Department Application
Bronze and Silver Award

ATHENA SWAN BRONZE DEPARTMENT AWARDS
Recognise that in addition to institution-wide policies, the department is working
to promote gender equality and to identify and address challenges particular to the
department and discipline.

ATHENA SWAN SILVER DEPARTMENT AWARDS
In addition to the future planning required for Bronze department recognition,
Silver department awards recognise that the department has taken action in
response to previously identified challenges and can demonstrate the impact
of the actions implemented.
Note: Not all institutions use the term ‘department’. There are many equivalent
academic groupings with different names, sizes and compositions. The definition
of a ‘department’ can be found in the Athena SWAN awards handbook.

COMPLETING THE FORM
DO NOT ATTEMPT TO COMPLETE THIS APPLICATION FORM WITHOUT
READING THE ATHENA SWAN AWARDS HANDBOOK.
This form should be used for applications for Bronze and Silver department awards.
You should complete each section of the application applicable to the award level
you are applying for.
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

Word limit

10,500

Silver
12,000

Recommended word count
1.Letter of endorsement

500

500

2.Description of the department

500

500

3. Self-assessment process

1,000

1,000

4. Picture of the department

2,000

2,000

5. Supporting and advancing women’s careers

6,000

6,500

6. Case studies

n/a

1,000

7. Further information

500

500

Name of institution

University of Warwick

Department

Psychology

Focus of department

STEMM

Date of application

November 2016

Award Level

Bronze

Institution Athena SWAN
award

Date: September 2013

Contact for application
Must be based in the
department

Professor Robin Goodwin

Email

robin.goodwin@warwick.ac.uk

Telephone

+44 (0) 2476 523745

Departmental website

http://www2.warwick.ac.uk/fac/sci/psych

Level: Silver

Document Notes & Glossary
Benchmark: HESA data for Russell Group Universities, drawn from the “Psychology”
discipline for the year 2014/15.
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Abbreviations Table
AP#
Action Plan (reference number)
AS
Athena SWAN
ASWG
Athena SWAN working group
BES
MSc in Behavioural and Economic Science
BPS
The British Psychological Society
DA
Departmental Administrator
DPM
Departmental Promotions Mentor
DPR
Development & Performance Review
E&D
Equality and Diversity
FTE
Full time employment
FTC
Fixed Term Contract
HoD
Head of Department
HR
Human Resources
HSSREC
Humanities & Social Sciences Research Ethics Committee
LDC
Learning and Development Centre
ML
Maternity Leave
M/AL
Maternity/Adoption Leave
NSS
The National Student Survey
OEC
Open-Ended contracts
PDR
Post-Doctoral Researcher
PG
Postgraduate
PGT
Postgraduate Taught (student)
PGR
Postgraduate Research (student)
PT
Part Time
PULSE
Warwick Annual staff survey – results reported at
Departmental level
RGHs
Research Group Heads
SSLC
Student-Staff Liaison Committee
SCS
Student Careers & Skills
Sprint
Women’s Personal Development Programme for
Undergraduates
SWG
Submission Writing Group
UG
Undergraduate
URSS
Undergraduate Research Support Scheme (URSS)
WaCC
Welfare & Communications Committee
WLM
Workload Model
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2. 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.

Dear Athena SWAN Panellists,
I write in enthusiastic support of Warwick Psychology’s Athena SWAN (AS) Bronze
award renewal, confirming that the information in this submission is honest,
accurate and true. Feedback from our earlier renewal submission showed we
need to be more data-driven and formulate concrete plans to address the major
issues facing the Department.
I joined Warwick in January 2015, as Head of Department. Coming from Brunel
University – where I ran the UK’s only MSc in Cross-cultural Psychology – I brought
strong awareness of the importance of inclusivity in providing an effective working
environment where individuals are valued. One of my first acts was to map out 3 key
priorities: (i) achievement of high quality research, (ii) excellence in teaching, and (iii)
attainment of these in a collegial environment, rejecting any form of discrimination,
harassment or inequality. Our AS award is a major indicator of (iii). These priorities
underlay key forums in our department, guided by the Welfare and Communications
Committee (WaCC), on which I sit.
Key issues arising from WaCC are reported and acted upon by our Departmental
Council and Management Committee; I formed the latter to replace our “Senior
Management Committee” adding a member of WaCC, alongside our International
Student representative; increasing female and junior representation. Recognizing the
need to identify sub-optimal relations between colleagues, I introduced a Dignity at
Warwick Champion, and responding to our unsuccessful AS submission appointed two
academic promotion champions (one male, one female) and an administration
promotion champion (female). These were instrumental in promotion applications
this autumn (both female; under consideration), as well as the successful championing
of one female colleague to position of Science Faculty Vice-Chair. I actively promoted
the University shadowing scheme for senior colleagues; one female colleague is
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currently benefitting from this scheme and another female external colleague is
shadowing me. I combined evidence from our independent PULSE survey with an
informal survey to identify any potential harassment/bullying issues.
Despite our progress, challenges remain. Psychology has a predominantly female
undergraduate cohort, yet later career stages are predominantly male. Our
Admissions Team monitors the percentage of men in our cohort carefully, and
ensures promotion materials and open days present an accurate, but appropriate
balance of male/female role models to prospective students. In later career, a key
challenge is loss of highly-talented female researchers between postdoctoral and
first academic appointments. At appointment stage, I have strongly promoted
University-wide initiatives, ensuring all shortlisting committees and selection panels
undertook equality and diversity training. Another obstacle is work-life balance; I fully
support my colleagues (one male, two female) in requesting reduced-hours to prioritize
family commitments, thus ensuring staff can feel confident to pursue this option.
Promotion of women to the most senior levels is now an area for particular focus.
A rapidly-changing academic environment provides challenges which can easily
obstruct good Departmental relations. We remain committed to scoping and
embracing further challenges to equality and diversity.
Yours faithfully

Professor Robin Goodwin
Head of Psychology
Department of Psychology
University of Warwick
Coventry CV4 7AL UK
T (0)24 765 22484
robin.goodwin@warwick.ac.uk
www.warwick.ac.uk/psychology

(478 words)
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2. DESCRIPTION OF THE DEPARTMENT
Recommended word count: Bronze: 500 words | Silver: 500 words
Please provide a brief description of the department including any relevant
contextual information. Present data on the total number of academic staff,
professional and support staff and students by gender.

