s collegial 
working environment and Silver AS Award. All interview panel members attend an 
E&D workshop including unconscious bias.  Panel chair undergo additional training. 
During shortlisting, applicants are scored against each of the advertised essential 
criteria to minimise unconscious bias. At interview, each applicant is given an 
“interview buddy” to guide them [2013_AP7]. This provides a supportive 
environment and even those unsuccessful at interview have commented positively 
on their experience. One recent female appointee wrote “It was great to have a buddy 
during my two interview days.  My buddy said that I should regard their office as my ‘secure 
place’ if I needed to take a deep breath in between things. It was very comforting to have a 
buddy and especially somebody so non-judgemental and generous with their time”. (135 wds) 

 
(iv) Impact of activities to support staff at key career transition points – interventions, 

programmes and activities that support women at the crucial stages, such as personal 
development training, opportunities for networking, mentoring programmes and leadership 
training. 

 

For a number of years the department has had a relatively high number of lecturers 
and fewer promoted members. The department has therefore identified priority 
career transition points:  

a) providing supportive environment to ECRs  

b) developing leadership skills (including research leadership) beyond ECRs to 
aid career progression.  

We address each of these below. 

 The changing departmental research culture has seen rapid growth in grant success 
and so increasing numbers of PDRAs and it is crucial that they are fully represented 
and supported. PDRAs have representation on BoS and are integral members of 
departmental research groups. In 2016, a new role of Research Staff Coordinator 
was established who will encourage cross-research group networks to provide 
support on PDRA-specific issues (e.g. fellowship applications). Nonetheless, the 
department is aware that the PDRA community within the department needs further 
development and support [ACTION POINT 7] 

The department also has introduced a mentoring system (MAP: Mentoring at 
Psychology) available to all academic staff although prioritising ECRs, including 
PDRAs. MAP mentoring is additional to standard university probationary mentoring 
(typically 3 years) for new staff which follows an apprenticeship model. MAP 
mentoring aims to allow ECRs to fulfil their potential via short-term (~6-month) 
mentoring around a specific issue (e.g. improving productivity, gaining a fellowship). 
To support this, a bespoke mentor-training workshop was held with 12F and 15M 
attendees. This scheme launched in September 2016 with currently 6F and 7M 
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mentors available. The scheme will be monitored and developed as appropriate 
[ACTION POINT 8].   

Beyond mentoring, the department has a supportive ethos. For example, all external 
grant/fellowship applications undergo internal review to inform colleagues of 
ongoing ideas, to share good practice and to provide constructive feedback to 
improve the quality of grant applications. Over the last 3 years, this has resulted in a 
tripling of research award value and 50% (12/24) of successful awards had female 
PIs. Therefore there is evidence that females are supported in obtaining grant 
awards.    

The second key career transition point identified is moving into leadership positions, 
including research leadership. Therefore in the last 3 years the department 
emphasised developing leadership skills in mid-career: four members of staff have 
been sponsored to attend national women-only leadership development 
programmes (Leadership Foundation Aurora and Leadership Matters programmes), 
one member of academic staff (F) has attended a regional Leadership Foundation 
programme and four others (2F) have completed university-level leadership 
development courses. Subsequently, two of these females have taken senior 
leadership roles in the department (DoR and RGL respectively)[2013_AP10]. Our 
administrator (F) has also completed an Institute of Leadership and Management 
programme. These initiatives aim to recognise and support the development of 
female careers beyond early career. (432 words) 

 
SECTON TOTAL 1214 

 
5. Career development 
(i) Impact of activities to support promotion and career development – appraisal, career 

development process, promotion criteria. 

 

All staff undergo Annual Staff Review (ASR), reflecting on progress against personal 
objectives. ASR includes the opportunity to discuss career development which can 
be fulfilled from a development budget.  

In 2014 the department underwent internal review which suggested “some lack of 
clarity as to [ASR’s] purpose. This had led to the perception of the ASR process simply 
as a form-filling exercise … could or could not be helpful… largely depended on the 
reviewer”. It recommended that the department “develop a shared understanding of 
how the ASR should be used”. As a result, approach to ASR was changed. Previously, 
reviewers were drawn widely from promoted staff but this resulted in variable 
practice. Instead, six reviewers were appointed (50%F), senior members of the 
department who discussed approaches and departmental priorities before 
commencing the ASR round. This ensured more consistent practice, a more 
developmental approach and greater focus on strategic priorities. The subsequent 
staff survey revealed that only 5% of females disagreed with the statement “My 
department provides me with a helpful annual appraisal” (c.f. males: 14%). These 
figures are encouraging so we will build on this approach in subsequent years 
[ACTION POINT 9].  
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Activities to support promotion and career development beyond ASR include, but 
are not limited to, “Demystifying promotion” workshops, MAP mentoring and 
leadership development (discussed above) (213 wds)     

 
(ii) Impact of activities to support induction and training – support provided to new staff at all 

levels, and any gender equality training. 
 