All STEMM departments at Warwick currently hold Athena awards - the Psychology
Department being proud to hold an AS Bronze award since 2012, and part of an
institution holding a Silver award. Our mission is to undertake cutting-edge,
impactful research and to educate our students in the scientific study of human
mind, brain and behaviour effectively. Our particular strengths lie in behavioural
science, life span and wellbeing, and language and development. In the 2014
Research Excellence Framework (REF) our AS award was “starred” in the evaluation
of our research environment.
The Department (Figure 1) offers a three-year single honours psychology
undergraduate programme (386 students; 323 female, 63 male), three taught MSc
programmes (29 students; 22 female, 7 male), and a total cohort of 45 PGR
students (33 female; 2 PT, 12 male). It also supports two joint/subsidiary courses
with the Global Sustainable Development (GSD) and Philosophy Departments.
Student numbers on these courses are: GSD 7 (6 female, 1 male), Philosophy with
Psychology 33 (25 female, 8 male). There are currently 33 members of academic
staff (16 female; 4 PT, 17 male; 1 PT); 12 support staff (10 female; 4 PT, 2 male)
and 5 researchers (4 female; 1 PT, 1 male). We have four recent returners from
maternity leave.
Departmental space comprises a mix of shared and individual offices, laboratory
facilities, specialist teaching areas and social areas (eg a staff/student common room).
There are 3 specialized laboratories (Sleep/Pain, Driving simulator, Baby), computer
network facilities for computational modelling, online research and data analysis. Two
(of five) lavatories located within the department are designed for disabled access;
one is also equipped as a baby-changing facility.
Two events have influenced departmental culture since our 2012 Bronze Award. In
January 2015, Robin Goodwin joined the department as HoD. Given his previous
experience leading a particularly diverse department at another institution, and his
values in promoting inclusivity and community, this has reinvigorated departmental
AT-related endeavours. In particular, while no gender, seniority or representation
issues were flagged in our department (institutional PULSE survey; January 2016; 93%
response rate), he has sought to address issues around gender balance through
committee restructures and promotion support (see HoD letter).
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Figure 1: The structure and gender composition of the Psychology Department in
2016. Administrative roles have a good distribution amongst males and females,
although all Heads of Research Groups are male (reflecting predominance of males
at professorial level). The second section shows female/male split, (% female in
brackets).

Please note that research staff have been included in the academic staff
category; this reflects departmental practice, except where specific
representation is needed from research staff colleagues (i.e. on the WaCC).
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Second, following an external Departmental review
(2012), academic staff formed 3 Research Groups to focus
on grant application/research implementation. All are
funded by the Department and share teaching
responsibilities. While the groups maintain limited
separate identities (eg by holding their own research
group away-days) the boundaries are lax, and grant
applications and publications are frequently collaborative
(see Figure 3). This group division has highlighted several
gender-relevant issues, such as Research Group
composition (Table 1 & Figure 2) and gender of RGHs
(Figure 1).

“I am lucky to be
part of the
language research
group which covers
research integrity
as part of our
meetings.”
PhD candidate,
Postgraduate
Research Survey
2015

Table 1: Gender composition of the three Research Groups, since their
creation in 2012. The Behavioural Science Research Group has a high
proportion of males (77%); the other two are more evenly split (see Figure 2).
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Figure 2: Percentage split of females/males in Research Groups (2013-2016),
demonstrating the historical predominance of males in the Behavioural Science
Research Group, but a more even split in the other groups.

Behavioural
Science (BS)

Language &
Learning (LL)

Lifespan, Health &
Wellbeing (LHW)

Figure 3: Number of grant applications by Research Group, split by gender
(2013-2016). The formation of the Research Groups was designed to
encourage research collaborations. Figure 3 demonstrates that grant
application activity across the groups is strong, but varies by gender and group.
The smaller number of female applications is considered in Section 5.2.v.

Behavioural
Science (BS)

Language &
Learning (LL)

Lifespan, Health &
Wellbeing (LHW)

(469 words)
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3. THE SELF-ASSESSMENT PROCESS
Recommended word count: Bronze: 1000 words | Silver: 1000 words
Describe the self-assessment process. This should include:
(i)

a description of the self-assessment team

(ii)

an account of the self-assessment process

(iii)

plans for the future of the self-assessment team

Background:
Psychology engaged with AS in 2010. Initially, a small group considered potential
gender issues within the department/University. The output was passed to the
university Self Assessment Team, contributing to the university’s successful
submission for Bronze, then, Silver Award. Following this success, the group was
formalised (Athena SWAN Working Group; ASWG), reporting directly to
Departmental Council Meetings (2011). Despite our Bronze award (2012), the
ASWG believed our 2010–2012 activity was considered ‘outside’ day-to-day
operations. Accordingly, in early 2013, we restructured to encompass more
effective representation and engagement, becoming the Welfare and
Communication Committee (WaCC). Initiatives arising from our 2012 Action Plan
were discussed/actioned at termly WaCC meetings, in addition to other
work/environment issues.
Examples of achievement since Bronze Award are in Table 2.
Committee Composition, Communication & Succession:
The WaCC comprises 11 members, representing full membership of the
department (role, gender, seniority; Table 3). Membership is mainly selfselected/voluntary (eg, student or research representatives), but may also be
determined by role (eg, HoD, DA or E&D representative). Balance in gender and
other E&D characteristics is striven for but representation by role may impact this.
Meetings:
The committee meets face-to-face at least once a term (planned at least 6months ahead) to discuss issues surrounding E&D, fair working practices and
inter/intra-departmental communication (Table 3). Confidential matters are
discussed via a secure departmental email group between meetings. The WaCC
acknowledges that no academic community remains static: formalizing the
reporting ‘calendar’ to the WaCC (eg, for scheduled annual events, such as NSS
results) provides additional clarity and transparency (AP7.1).
AP7.1 Development of a robust and comprehensive reporting calendar for
WaCC, reporting key E&D statistics (eg admissions, recruitment, staff survey
outcomes).
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Table 2: Examples of Athena-relevant improvements to Departmental practice
since Bronze Award (2012).
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Table 3: Experience and responsibilities of WaCC members 2016. Membership
is equally split between teaching, research and support staff.
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Minutes are available to all staff/PG students via the Departmental intranet.
Actions are approved by the HoD (or Deputy) in WaCC meetings, unless further
consultation/planning is required such consultation is obtained via Departmental
Council meetings (AT alongside E&D issues form a standing agenda item), and the
Departmental Management Committee (Figure 4), prior to extensive
consultation.
Reporting Structure:
Departmental committees (Chair of NSS Integration Committee, Convenors of UG
and PG SSLCs) report to WaCC annually and when needed, bring urgent issues to
meetings (Figure 4). This ensures all student and institutional issues are
considered in timely fashion, without creating unwieldy procedures or committee
overload. PG and UG student representation was added from September 2016,
with volunteers from the student-elected SSLC representatives.
Figure 4: Reporting lines of communications between WaCC, other
departmental bodies and University groups.
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Succession:
Where role determines membership, the next holder of that role becomes a
WaCC member, unless subsequent review suggests this is unnecessary. If a
member is included for group representation (eg Research-Focused Staff), a
further volunteer from that group is sought. If multiple people wish to represent
the group, a ballot is undertaken. This ensures stability of WaCC membership.
Engagement with the Institution/other Departments:
Elisabeth Blagrove, Catherine Johnstone or Kimberley Adams represent
Psychology at the university’s monthly AS Network meetings, where best practice
and joint initiatives are shared. Katherine Messenger (Departmental E&D
representative) and Steven McGladrigan (DA) attend the university Diversity &
Inclusion Network. Elisabeth Blagrove represents Teaching-focused Academic
Staff on the institutional Athena Working Group, which meets termly. This
facilitates efforts to integrate university policy and initiatives with departmental
culture and practices, and to examine E&D more broadly.
Athena-related Committee Processes:
Broadening WaCC’s remit and wider communication on Athena progress,
increasing engagement, and departmental expansion has necessitated a smaller
writing group (SWG), responsible for submission preparation. This genderbalanced group comprised Elisabeth Blagrove, Catherine Johnstone, HoD and
Deputy HoD; each selected based on their roles, and access to/expertise with
relevant data. However, all WaCC members have read drafts, with sections
allocated based on individual expertise/experience; comments fed back to the
SWG. A full draft submission has been received by institutional ‘critical friends’
Sandra Beaufoy and Claire Algar, with a final draft presented to and approved by
the WaCC (15 November 2016). The submission was available for comment to all
staff following WaCC’s approval, and will be presented formally to Departmental
Council (February 2017).
Quantitative data were supplied by HR (staff) and Strategic Planning and Analytics
Department. Data analysis was led by the SWG and evaluated by the WaCC and
Critical Friends. UG and PG students were canvassed regarding their
employability, careers, academic and overall student experience needs as part of
Athena SWAN and NSS initiatives. This was via formal survey, focus groups (eg,
June 2016; 7 female/1 male participant- whole cohort invitation) and informal
canvassing at twice-termly Year Group Meetings (with voting on policy changes).
Qualitative data were collected from all staff via two channels. The institutional
PULSE Survey 2015/16 provided Departmental data, and flags for further action.
These were followed up at an academic staff away-day (July 2016, 26 attendees;
50% Female/Male). Areas for improvement identified in PULSE (eg work-life
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balance, DPR, communication and appreciation of staff) were discussed in
informal workshop breakout groups, chaired by female staff. Outputs were
collated and formed the basis of an Action Plan, discussed by the Management
Committee. Actions were given to the Institutional Staff Engagement working
group, who review plans and progress. They update the Steering Committee, who
can action recommendations. The HoD is following up Departmental actions.
Informal one-to-one consultation by the SWG with colleagues informed
commentary provided on specific data (eg, M/AL takers/returners). These staff,
approached by email or in-person, responded on a voluntary basis (i.e. able to
opt-in/out of further consultation). National context was assessed by
benchmarking data in the public domain (eg Russell Group HESA data,
“Psychology” 2014/15, Athena Swan benchmarking data 13/14) and interaction
with the BPS and Association for Heads of Psychology Departments (eg
presentation; 31/10/14).
Moving Forwards - Dissemination of Progress:
Action Points have emerged for strengthening the WaCC’s approach/remit
(AP7.2). Progress will be discussed in WaCC meetings and disseminated to
Departmental Council, with online records available to all Departmental staff.
Progress applicable to UG students will be reported at Year Group Meetings
(twice-termly) and UG SSLC, with PG issues disseminated via supervisors and
PG SSLC. Interactions with SSLCs and the NSS Integration Committee will be
maintained for implementing change and evaluation of effectiveness with AS
principles (AP7.2/AP7.6).
AP7.2 Review of composition of WaCC composition by gender, seniority,
member type (Academic/Support staff/ Student), to ensure effective
succession transition and representation.
AP7.6 Develop new channels of communication for disseminating key E&D
initiatives
(1352 words)