New staff members attend induction, including E&D training. A probationary mentor 
guides them throughout probation, usually 3 years (n.b. this differs from MAP 
mentoring above). For example, mentors/mentees attend some of each other’s 
teaching to facilitate discussion of good practice and mentors give constructive 
feedback on mentees’ draft grant applications. Mentors also discuss/encourage 
attendance at appropriate training courses.. 

New academic staff also complete the Postgraduate Certificate in Academic Practice. 
This is HEA-accredited in accordance with the UK Professional Standards Framework 
for teaching and supporting learning in HE and includes discussion of diversity and 
inclusivity. It additionally provides a valuable supportive network of new staff 
members across the university.  

Those who have only an occasional teaching role (e.g. PGRs) complete Postgraduate 
Teacher Induction. This requires successful completion of an E&D online course 
before any teaching can be undertaken so that all teachers within the university 
have some appropriate training. (148  wds) 

 
(iii) Impact of activities that support female students – support (formal and informal) provided for 

female students to enable them to make the transition to a sustainable academic career, 
particularly from postgraduate to researcher, such as mentoring, seminars and pastoral support 
and the right to request a female personal tutor.   
 

Each postgraduate supervisory team consists of at least two members. Additional 
progress reviews are regularly held with two members of staff outwith the 
supervisory team. Thus there are at least four staff members familiar with the 
student’s research and who can be consulted and this always includes at least one 
member of each gender. The Director of PGR Programmes (currently female) is also 
available should they have issues which cannot be resolved within their team. PGRs 
are also members of colleges which provide pastoral support/advice. Therefore 
there are a number of channels of support for PGRs.  

The department runs an annual student-led postgraduate conference at which 
postgraduates are encouraged to present their work as posters or talks but which 
also includes talks of broader interest. For example, in 2016 this conference had the 
theme “Academic Journeys”, had 50% female postgraduate speakers (3/6) and 
included a keynote by an external professor (F) who spoke of her “Academic 
Journey”, intermixing her scientific and personal experience, providing a positive role 
models for female postgraduates [2013_AP1].    

Furthermore, following discussions with postgraduates at the time of our last AS 
application, we now hold an annual session on “sustainable academic careers”: two 
senior female academics discuss their careers, including significant career transition 
points and work/life interactions (e.g. maternity leave) [2013_AP1]. While open to 
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all, the aim of the workshop is to encourage females to view academic careers as 
compatible with a good work/life balance. In 2016, 30 students attended the session 
(65%F).  (244 wds) 

 
SECTION TOTAL:605 

 
6. Organisation and culture 
 
(i) Male and female representation on committees – provide a 

breakdown by committee.  
 

2013 2014 2015 2016 2013 2014 2015 2016

Board of Studies (40) male female female female 53% 50% 51% 44%

Head of Department’s Advisory Group (HoDAG) (6)     n/a female* female* female*     n/a 50% 50% 50%

Research Sub-committee (9) male male male female 50% 56% 56% 67%

Education SubCommittee(UG) (7) male male male male 33% 43% 14% 14%

Education SubCommittee(PG) (5) male male male male 50% 60% 25% 80%

Resources and IT Sub-committee (5) female female female male 50% 100% 80% 80%

Ethics Sub-committee (Durham) (6) female female female female 33% 50% 67% 67%

Ethics Sub-committee (Queen's) (4) female female female male 67% 75% 50% 50%

Overall % female* 43% 57% 57% 43% 48% 60% 49% 54%

Departmental Committee                                     

(typical number of members)

Membership % femaleChair's gender

 
*Role by virtue of being HOD and Chair of Board of Studies and so not counted into Overall % female to avoid 

duplication. 

Table 7: Departmental committee chairs and members by gender. A hard line between cells 

representing committee chairs indicates a change of chair. 

 

BoS includes all academic staff and representatives of research and support staff, 
students etc. and is typically ~50%F. HoDAG (new in 2014) comprises HoD, chairs of 
major committees (see figure 1) and the departmental administrator and is also 
50%F. Committees chairs serve for three years but committee membership responds 
to needs, skills and workload so is not balanced by gender and varies wildly by year, 
although typically averages ~50%F [2013_AP11]. Nonetheless, the department 
avoids gender-stereotypes and crucial subcommittees such as Research SC has 
maintained a balanced gender-split while Education(UG) SC which stereotypically 
might be expected to be female biased has, by chance, currently more male 
members (6/7). 

Our previous AS application noted that committee membership was then 65-75%F  
and debated whether this represented a valuable opportunity for females to gain 
experience/influence or simply workload [2013_AP10]. Greater awareness of the 
potential issue has resulted in a more balanced distribution of committee 
membership over the last 3 years [2013_AP11]. (154 wds)  
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(ii) Female:male ratio of academic and research staff on fixed-term 
contracts and open-ended (permanent) contracts  
 

 
Figure 16: Staff on open-ended and fixed term contacts by gender. Full data in table 8 below 
 

Table 8: Staff on open-ended and fixed term contracts 2013/14 – 2015/16 

 

Staff on open-ended contracts are ~50%F. There are small numbers of fixed-term TFs 
(currently 4/6F). Following recent growth in grant success, fixed-term research 
positions have grown and have been predominantly male. While based on small 
numbers (in 2013 2 from 5 RAs were female, in 2015 1 from 9F), this suggested that 
further examination of fixed-term appointments was necessary. (59 wds) 

 

Contract type 2013/14 2014/15 2015/16 

 Male Female 
% 

female 
Male Female 

% 
female 

Male Female 
% 

female 

Open-ended 17 17 50% 15.5 16 51% 17.5 16 48% 

Fixed-term 
(both) 

4 6 
60% 

3 4.5 
60% 

10 5 
33% 

Fixed-term 
(teaching) 

1 4 
80% 

1 4 
80% 

2 4 
67% 

Fixed-term 
(research) 

3 2 
40% 

2 0.5 
20% 

8 1 
11% 
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Figure 17: Fixed term staff application data from last 3 years broken up by grade and role.  
 

There are proportionately many more grade 6 than 7 applications (Figure 17). 
Female applicants are in the strong majority for research grade 6 and grade 7 
teaching posts and appointments reflect this. However, at research grade 7, despite 
equivalent numbers of applications, there has been a predominance of male 
appointments. It is unclear why this has been the case but given that this effect is 
seen in grade 7 research positions only and there have been a relatively small 
number of appointments, it is possibly an anomaly. Nonetheless, given the growing 
importance of such contracts in the department, this effect was further investigated. 
HR was unable to provide figures for the last 3 years [ACTION POINT 10] but internal 
data for the last year was examined. (126 words) 

 

 
Figure 18: Percent female at each stage for by grade for research posts only. 
 

Over the last year, 3 research roles at grade 6 and 4 at Grade 7 were advertised. As 
before, Grade 6 posts attracted more female applicants while grade 7 posts 
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attracted more males. Appointment rates suggest a female advantage at grade 6 yet 
a slight male advantage at 7 (n.b. low numbers).  Nonetheless, panel membership is 
well balanced. Thus, there is no indication why grade 7 research posts in particular 
attract fewer female applicants and have fewer female appointees. It remains 
possible that given the low numbers it is an anomaly. The appointment to research 
positions in the department will continue to be monitored [ACTION POINT 11]. (104 

wds) 

 
(iii) Representation on decision-making committees –evidence of gender equality in the 

mechanism for selecting representatives.  
 

At the time of our last AS application, female predominance in committee 
membership was noted (see discussion in section 6i). An action point was therefore 
to make known the availability of all substantial roles and request expressions of 
interest. This has occurred [2013_AP10]. The staff survey shows that <10% staff (7% 
of males and 10% of females) disagreed with the statement that “Department work 
is allocated on a clear and fair basis irrespective of gender”. (74 wds) 

 
(iv) Workload model – describe the systems in place to ensure that workload allocations, 

including pastoral and administrative responsibilities (including the responsibility for work on 
women and science) are transparent, fairly applied and are taken into account at appraisal and 
in promotion criteria. 

Over the last 3 years, the departmental Workload Model (WLM) has been developed 
and formalised.  The credits scheme has been agreed at BoS and used to balance 
workload. An anonymised graph of workload by staff member is available and staff 
can know which bar represents their workload and therefore their relative load. 
Workload involved in tasks such as AS champion and SAT member are credited in the 
module.  