16
11

4. A PICTURE OF THE DEPARTMENT
Recommended word count: Bronze: 2000 words | Silver: 2000 words

Key issues:
In an Athena context, psychology is unusual; the UG population is 80% female
nationally (UCAS End of Cycle Data Resources, 2014/5), yet the professorial
population is less than 25% female (public-domain data for comparable
departments; UCL, Birmingham, York, Bristol, Exeter). Thus, departmental focus
has been on increasing male UG student numbers, and we need to focus on
retention of women in psychology academia from PhD stage onwards.
4.1. Student data
If courses in the categories below do not exist, please enter n/a.
(i)

Numbers of men and women on access or foundation courses

n/a
(ii)

Numbers of undergraduate students by gender
Full- and part-time by programme. Provide data on course applications, offers,
and acceptance rates, and degree attainment by gender.

All current UG programmes are Full Time.
Table 4 shows the sector-wide 80:20, female:male applications bias for Psychology
degrees. The bias exists across application, offer and enrolment processes, and is
relatively stable across all three cohorts.
Recruitment:
We ensure a balance of gender/diversity (i.e. in staff, UG/PG students attending) is
present at events where interaction is critical. Public website and prospectus
material (home and overseas) include pictures of male and female students. Talks to
prospective students (at UK/Overseas Open Days, UK Offer Holder Days) present
male and female student examples. We aim for all prospective students to be able
to relate to our population through visible diversity, but AP6.3 is to share with other
Psychology Departments their experiences with promoting gender-balanced
participation (i.e. via HoD attendance at sector forums). Accordingly, we aspire to
decrease the sector gender gap, increasing the proportion of male UG students to
25% over the next 5 years (see AP6.4, 7.3 and 8.1).
AP6.3 Engagement with other University Psychology HoDs in sector to
promote full participation of both genders in UG Psychology degrees
AP6.4 Consultation on institutional approaches to gender balance within early
Psychology education provision (eg GCSE & A-Level Psychology).
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AP7.3 Access to Equality and Diversity training module for PGR students who
teach UG students, to ensure early understanding of E&D issues.
AP8.1 Development of social media offering to prospective students
Table 4: UG Degree course applications, offers and enrolments by gender split
from 2013-16. The gender split of the number of students enrolling varies from
year to year, but recent enrolments are more in line with the sector average (%
female for Russell Group Universities 82%, Warwick 84%).

Benchmarking data:
Gender split for Russell Group University students taking Psychology and
Behavioural Science Degrees compared to 4 year Warwick average figures.

Source: HESA Heidi database
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Achievement:
Table 5: Warwick Psychology Degree results by classification, split by year and
gender (2012-2016). Percentage values illustrate gender representation per
classification category.

These data, and comparison with benchmarking, indicate that our female UG
population is performing well and relatively consistently. However, it is difficult
to see clear patterns of achievement that are not accounted for by the low
proportion of male UGs and cohort differences. Overall, no specific action is
indicated above the pastoral and academic support programme already in place
across the department.
Figure 5: Comparison of performance of female/male UG students (2012 – 2016), by
gender in each year cohort.
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Figure 6: Comparison of Warwick Psychology students’ performance compared
to Russell Group students taking ‘Subjects Allied to Science’ (2013/14).

(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 PGT degrees are FT. However, feasibility of creating PT versions of these
courses will be evaluated (AP3.7), reflecting the diverse needs of potential PGT
students by gender and outside responsibilities.
AP3.7 Review of existing PGT courses to evaluate their suitability for PT format.
PGT applications show an increase in male progression into further degrees,
stabilizing at 20–40% of the applications. There are no consistent trends, year-onyear, but numerically, a greater percentage of offers are made to men than to
women (relative to applications).
Completion rates are high, with no discernible biases, and student satisfaction is
high (100% satisfaction in 2015-16 national PTES survey (20 responses (69%) out
of cohort of 29; gender split not available). Discrepancy between enrolment and
completion data is accounted for by drop-out and deferment.
AP6.1 and AP6.2 will investigate the gender imbalance on the uptake of MSc
Courses (see Figure 7).
AP6.1 Marketing of Masters courses to appeal to a diverse range of Applicants
(eg Gender/ethnicity/ age, etc).
20
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AP6.2 Analysis of MSc uptake by gender and use of role models to attract wider
gender representation on our MSc courses.

Table 6: Warwick Psychology PGT MSc Degree course students split from
2013-16, showing student numbers from the applications and offer stage to
acceptances and degree completion split by gender.
MSc Courses: Masters in Clinical Applications of Psychology, Masters in
Behavioural and Economic Science and Masters in Psychological Research.