Some staff have a workload allowance (e.g. first year probation = 50% workload) so a 
scaling factor is used so that direct comparisons can be made. Time taken for 
maternity/paternity leave can be similarly factored to ensure that such leave does 
not lead to inequitable workload within year: our last application noted that some 
staff felt their teaching was concentrated before/after maternity/paternity leave, 
resulting in an inequitable load. Our Returners’ Policy (see section 7(v)) now 
prohibits this but the WLM makes this transparent [2013_AP13]. The average scaling 
factor is 0.87 for males and 0.86 for females. Research (other than PGR supervision 
and a 10% allowance for PIs holding grants >£100K) is not factored into the model so 
that successful research activity cannot result in other colleagues being 
overwhelmed by teaching and thus have limited opportunities to develop their own 
research. (207 words) 
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Figure 19: average workload of staff with both Teaching and Research in role (T&R: i.e. 
lecturers, SL etc.) or Teaching Fellows (TFs) by gender (2015-16 data. Numbers below x-axis 

labels represent the total number of staff in category. 
 

As expected, TFs have higher Teaching/Marking/Examination loads than those with 
T&R roles but less Service and PGR supervision (Figure 18). Allowing for small 
numbers of TFs, the workload of both those with T&R and TF roles is balanced across 
genders.  
 
Our WLM has undergone much development over the last 3 years to ensure fair and 
transparent workload allocation. Encouragingly, in the staff survey <10% of both 
male and female staff disagreed with the statement “In my Department work is 
allocated on a clear and fair basis irrespective of gender”.  Nonetheless, the WLM is 
under constant review and it has recently been appreciated that some activities 
(such as outreach and Impact work) are not fully represented in our model. This will 
be rectified in a further iteration [ACTION POINTS 12 and 13] (126 wds) 

 
(v) Timing of departmental meetings and social gatherings – evidence 

of consideration for those with family responsibilities, for example what 
the department considers to be core hours and whether there is a more 
flexible system in place. 

 

Departmental meetings have by convention taken place between 9.30a.m-4.00p.m. - 
many years ago the starting time of BoS meetings was moved from 2.30pm to 
1.00pm in order to ensure finishing within these hours. It was recently realised, 
however, that these core hours were not formally departmental policy so this was 
rectified at BoS. Dates of meetings are published online at the beginning of the year 
to facilitate planning. In the staff survey 90% of female staff agreed with the 
statement “Meetings in my Department are completed in core hours to enable those 
with caring responsibilities to attend (e.g., 10am-4pm)”. This principle is important 
and so the department has declined on principle to send representatives to 
university meetings starting at 8.00, explaining why. In this way we hope to influence 
practice in the wider university. 
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Departmental social gatherings are usually at lunch-times to ensure all can attend 
(e.g. Christmas lunch). A summer barbeque from 3.00pm extends into the evening 
but is family-friendly and many family members, including children, attend. In our 
survey, not a single staff member disagreed with the statement “Work related social 
activities in my Department such as staff parties, team building or networking events, 
are likely to be welcoming to both women and men”. 

One issue identified in our last AS application was that the teaching timetable 
extends until 6.00p.m. while the university nursery closes at 6.00p.m. While the 
department dealt with this informally by moving teaching commitments (see 
discussion under section 7(iv)), an action point in our last application was to raise 
this issue with the University [2013_AP12]. As a direct result, the University surveyed 
parents using the nursery and the opening hours have been adjusted. This 
demonstrates how departmental AS processes have influenced beyond the 
department. (289 wds) 

 
(vi) Culture –demonstrate how the department is female-friendly and inclusive and ensures 

visibility of women, for example external speakers. ‘Culture’ refers to the language, behaviours 
and other informal interactions that characterise the atmosphere of the department, and 
includes all staff (academic, technical and support) and students.  

 

The department aims to have an inclusive culture where all are judged on solely on 
merit. For example few disagreed with statement “In my Department staff are 
treated on their merits irrespective of their gender” (staff: females 10%, males : 0%; 
students: females 3%, males  4%) or “In my Department people are treated equally, 
regardless of language, race, or social background (staff: 5% females, 0% males; 
students: 2% females, 4% males). The department currently has many females in 
senior roles to provide role models (e.g. in 2016-17 both HoD and DoR are female). 
Equally, 2 of 4 departmental technicians are female including the Senior IT 
Technician. Over the last 3 years, 50% of external seminar speakers have been 
female (23/46) providing positive role models within the area of research.  

In addition, the department has for the last two years celebrated International 
Women’s Day, marking the occasion with a badged seminar advertised across the 
university. In 2015 for example this seminar was provocatively entitled “The 
neuropsychology of sex and gender: Are innate sex differences to blame for the 
failure of women to advance in science?” which attracted an audience from across 
the university (concluding that they were not!). The survey revealed that only 3% of 
female and 4% male students disagreed with statement “My Department uses 
women as well as men as visible role models”. Therefore females contribute fully 
across the department and their contribution is recognised and celebrated.   

The departmental survey provided many positive indicators about the culture. For 
example almost no staff members disagreed with the statements “My Department 
makes it clear that unsupportive language and behaviour are not acceptable” or  
“Inappropriate images that stereotype women or men are not acceptable in my 
Department”. However one female staff member disagreed with the statement “I 
am confident that my line manager/supervisor would deal effectively with any 
complaints about harassment, bullying or offensive behaviour”. While this was a 
single (anonymous) individual, given that bullying/harassment is often an issue for 
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minorities even a single negative response was of concern. Therefore the HoD sent 
an email to staff highlighting the department’s commitment to dealing with such 
behaviour and asking anyone with concerns to contact the HoD or administrator for 
discussion through the department’s online anonymous comment facility if 
preferred. No issues were raised. However, the staff survey had also asked whether 
the ‘possibility of training’ in unconscious bias had been offered (see section 8) and 
56% answered no/don’t know. As a result of the two issues, a bespoke departmental 
workshop on Equality and Diversity, including discussion of unconscious bias, 
bullying and harassment was held which was attended by 27 staff members, 
including members of academic, secretarial and technical staff. A repeat of the staff 
survey will be undertaken to ensure that there is no continuing issue [ACTION POINT 
14]. (463 wds) 

 
(vii) Outreach activities – level of participation by female and male staff in outreach activities with 

schools and colleges and other centres, and how the department ensures that this is 
recognised and rewarded (e.g. in appraisal and promotion).  
 

The department engages in a range of outreach activities. Some activities are aimed 
at the general public (e.g. Celebrate Science fair, led by a TF(F) supported by our PGT 
and PGR students who are ~80% female). Others are aimed at those considering 
studying psychology at university (e.g. Psychology taster days: 1 M & 1F host) or at 
under-represented groups (e.g. Sutton Trust and Supported-Progression summer 
schools: over the last 2 years 7 males and 6 females have contributed to these 
schemes.). Three staff members (2F and 1M) have given Café Scientific talks.  
Members of the department also engage with national media: 4 staff members (2M 
and 2F) who have contributed on radio/tv and/or in national press over the last 2 
years and one who has given a Tedx (internet) talk. Overall the department 
identified 27 staff members (including TFs and PDRAs) who had been involved in 
outreach work over the last 2 years (11F and 16M). It has been recognised that 
outreach activities are not sufficiently recognised in our WLM and we will revise the 
model to take this into account [ACTION POINT 13]. 

However, there are also a number of innovative outreach schemes initiated within 
the department. For example, two members of the department (one male, one 
female) have jointly held two Royal Society Partnership grants with a local primary 
school. Royal Society Partnership grants aim to bring science to life within schools. 
One project involved creating an outdoor play area based on large interactive visual 
illusions. As part of the project several members of the Department of Psychology 
spent a day at the school, working with the illusions with the children and giving 
presentations on perception to the older children. As a result of these two grants, 
the innovative projects, their success and the department’s overall engagement with 
the project, the school has been awarded Associate School Status with the Royal 
Society.  In addition, the department runs an innovative credit-bearing 3rd year 
module for undergraduates, ‘Psychology into Schools’. The module develops science 
communication skills in students through developing and carrying out psychology-
based science projects in schools. As part of the module, students discuss issues in 
psychology education including stereotypes surrounding both science and 
psychology. Therefore, undergraduates consider the public perception of science, 
including gender stereotypes. Moreover, given the gender balance of our student 
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population, by involving themselves in schools they undoubtedly help to break down 
these stereotypes.   Given the gender balance of undergraduate psychology students 
nationally (~80%F), these are often aimed broadly at encouraging appreciation of 
science or participation in HE, rather than targeting females. The message we aim to 
convey is that psychology is a fascinating science: given the gender balance of our 
department, this message often comes from female scientists. (451 wds) 

 
SECTION TOTAL: 2053  
 
 

7. Flexibility and managing career breaks 
 
(i) Maternity return rate 

 

Over the last 5 years there have been 5 periods of maternity leave of lecturers 
(including one who had two periods of maternity leave) and one for a member of 
technical staff.  All lecturing staff returned to work full-time. Our technician returned 
to work 0.8FTE spread over 5 days (8.00a.m.-2.00p.m.) to accommodate child-care 
responsibilities. (54 words) 

 
(ii) Paternity, adoption and parental leave uptake  

 

Over the last 5 years, there have been 6 periods of paternity leave including one 
lecturer/SL who had two periods of leave (and was promoted between them). This is 
all the males who had children during this period. Therefore such leave is promoted  
and staff feel comfortable in taking it.  