Benchmarking data:
Gender split for Russell Group University students taking Clinical Psychology
(MSc Clin) and Behavioural Science (MSc BES) Degrees compared to 4 year
Warwick average figures.

Source: HESA Heidi database
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Figure 7: Male/female enrolment trends from 2013 – 2016 for the Masters in
Clinical Applications of Psychology and the Masters in Behavioural and
Economic Science with the benchmarking figures (80% female for Masters in
Clinical Applications. Source: clinpsy.org.uk and 77% for the Russell Group
sector average for the MSc BES Source: Heidi data 2014/15).

Benchmarking data:
Gender split for Russell Group University students taking Psychology and
Behavioural Science Degrees in 2014/15 = 77% female compared to MBES 4year average figure of 64% females.
Source: HESA Heidi database 2014/15 Table 6
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(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.

For PGR data, a disparity between female/male application, offer and enrolment
levels is clear (overall mean: 65%/35% for applications, 69%/31% for offers and
74%/26% for enrolments; women/men respectively). Levels of female PGR
enrolment were particularly high in 2013/4 and 2016/7.
Completion rates are close to 100% - see footnotes. One student is returning
part-time following maternity leave. The 2015 Postgraduate Research Survey
showed an 87% rate for overall satisfaction (70% response rate), compared to
82% for the sector average (data not available by gender).
Table 7: Warwick Psychology PGR Degree course from 2013-16 showing
student numbers from the application and offer stage to acceptance and
degree completion split by gender.
Overall, the number of PGR students recruited is declining, but the
percentage of female recruits is strong in relation to benchmarking data (see
below).

* 2013/14 – one F student permanently withdrew due to unpaid fees.
# 15/16 – one F student temporarily withdrawn. Will return part-time.
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Benchmarking data:
No HESA data available. The Queen's University Belfast Gold Psychology Athena
Swan submission (2015) suggested that the national figure for females at PGR
level was 75% in 2012-13. The Queen's Belfast figures for 2013/14 were 52%
female, 48% male.

Source: Queen's University Belfast Psychology Gold submission 2015

Figure 8: Warwick male/female enrolment trends (2013 – 2016) for PGR
students compared with The Queens University Belfast benchmarking figures
(75% female nationally in 2012/13; 52% female at Queens in 2013/14).
Warwick generally recruits female PGR students well, although absolute
numbers of PGRs recruited is declining in a difficult funding climate.
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(v)

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

Taking all PGT and PGR enrolments (Sections 4.1.iii & 4.1.iv), regardless of degree
type, uptake from both genders is relatively stable (mean male enrolment - 27%;
female 73%); an increase from the typical UG population for males.
Table 8: Number of Warwick Psychology Undergraduates moving from UG to
PG courses (2012 – 2015). The overall percentages of students going onto PG
courses is 10 – 18%, although numbers of Warwick students continuing to PG
studies in situ are relatively low. NB local initiatives to improve pipelines onto
PGT courses (eg, MSc in Clinical Applications of Psychology) are increasing
participation for Warwick students.
Source: Warwick Careers GEM system – gender split not available for reasons
of anonymity.
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4.2.
(i)

Academic and research staff data
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.

At lower grades (FA5/6), we have approximate gender parity up to 2014, after which,
research-only positions are held by women more frequently. At FA7, there is
approximate gender balance, especially in non-combined roles (2 teaching-only
roles; 1 male, 1 female; 1 research-only role (female)), although low numbers render
the data unreliable. Teaching- and research-only staff are poorly represented at
senior levels; 1 senior teaching-only male in the data (FA8; retired 2015), with no
female representation from FA7 upwards.
In combined roles, FA8 shows approximate balance across genders. There is a
substantial imbalance at FA9; women are considerably outnumbered. This is a
typical pattern seen across academia. Focus on this ‘leaky pipeline’ is addressed
under strategy and practice in departmental promotions (Section 5.1.iii), and
recruitment (Section 5.1.i).
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Table 9: Academic staff data (2013-16), showing grade and job function by
gender: teaching-focused, research-focused and combined teaching/research.
As staff recruitment is sporadic (i.e. the academic population of the department
is relatively stable), the picture has not changed much since 2013, but the
percentage of female academic staff has risen (40% - 48%) over the period.
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Figure 9: Percentage of females in each job category comparing the Warwick
Psychology Department with Russell group figures from 2014/15. This shows
that Warwick employs more women in teaching and research focused roles
than Russell Group Psychology Departments, but fewer at senior level.

Benchmarking data:
2014/15 Russell Group Sector data for Psychology staff, Gender split by contract
function: Teaching-focused, Research-focused, Combined, Professor and Other
contract level. NB Heidi figures are rounded to the nearest 0 or 5. Warwick data
are included for comparison.
Source of Russell Group data: HESA Heidi database

(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.

There are currently no colleagues on zero-hour contracts. Prior to 2012, numbers on
FTC were very low, and did not demonstrate any particular pattern. From 2013/4
there was a marked increase in both overall numbers and females in FTC posts at
grades 5 and 6, where the majority of FTC appointments are made, possibly
accounted for by high numbers of female graduates/postgraduates (see also
recruitment data (Section 5.1.i). For open-ended contracts (OEC), Grades 5 and 6
demonstrate a female bias, but the numbers are small. All staff employed at Grades
7-8 are on OECs.
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Warwick FTCs are usually part of short-term resourcing for research. The critical
issue here seems to be the transition from FTC PDR to junior academic OEC. From
these data, women are less likely to make this transition. Thus, an important
action point is to investigate the reasons for this (AP5.1).
AP5.1: Survey of PDRS on support and guidance at Warwick, built on new
intranet page for research staff.
Table 10a: Academic Staff split by FTC and OEC. This shows that FTC are only
used at FA5/6 and FA7 level. Most FTC posts are Research Assistant or Research
Fellow level, in posts linked to grant funding. Most FTC posts for Teaching are
related to maternity cover, but can also include cover for grant funded teaching
‘buy-out’. No benchmarking data are available for this figure.
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Table 10b: Percentage staff, by FTC/OEC and gender, over the total number in in
any staff category (eg 100% of FT staff in 2013/14 were OEC).

(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.

Reasons for leaving are collected formally by HR via a leavers form and optional exit
interview. From anecdotal reports the 3 main reasons for leaving are:
1.
2.
3.

Career progression.
Relocation for other reasons
commitments).
A career path outside academia.

(eg

partner’s

relocation/family

Career progression is the most common. There does not seem to be a gender effect
between 2013- 2016, with equal numbers of men and women leaving.
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Table 11: Academic leavers by grade, gender and full/part-time status (2013 –
2016), presented alongside category population. This demonstrates very low
turnover in academic staff. Two male leavers at Teaching Fellow and Principle
Teaching Fellow level are due to contract expiry and retirement, respectively.
There are more leavers at Research Fellow level due to the number of grantfunded FTC appointments.

Benchmarking:
ECU benchmarking data 2013/14 for Psychology and Behavioural Sciences for
Academic leavers.

Source: Athena Swan ECU benchmarking data 2013/14 for Psychology &
Behavioural Sciences
(886 words)
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5. SUPPORTING AND ADVANCING WOMEN’S CAREERS
Recommended word count: Bronze: 6000 words | Silver: 6500 words
5.1.
(i)

Key career transition points: academic staff
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.