Shared parental leave has, however, yet to be used in the department. Discussion in 
connection with the current AS application has raised this issue. One returner from 
maternity leave commented “… an interesting area for note is the new shared leave 
system – admittedly it was brand new, but I remember neither of us had it properly 
explained to us by HR at the time. It seems really important to me, in getting to a 
point where an excessive burden of childcare doesn’t automatically fall on the 
woman”. However, in our staff survey no females (c.f. 14% males) disagreed with the 
statement “I am kept informed by my Department about gender equality matters 
that affect me…” so generally staff feel well informed about such matters. The first 
potential case of shared parental leave (administrative staff:M) is currently being 
discussed in the department for a forthcoming birth and the department will ensure 
that this possibility is promoted to staff discussing maternity/paternity leave in 
future [ACTION POINT 15].  

The department also has examples of parental leave although at present only from 
its technical staff. Two members of technical staff (1F, 1M) have parental leave 
annually to cover periods of school holidays. No requests for parental leave have 
been refused. (253 words) 

 
(iii) Numbers of applications and success rates for flexible working by gender and grade  

 

The departmental has three members of administrative or technical staff (all female) 
who work flexible hours (e.g. one staff member works full-time but with hours 
spread over 4 days while another works 0.8FTE but has hours spread over five days). 
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In each case these arrangement were requested to accommodate caring 
responsibilities. No application for flexible working has been refused. 

In contrast, no academic staff member has applied for flexible working although one 
(male:Chair) works part-time. This member of staff was initially appointed at lecturer 
level and was promoted to chair while continuing to work part-time, giving a positive 
model of departmental part-time working. However in the staff survey there was a 
relatively low level of agreement to the statement “Staff who work part-time or 
flexibly in my Department are offered the same career development opportunities as 
those who work full-time”. Given that the department has relatively few who work 
part-time or flexibly, the low level of agreement may reflect staff who gave neutral 
responses because they had not considered the issue. As further discussed below, 
the department facilitates informal flexible working by academics. (183 wds) 

 
(iv) Flexible working –numbers of staff working flexibly and their grades and gender, 

whether there is a formal or informal system, the support and training provided for 
managers in promoting and managing flexible working arrangements, and how the 
department raises awareness of the options available. 

 

Many academic staff informally work flexibly at times and the department seeks to 
provide systems to allow all to work as efficiently as possible (e.g. many 
departmental resources including all budgets, agendas and minutes of meetings are 
remotely available electronically and other meeting/teaching rooms can be remotely 
booked). This can facilitate working either from home or non-standard hours if 
wished. However, one issue is teaching: the teaching timetable runs 9.00a.m-
6.00p.m. which can cause problems for those with caring responsibilities. Academic 
staff are urged to formally register any restrictions on their availability via a flexible 
working request. In practice, none has made such an application but it is managed 
informally by our administrator who re-timetables the commitments of staff who 
have caring responsibilities where necessary. However, HR are currently reviewing 
the University’s Flexible Working Policy and the department will investigate why 
staff choose to rely on informal measures rather than use the University’s Flexible 
Working Policy [ACTION POINT 16]. (155 wds) 

 
(v) Cover for maternity and adoption leave and support on return – what the department 

does, beyond the university maternity policy package, to support female staff before 
they go on maternity leave, arrangements for covering work during absence, and to help 
them achieve a suitable work-life balance on their return.  
 

All periods of maternity leave by academic staff since our last AS application have 
resulted in temporary appointment of teaching cover (e.g. some of our recent TF 
appointments: section 2.vii).  In our last AS application, the department recognised 
that we could improve our support for those returning from maternity leave. As a 
result an action point was to develop a Returners’ Policy, now in place [2013_AP13]. 
The policy extends to all those returning to work after an absence due to 
maternity/paternity/adoption leave or due to sickness of 6 months or more. The 
policy includes: 
 

 returners’ workload is no more than the pro-rata of the AY worked 

 no new teaching requiring substantial preparation time (e.g. lectures) 

 Meeting with RGL to agree research plan for which funds are made available  
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In addition, university policy allows a terms research leave following leave. 
Departmental policy also recognises the value of breastfeeding and commits to 
support it, including for example consideration of providing funds to allow nurslings 
to accompany mothers to conferences.  The department wishes to be at the 
forefront of support for new mothers having been influenced by one staff member 
who in 2013 set up a New Mothers’ Support Group to support nursing mothers 
across the university. We have, for example, worked flexibly with an external 
examiner for our undergraduate programmes to allow her to continue to serve as 
external examiner while nursing prevented her from attending the department in 
person.  This proved workable and the following year the examiner was able to visit 
the department in the normal way [2013_AP13].  
 
One member of staff wrote of her experience of maternity leave: 
“The department was very supportive when I had to bring my leave forwards unexpectedly. 
Following the birth, I was supported by colleagues when bringing the baby in to attend 
several seminars during maternity leave and my HoD suggested I used Keeping in Touch days 
to attend a national conference which was taking place in the department and that I wanted 
to attend but I hadn’t thought of KIT days. On my return during exam season, I was spared 
from excessive workload in the form of marking and I was then given further funds to attend 
a conference under the Returners’ Policy. Overall, I felt very well supported during my leave.” 

(377 wds) 

 
Section total: 1022 words 
 
Sections 4-7 wordcount: 4894 
 

Any other comments –  
 

(vi) Please comment here on any other elements which are relevant to the application, e.g. 
other SET-specific initiatives of special interest implemented since the original 
application that have not been covered in the previous sections.  

 
The department undertook a survey of staff and students in 2016 in connection with 
this application. The questions were taken from the HE STEM Staff Culture Survey 
adjusted as appropriate for students (Q6 was included in the student survey in error 
so is not included in the discussion below).  
 
Results of the survey are primarily discussed under the relevant sections above but 
full results are here and discussed if not covered elsewhere. The table represents 
those who agreed/disagreed or strong agreed/disagreed.  Those who gave neutral 
responses are not represented but their percentages can be simply calculated. 
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The response rate was 84% female which is approximately commensurate with our 
student population. The department is not complacent and aims to improve in all 
areas and will be re-administering this survey to monitor overall progress [ACTION 
POINT 17]. Overall the results were broadly positive and are discussed in appropriate 
sections above. However, three stand out as worthy of further discussion. First, 11% 
of males and 7% of females disagreed that the department “makes it clear that 
unsupportive language and behaviours are unacceptable” and there was a relatively 
low level of agreement with the statement from both males and females. 
Unfortunately it is unclear where unsupportive language/behaviours are being 
experienced, although it may be noted that in contrast very few staff members 
agreed with this statement. Second, there was a relatively low rate of agreement 
from students with the statement that “inappropriate images…are not acceptable in 
my department” although in this case very few actually disagreed with the 
statement. In contrast, no staff member disagreed with the statement. These issues 
will therefore be taken for further discussion at student fora to see where the 
unsupportive language/behaviours and inappropriate images are being experienced 
[ACTION POINT 18]. It is unclear whether the issue here is within the student body 
or in departmental staff/teaching but if the latter, a departmental workshop on 
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Equality and Diversity issues, including consideration of gendered language etc was 
organised following the survey for all staff. Following discussion with the student 
body to understand more fully any issues, further action will be taken as appropriate 
and the survey repeated to monitor progress (260 words) 
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The response rate was 59% female, broadly commensurate with the overall staff 
proportions. Although the department is not complacent and will aim to improve in 
all areas in a future survey, overall the results were broadly positive and are 
discussed elsewhere. However, one warrants further consideration here:  a 
disappointing percentage, especially amongst males, agreed that the department 
“values the full range of an individual’s skills and experience” and while relatively few 
disagreed, these were predominantly females. This suggests that there those who 
feel undervalued or perhaps feel that they have skills and/or experience which are 
not being fully utilised. This  issue will be therefore be taken specifically discussed at 
ASR in the next cycle, action taken as appropriate and the survey repeated to 
monitor progress [see ACTION POINTS 9 and 14]. (wordcount 125) 

 
Section wordcount: 385 not including text in tables) 
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8. Case study: impacting on individuals – 
 

Madeline Eacott: On appointment to a lectureship at Durham in 1993, I had two 
children under the age of 3. Previous to my appointment, there was only one female 
academic staff member in the department (none with children) and it was not a 
family-friendly environment: departmental meetings frequently ran far beyond 
5.30p.m making child-care arrangements difficult. During those early years of my 
appointment I found this frustrating. Following discussions with my then HoD (male), 
it was agreed that departmental meetings should end by 5.30p.m. to aid attendance 
of those of us with caring responsibilities. However, mindful of those early 
frustrations, the department has now formally adopted core hours for meetings so 
this cannot reoccur.  