The department strictly observes university Recruitment and Selection Policy
ensuring equality of opportunity for applicants and compliance with university
policies/relevant employment legislation (eg guidelines on writing job
descriptions/advertisements, shortlisting, interviewing and appointing).
Extensive training is provided for all staff involved in recruitment (Section
5.4.ii).
Recruitment activity is co-ordinated by the DA, alongside HR liaison (Liz
Harrison), HoD and RGHs. The data show no systematic bias after the
application stage, but notable gendered patterns in numbers of applications.
For FA5/6 academic (typically research- or teachingfocused) positions show 2 or 3 times more females
apply overall. The proportion of female applications are
reduced from sector-wide bias at UG level
(approximately 80% female), but remain high. This is
consistent with our careers destination data, suggesting
that female UGs may study Psychology for reasons
other than pursuing professional academic careers.
However, gender-biased practice may be evident from
job advertisement stage (see AP1.4 below).

“I avoid applying
for jobs where
flexible working
arrangements are
not emphasised”
Part-time female
Research Fellow
2016

FA7
recruitment
is
relatively
evenly
matched
(NB
no
advertisements/appointments in 2015/6). However, at the higher grades, despite
relatively even matching for the 2013/4 and 2015/6 FA8 roles, there is a
substantial disparity between male/female applicants at the professorial (FA9)
level. No female applicants for this role were shortlisted.
This suggests two particular areas of concern:
1.
Attracting more female applicants to higher-grade roles.
2.
Ensuring best practice in shortlisting processes.
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In response, we have made the following changes:
•
Each post promotes our Bronze award in its further particulars and
emphasises our AS/E&D initiatives.
•
These are included on Departmental websites.
•
All members of recruitment, shortlisting and interview panels are mixed
gender.
•
All have completed a recruitment-specific E&D training module.
However we recognize that further actions may be required within existing
legal frameworks to address an imbalance of gender, especially at the higher
levels of appointments – this is addressed by AP1.1.
AP1.2, 1.3 and 1.4 will address strategies for improving gender balance across
different roles.
AP1.1 Convene Departmental Search Committee to identify potential
female candidates for senior (FA8/9) role recruitment.
AP1.2 Review of appropriate webpages to ensure Research Group and wider
Departmental publicity materials, of particular interest to new job
applicants, clearly represents diversity.
AP1.3 Consideration of effective gender-blind practices for recruitment.
AP1.4 WaCC review of all job advertisements over the last 5 years to identify
any evidence of gender bias/lack of diversity. Create protocol to ensure job
advertisements drafted in line with best practice.
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Figure 10: Breakdown of data, by gender and grade for applications to academic posts.
These include shortlist, offer and acceptance rates, from FA5 to FA9 (2012 -2016).

NB FA8/9 categories have been combined, given their low numbers. The chronology for
male and female recruitment has been preserved, but please note that grade categories
reflect specific roles and do not follow sequentially.
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(ii)

Induction
Describe the induction and support provided to all new academic staff at all
levels. Comment on the uptake of this and how its effectiveness is reviewed.

HR provides an induction website and termly events covering a wide range of
content, representing considerable enhancement of training in recent years.
Engagement at this level is voluntary with little data on uptake currently available
(3 males/1 female engaged with LDC Introduction Modules).
NB uptake for induction provision that can also be considered training is
covered in section 5.2.i Data on departmental uptake is reported there.
Since 2012, Departmental induction has been directed by induction checklist. All
New Starters meet with the DA, who provides departmental information, a tour,
and their office key. HR provide induction details with offer letters, a link to the
HR/induction website and access to all the necessary information on university
policies and services (including E&D, Dignity at Warwick, Health and Safety, and
Financial Regulations and Procedures). Informal buddying and welcome events
for New Starters and their partners and/or families are provided. Two new
starters attended the Welcome to Warwick events in 2015. We complement
this with meetings with the HoD (formal required meeting plus other informal
meetings), and with key colleagues.
All academic New Starters are mentored by a more senior colleague, usually in
their field, but are free to choose a male or female mentor (to provide ‘gendercongruent’ support, if required). Further mentoring opportunities, particularly
valuable to more senior staff in managerial roles, are available via LDC and
university initiatives, such as the Academic Work Shadowing Programme. One
female colleague is currently on this scheme, and the HoD is being shadowed by
a female colleague from another Department. Effectiveness is reviewed in oneto-one probation progress meetings (where relevant) and Development &
Performance Reviews (DPRs: undertaken by all staff annually), through a specific
section of the DPR form. The data (October 2016; HoD & DA) show no
systematic call for additional training requirements for either gender.
(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.

Overview:
Due to department size, applications for promotion are low with few patterns.
However, we recognise that, with fewer women currently at senior academic
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level posts, promotion is an area requiring serious attention and support
(AP2.1). This situation is consistent across academia, where a ‘leaky pipeline’
has been identified for female academics (fewer female academics at senior
levels, despite gender parity at more junior levels).
AP2.1 Identification of potential academic colleagues eligible for promotion,
and who, with support, are likely to be able to make an effective case for
advancement.
Figure 11: Promotion application and success rates (2012 – 2016) with
2015/16 decisions pending. These data pertain to academic staff only; support
and professional staff promotion is addressed via regrading of their current
role. This issue is discussed in AP# below.
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Promotion processes:
Promotion from Assistant to Associate Professor occurs upon completion of
probation (requiring evidence of ‘good progress’ in all areas of academic
endeavour in the first 5 years). Comprehensive information on the promotion
process is available on the university’s HR website, including criteria for all levels.
Links to this information and other university resources are highlighted on the
Departmental staff intranet.
Institutional processes:
Promotion policy and procedures are in line with its E&D framework, (with a nonnegotiable published pay scale in operation). When reviewing an applicant’s
performance, consideration is given to any special circumstances that may have
resulted in a lack of opportunity to perform to their full potential in any area of
activity (raising children or caring for relatives). The university periodically
reviews its decisions for evidence of discrimination, using statistical analyses over
a period of years.
Applications are invited annually via the university intranet and emails to staff
and staff can discuss promotion during DPRs at the start of the calendar year.
However, this relies on staff motivation and confidence to pursue the promotion
process, which can be seen arduous and risky. Anecdotally, risk and selfpromotion aversion may be a source of individual difference and/or gender bias,
and in PULSE (2015/6) fewer than 20% of colleagues thought promotion
processes were ‘fair’ or ‘transparent’.
To address this issue, we have implemented the following actions:
•
•

•

•

Two senior academic colleagues (1 male, 1 female) appointed as DPMs.
Both DPMs selected for their Departmental, institutional and international
standing (they represent strong role models; NB Gender balance was seen
as especially relevant for female staff and students in inspiring their
careers in science (Section 5.4.vii).
Mentorship, which includes information signposting (eg reviewing draft
applications, evidence portfolios), discussion and support at all stages of
the process.
A senior member of support staff (IT Manager) has also been appointed.

AP2.3 seek to review support staff career progression.
AP2.3 Review of opportunities for support and professional staff for career
advancement.
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Given these are relatively new roles, the Department will review this
role/process as it evolves (AP2.6).
AP2.6 Evaluation of Departmental Promotion Mentor scheme for Academic
Staff.
At the institutional level the university ‘Demystifying the Promotions Process’
event takes place annually, with sections tailored to different roles, and breakout
groups designed to address issues of particular relevance to women (eg effects
of leave on career progression; 2015 - 2 female attendees, 2016 - 1 female).
Promotion procedures recognize institutional excellence hence AP2.9 seeks to
encourage staff to apply for Institutional Recognition schemes.
AP2.9 Encouragement of participation in institutional recognition schemes (eg
Warwick Award in Teaching Excellence, for staff and PGR students).
(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.

Table 12 shows an 8% increase in submission rate for eligible female staff from
RAE 2008 to REF 2014. However, it also shows an increase of those eligible but
not submitted in 2014, although numbers here and low and muddied by
eligibility factors. It is likely that, under the new Stern guidelines, all colleagues
will be submitted in REF 2020.
Table 12: RAE 2008 & REF 2014 Returns, by Gender and Eligibility.
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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?

Training needs are identified primarily via DPR, where all staff reflect on
performance. Uptake is gauged via subsequent reviews/individualized feedback
(sent to the individual and HoD), and recorded by internal bodies (eg LDC; Figure
12). Female uptake is numerically lower but low overall numbers make analysis
difficult.
Figure 12: Training uptake by Academic staff (2012 – 2016), by gender. No
female senior academics have received training during this period, although
between 2 - 4 more junior female colleagues have taken up training each
academic year. The opposite pattern can be seen in male colleagues; more
senior men took up training opportunities (2012–2016), due to induction
training for new Professors (eg HoD), but this was rarer below the Assistant
Professor level.

FEMALE

MALE
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Figure 13: Percentage of staff taking advantage of training (2012 – 2016), split
by gender.

Uptake is likely to be influenced by recruitment and differences between genders
at different levels. For example, Assistant Professors (where females are more
heavily represented) take an obligatory PCAPP course, and the lack of female
professors has biased training possibilities for women at the most senior level.
Training uptake is a Departmental priority given a satisfaction rate of only 40%
(PULSE 2015/6) in relation to training needs, and AP2.7 will investigate why so few
colleagues engage with university training provision, and examine any gender or
seniority bias.
AP2.7 Establishment of WaCC working group to survey reasons for low uptake
of training provision.
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(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.

DPRs are the principal mechanism by which staff discuss their career
development formally with a senior colleague. DPRs are undertaken by all
university staff, on a voluntary basis, and involve reflection upon achievements
of the past year, as well evaluating goals and potential obstacles to future
achievement. Research-focused staff are reviewed by their supervisors, and
junior academics (Assistant Professors, Teaching Fellows) by a nominated
Professor. Support staff are reviewed by their line manager (DA or IT Manager).
The HoD reviews all other senior staff, and the HoD is reviewed by the Science
Faculty Chair. In its first year (2014-5), 40 departmental DPRs took place; 7 senior
staff (1 woman, 6 men), 9 support staff (7 women, 2 men), and 24 academic staff
(including research staff; 13 women, 11 men). This pattern remained stable in
2015/6; although total numbers decreased to 38 in 2015-6 (1 male colleague
declined to participate, 1 female was on M/AL).
As current DPR procedures represent a change from the previous ‘Annual
Review’ process, mandatory reviewer training was provided through LDC
workshops (2014-5), focusing on both reviewer and reviewee perspectives. In
addition, focus groups were conducted to alert the university to potential
issues/concerns that could arise from the change.
Because of the current Departmental imbalance at senior levels, most
departmental staff are reviewed by a man (8 Professors, 1 female review
Academic staff; 1 male and 2 female staff review support staff). PULSE data
identified Departmental dissatisfaction with the DPR process generally (i.e.
Departmentally and institutionally) in terms of transparency. However, this
finding lacks clarity (response by gender is not included, specific factors leading
to dissatisfaction are not analysed).
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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.

This support falls within 3 broad categories: i) training and development
opportunities, ii) opportunities to gain experience in new roles, and iii) direct
support for promotion/new position. Training provision is discussed above
(Section 5.2.i), but is also specifically targeted for different stages of progression.
For example, progression to FA7/ 8 is effectively supported by PCAPP for combinedrole academic staff, whereas PDRs or Teaching-focused colleagues can use PCAPP
or the PG Certificate in Transferable Skills in Science to facilitate career progression.
Currently, one female PDR is enrolled on the PCAPP programme, while one female
Teaching Fellow has recently completely the programme successfully.
Development in New Roles:
More generally, gaining experience in other roles is often dependent on
opportunities within the Department and personal motivation (eg HoD rotation of
roles to increase Departmental opportunities, Summer 2016). Often such
experience emerges from role rotations (eg within the workload model (WLM)
when possible), the need to ‘act up’, where colleagues are on leave (eg Study,
Parental or Sick leave) or requests for development (eg additional teaching or
supervisory duties). (See AP2.4/2.5).
AP2.4 Incorporate gender information in the Workload Model (WLM) to allow
monitoring of gender related issues.

AP2.5 Review of major workload model roles every year to ensure that there
is adequate role rotation
This applies across all academic roles, but is critical in lower-grade positions that
do not combine research and teaching equally, and are more susceptible to gender
imbalance (eg where a PDR needs teaching experience, or a Teaching Fellow needs
grant-preparation experience). For example, in 2016/7 one female PDR is coteaching a 2nd year module with an experienced Teaching-focused colleague, for
these purposes, and 4 PDRs (3 female, 1 male) have been involved in 3rd year UG
project supervision during the reporting period.
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Because the HoD identified a problem in the promotion pipeline for women at
senior levels, he proactively encouraged two female colleagues (Associate
Professor, Reader level) to apply for the University shadowing scheme. One did,
and is currently enrolled on this scheme. He also proposed and promoted another
senior female colleague (Reader) to the role of Faculty Deputy-Chair.
Direct Support for Career Progression:
Direct support (for promotion/preparation for a new role/position) can be
accessed by all academic staff (eg Section 5.1.iii). Departmentally, we have
enhanced information dissemination and mentoring support around these issues
(post-2012 Athena Bronze Award; eg dedicated intranet resources). At an
institutional level, the annual ‘Demystifying the Promotions Process’ event
(Section 5.1.iii), directly addresses different progression needs by role type, with
opportunity to discuss gender-specific issues (eg effects of M/AL on career
progression).
The PG-led Warwick Women in Science group provides ‘support, information and
opportunity to promote all aspects of Women in Science’, with a university-wide
network and various events aimed at all university sectors (eg workshop on
unconscious bias).
The Senior Academic Women’s Network (including talks and events on career
development) is aimed at advancement towards full professorship. These
resources are advertised via email and poster display but formal data are not
available on departmental uptake.
Grant-writing support/training is also a crucial aspect of supporting career
progression (Section 5.2.v). University Research Impact Services offer specialist
guidance on research fellowships application, relevant to early career and more
senior research-active staff, and particularly important for career progression.
Over the last 3 years, 3 colleagues (2 female, 1 male) have been successful in
fellowship applications. AP2.2 targets early career staff to improve grant
application rates. AP5.2 seeks to offer mentorship addressing the key transition
from PDR to junior academic.
AP2.2 Intervention targeted at early career academic staff to improve grant
application rates (particularly females).
AP5.2 Assign academic mentor from beyond Postdoctoral Researchers (PDRs)
own research group to support career progression.
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(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).