In 1997, encouraged by senior colleagues, I successfully applied for the role of 
Director of Postgraduate Training in the Science Faculty and this gave me the 
opportunity to gain experience on faculty and university level committees. One of 
these committees was chaired by a female ProViceChancellor whose highly visible 
success provided an important role model for me in taking leadership roles. I remain 
very mindful of the importance of such models. As a result, a female colleague and I 
hold an annual session for postgraduate students about our “academic journeys”, 
how we have combined our academic careers and family lives. In doing so we hope 
to encourage female students to see the possibilities of an academic career.   

Following my promotion in 1999 to SL, I was appointed Deputy Dean of the Faculty 
of Science. In this role, I was encouraged and supported in attending a number of 
development programmes, for example a 6-month Senior Female Management 
Development Programme run by the Leadership Foundation, a course specifically 
aimed at supporting the progression of women. As a result I appreciate how 
important these courses can be in supporting the careers of women and so as HoD, I 
have made encouraging engagement with such courses a priority to aid the career 
development of colleagues across the department. 

Over the years I have received support and mentoring from senior colleagues and so 
I recognise its value. As a senior female member of the university, three years ago I 
was given the opportunity to become a founder member of a new initiative within 
the University, the Academic Peer Mentoring Network aimed specifically at 
developing the potential of female colleagues. This initiative came out of the 
university’s Athena SWAN engagement. As a result I became a trained mentor and 
have since mentored female colleagues from outside my department. Recognising 
the value, as HoD I have recently developed a similar departmental scheme (MAP 
mentoring) which, while available to both genders will, I believe, be of great value to 
female colleagues. 

The department is transformed from that I first encountered with the level of 
support for staff in general and female staff in particular unrecognisably improved. 
(470 words) 
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Lynda Boothroyd: Having been an undergraduate in Durham (1997-2000), I returned 
in 2004 with an ESRC Postdoctoral Fellowship, was appointed a TF for one year 
before becoming a Lecturer in 2006 and promoted to SL in 2014. My entire post-PhD 
career has therefore taken place in Durham.   

With a husband in another academic field and local university, we are subject to the 
two-body problem and are tied to this region. One of the challenges I face is 
therefore to build my research capacity and progress in my field without the 
advantages (in terms of new networks and promotion) to be gained from moving 
between institutions.  

The Durham Psychology Department has contributed significantly to helping me 
surmount these issues.  Firstly, the current research culture is supportive and 
collegiate and I have a number of past and current internal collaborations which 
have resulted in multiple grant applications – indeed all my grant income as PI since 
2006 has involved at least one internal Co-I. 

In terms of personal development, both ASR and my mentors while a junior lecturer 
have given me valuable support in navigating all aspects of my role, and in preparing 
for promotion. Finally, the current HoD has actively supported me in my 
development.  The department has sponsored me to attend both an internal 
research leadership course (for PIs), and most recently for the external Aurora 
scheme for women in HE.  I have also been given the role of Research Group Leader 
for the Social Psychology group (c. 25% of the department), which involves 
supporting and managing research activity of colleagues and contributing the 
departmental research strategy. 

I have had two children while working as a Lecturer in the department, taking nine 
months leave each time.  News of my first pregnancy was met by my then HoD with 
a distinct lack of enthusiasm, but the culture changed and the same HoD was 
supportive and positive regarding my second pregnancy.  At the time of the first 
pregnancy the department had no formal policies around maternity leave, and 
although I was able to negotiate retention of a pro-rata portion of my departmental 
financial allocation, I also returned to new teaching in the first term which required 
significant preparation.  By the time of my second pregnancy, I was the test case for 
the new Returners’ Policy and was able to feed back my experience of taking leave 
across two academic years, that teaching should be assigned in a pro-rata manner 
rather than simply squeezing a nearly full load into one term each year.  This has 
now been incorporated into the Returners’ Policy for future women taking maternity 
leave. 

With motherhood came an interest in breastfeeding and breastfeeding support.  I 
was co-founder of the university’s mothers support network in 2014, and the 
department has supported me in volunteering my time as a breastfeeding counsellor 
as part of the university’s staff volunteering scheme.  This support specifically means 
that I have been able to commit to holding monthly support meetings without fear 
that my timetable will change year to year in a manner which disrupts that 
commitment.  

Overall, I feel that the department is an environment where my experience and 
contributions are valued and my career development is supported. (530 words) 