Student support falls into 3 categories:
1. Specific career support provided by Student Careers and Skills (SCS)
during students’ degree and post-graduation ensuring best practice in
shortlisting processes.
2. Departmental input (skills support and informal career guidance).
3. Both the department and Careers service supporting female students
during their study.
All categories promote AS principles, and have developed out of AS initiatives
and/or to support NSS issues. Furthermore, the department aims to promote
Equality and Diversity principles more broadly with AP7.4.
AP7.4 Roll out access to Equality and Diversity training module to all other
PG and UG students to ensure early understanding of E&D issues
Student Careers & Skills:
At the start of each academic year, PG and UG students are briefed about career
development support, by the university SCS Team and the Departmental
Careers Specialist (David Molyneux). This encompasses academic and nonacademic careers. Delivery is formal, via Year Group Meetings (UG students)
and induction (PGR/PGT students), to reach as many students as possible.
Central SCS team activity typically focuses on a broad spectrum of careers,
including business, media, international development etc, and the processes
associated with these career choices (job applications, CV checks, internships,
assessment days etc).

“Sprint has enabled me to be
more assertive in voicing my
opinions and to manage stress
better through meditation. I was
allocated a great mentor who
was approachable,
knowledgeable and willing to
share experiences. Sprint was top
notch.” Female 3rd year Sprint
participant 2016.

One female-specific programme
(Sprint) comprises a four-day
course, where students are
encouraged to reflect on their
goals, values, personal influence,
assertiveness and networking
skills, alongside female industry
role-models and a mentor.
Participant feedback (February
2016, 3 UG Students) indicates
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powerful positive influence on students’ self-concept and confidence. However
engagement appears low (3 for 2015/16; 1 for 2016/7; ~1%). This may be
because participation is selective and requires 4 days’ commitment to be
considered, but additional promotion and facilitation of participation is
important (AP4.2).
AP4.2 Departmental promotion of the “Sprint programme” to support
confidence-building and assertiveness training in female student population.
Weekly ‘Meet the Psychologist’ sessions are open to all students. Specific skills
development/career planning sessions are scheduled within the timetables of
both second and third year UG students (to facilitate engagement), following
formal consultation regarding their requirements/perceived needs (eg Focus
Group, June 2016). This consultation is repeated annually via focus groups,
SSLCs and informal questionnaires. Additional SCS support is available in one-toone sessions with the Departmental Careers Specialist, scheduled each week
during term time; uptake is strong (Table 13 and Figure 14).
Table 13: Uptake of Careers appointments by Undergraduates split by gender
and showing unique attendances and total attendances 2013-16.
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Figure 14: Uptake of Careers appointments, by gender (2013 – 2016).

Unique attendances

Total attendances

Departmental Support:
All UG students interact with their Personal Tutor throughout their degree, with
skills guidance/careers advice forming an important aspect. Moreover, from
2015, all first year UGs have a PGR Skills Mentor as part of their compulsory
Academic Skills for Psychologists module. In addition, after consultation with UG
students, The Research Exchange has been created, where academic staff can
advertise opportunities for students to gain valuable experience, via volunteer
Research Assistant posts. These measures have been implemented recently, and
have direct impact on: 1) predominantly female UG populations, 2) gender
balance within those populations, and 3) student pipeline into academic careers.
Their effectiveness will be monitored and evaluated as action points (AP4.3 and
4.4).
AP4.3 Evaluation of employability/transferable skills in undergraduate
training.

AP4.4 Publicity campaign to increase engagement amongst UG Psychology
students in Undergraduate Research Support Scheme (URSS).
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These data will be analysed to established whether any improvement in
confidence levels/academic pipeline can be attributed to these measures.
For PG Students (particularly PGRs), Personal Tutor input is mirrored by 2
Research Supervisors and Mentor (gender split in Table 14). Further provision is
added by training courses offered internally (eg programming skills, professional
practice, advanced quantitative analysis etc) and by the Graduate School, LDC and
SCS team. In 2016-7, additional provision has been made for all new PGR students
to receive discipline–specific teaching training (9 PGRs), and a new departmental
PG Teaching Mentor (female) has been appointed. This supports the progression to
an academic career explicitly.
Table 14: Gender split of PGR supervisors and mentors.

Progression and training needs are also identified through the PG Annual Review
process, where 2 academics evaluate progress (including reports from the primary
supervisor and student). This process, governed by the Graduate School and
primarily, assessing academic progress, also enables close scrutiny of the student’s
training and support requirements in view of equipping them for a future academic
career. In addition, practical professional skills (eg presentation at the PG Students’
Research Day, at conferences, or internal seminars) are included in the Annual
Review evaluation.
Institutional Initiatives:
Research-focused skills are also enhanced by the Undergraduate Research
Scholarship Support (URSS) Scheme. This awards funding for small-scale research
projects by UG students, with nominated academic supervisors- encompassing the
research cycle from inception/proposal-writing through to dissemination of
findings. The Department has engaged with URSS for a number of years, with
representation on its governing board (1 female academic), and 12 departmental
projects funded since 2012 (9 female UG researchers) (AP4.4 before).
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(v)

Support offered to those applying for research
Comment and reflect on support given to staff who apply for funding and what
support is offered to those who are unsuccessful.

General grant-writing support is discussed above (Section 5.2.iii). In response to
institutional requirements and internal consultation, department-specific support
has been enhanced from Summer 2015. This is particularly important for early career
academic staff, where women are strongly represented, but also transitional issues
have been identified (from post-doctoral level, and promotion to senior academic
level). Furthermore, given that more men are awarded funding in psychology (and
other biomedical disciplines) than women (eg Boyle et al., in Nature (2015) on
funding disparity by gender and disciplines), this support is critical for women and
their career progression.
Dedicated Warwick Research Impact Services support has increased to one full day
per week, with departmental office space to facilitate interaction. The HoD and
Research Group Heads have also developed 4 initiatives:
1. A buddying and internal review scheme to provide support, guidance and
feedback.
2. Nominated ‘grant-writing days’, when other departmental activities are
suspended for academic staff.
3. Supportive (voluntary) meetings between HoD and colleagues to identify
support needed for grant applications.
4. Discretionary monies given to those applying for external grants (regardless
of success).
The support of more experienced staff can be seen to create an encouraging,
reflective and constructive environment for all applicants, especially Early Career
Researchers, and those unsuccessful in their bids. Since inception of #1 (April 2016),
we have seen the following outcomes:
•
•

15 initial applications submitted by men; 5 by women
8 had male mentors; 7 female mentors

This reflects a tendency over the last years for more men to apply for grants overall
(Figure 15), although success rates are gender-comparable.
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Figure 15: Research Grant applications, by gender (2013 – 2016). This shows
that success varies from year to year, but that males are more likely to apply
for grants overall.

The data show numbers of grant applications remain relatively static for female
academics. However, numbers of applications are increasing from men. This
indicates an urgent intervention is needed departmentally, focused particularly on
encouraging women to apply for funding (AP2.2 above).
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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
Explain what support the department offers to staff before they go on maternity
and adoption leave.

Maternity/adoption leave (M/AL) cover for all roles is arranged at the earliest
opportunity, to ensure smooth transfer of administrative responsibilities;
additional teaching cover is arranged where required with funding from the
University sought for this. This is arranged in conjunction with the HoD (or DA for
support staff) using the WLM to avoid potential overloading in providing cover.
University procedure is followed strictly, but informal consultation (eg, personal
communication) has indicated that this does not always support the individual’s
emotional needs (i.e. stress, anxiety, guilt) in the process.
Accordingly, a more formal consultation was recently undertaken of 5 maternity
leavers (October 2016; 100% response rate) to ascertain views on M/AL provision
and practice (Figure 16). This indicated three key areas for action at the pre-M/AL
stage: pressure on colleagues (eg, to arrange their own cover/investigate policy),
arrangement of cover itself, and lack of effective communication (eg, Annual
Leave accrual rights, KIT days etc). One case highlighted a specific issue related to
M/AL payment and external funding bodies (NB colleague on an FTC).
In response, several issues above have already been addressed; most importantly,
the Department has committed to providing external M/AL cover from central
funds (i.e., not constrained by departmental budget) and KIT day offering is
standard. However, a number remain to be addressed in AP3.1, 3.2 and 3.4, and
the following sections.
AP3.1 Creation of checklists:
i
Pre-leave maternity checklist for all M/AL takers.
ii
Pre-return from maternity leave checklist/protocol.
iii
Individual plan to form basis of agreement for return to work.

AP3.2 After return: Additional return to work meeting with HoD.

AP3.3 Development of informal buddy scheme for M/AL, with workload credit
for buddy
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Figure 16: Survey of 5 Maternity returners October 2016 (100% response rate).

(ii)

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

Currently, departmental involvement is flexible and informal during M/AL,
consisting of up to 10 non-compulsory Keeping in Touch (KIT) days (for meeting
attendance, PGR supervision etc) continued presence on email distribution lists
(for information dissemination), and invitations to social events. PGR students
have both a second supervisor and a mentor to provide support during their
primary supervisor’s M/AL.
The main intention here is to enable the individual to choose the level of
interaction, s/he wishes to have during this time. However, the consultation
detailed (Figure 16) above indicated several gaps in practice, revolving around
lapses in communication, particularly where email responses are critical and may
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have repercussions in terms of missed opportunities or engagement with policy
decisions (AP3.4). Furthermore, several respondents mentioned that
departmental contact was not always positive during M/AL. Thus, it is vital that
all discussions/arrangements before leave is taken are formalized into an
individualized M/AL plan, to which the Department is committed (AP3.1iii).
AP3.4 During maternity leave: Flagging of critical emails for M/AL Takers.
(iii)

Cover and support for maternity and adoption leave: returning to work
Explain what support the department offers to staff on return from maternity
or adoption leave. Comment on any funding provided to support returning staff.

Both formal and informal support is provided after M/AL; for example, informal
flexibility can be implemented via flexible working patterns during the transition
phase. In fact, one respondent highlighted the presumption that flexibility would be
required as a particular strength in departmental practice. More formally, Returners
can use annual leave accrued during M/AL to ease transition. In addition, discussions
with the HoD or DA (according to line management) prior to returning, can explore
options for fixed or variable PT work; historically, these discussions have taken place
at the Returner’s convenience, in person or via email. However, feedback suggested
that agreeing this process in advance would be appreciated (AP3.1ii), as well as
alleviating any sense of being “pressurized” to discuss plans to return.
Additional feedback from the consultation highlighted support needs of colleagues
returning from M/AL. This is another area where the buddy scheme will provide
additional and consistent support for a Returner (put into immediate effect for our
recent M/AL Returner; November 2016), however further suggestions emerged from
the consultation.
The University Working Parents Group provides peer support to all working parents
across campus, and our on-site nursery is used by several colleagues, to add flexibility
to their work/life commitments. Furthermore, parents of school-age children are
supported via university play-schemes during Easter and Summer vacations.
A new university level initiative aims to support ‘Academic Returners’, via a
fellowship that reduces teaching/administrative workload enabling more focus on
research ‘momentum’ for 6-12 months. One (of 1) new M/AL has requested this. At
present, this covers academic staff with a combined research and teaching contract,
excluding those on different contract types (AP3.6).
AP3.6 Explore Academic Returners Fellowship Scheme for teaching-focused
colleagues.
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(iv)

Maternity return rate
Provide data and comment on the maternity return rate in the department.
Data of staff whose contracts are not renewed while on maternity leave should be
included in the section along with commentary.

Since 2012–13, 5 colleagues have taken ML, with no instances of AL; all are academic
staff (2 on combined research/teaching academic contracts, 1 on a teaching-focused
contract and 2 on research-focused contracts), with a 100% return rate. No contracts
have fallen due for renewal during these periods of ML.
Figure 17: Maternity and Paternity leave in the Department (2013-2016), by
staff category. There were no requests for Adoption leave during this period.

(v)

Paternity, shared parental, adoption, and parental leave uptake
Provide data and comment on the uptake of these types of leave by gender and
grade. Comment on what the department does to promote and encourage takeup of paternity leave and shared parental leave.

Between 2012/3 - 2015/6, no colleagues took paternity, shared parental, adoption
or parental leave; however, this year a male Assistant Professor is attending
antenatal appointments and planning his paternity leave. The Department has
ensured that access to institutional information on these opportunities is signposted
(via staff intranet) to all staff, and is flagged up during New Starter inductions.
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(vi)

Flexible working
Provide information on the flexible working arrangements available.

The Department recognizes the benefits of more flexibility in the workforce; for
diversity, recruitment, retention and staff morale/performance. Consequently, a
number of options for ‘formal’ flexible working are available, including unpaid leave,
reduced hours, seasonal hours/term-time-only working, staggered hours, flexi-time,
job-sharing, compressed hours, and homeworking. Formal applications for these
arrangements are made to the HoD. Fifty percent of support staff (5/10) have
engaged with flexible working, via PT working arrangements negotiated with their
line manager (eg DA or IT Manager). Four successful applications have been made in
the last 3 years by academics; this low number may be due to: i) inherent flexibility
in academic work, and ii) departmental emphasis on an informal, supportive, and
flexible environment.
Four female academics have made use of this arrangement since 2013, following
return from M/AL (2 at 0.6fte, one 0.7fte and one 0.8fte); another recent appointment
successfully requested a 0.9fte contract. One male colleague works at 0.8fte, to meet
family commitments. Examples of informal departmental arrangements include
academic staff working from home on a regular basis (eg one day each week); support
staff are able to adopt this flexibility for specific tasks/commitments, at the HoD’s
discretion. At present, most academic staff use this opportunity, at least on an ad hoc
basis. Specifically, 10 have young children (<10 years old), and use this flexibility to
meet associated commitments. Solutions for short-term requirements (eg family
illness) are made informally, as required.
Although informal practices function well, there is the question of whether
informality enhances clarity, transparency and consistency across the Department.
To address this, a whole Department consultation on flexible working will canvas the
best means to ensure fair and consistent working practices (AP3.5).
AP3.5 Evaluation of suitability of current flexible working practices.
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(vii)

Transition from part-time back to full-time work after career breaks
Outline what policy and practice exists to support and enable staff who work parttime after a career break to transition back to full-time roles.

The university encourages flexibility in all working practices to reflect diverse needs;
thus, staff can request a change (increase or decrease) in contracted hours at any
point. We recognize this is likely to be influenced by caring responsibilities and
outside commitments- and thus, potentially impacted by gender. Negotiations take
place through the individual’s line manager and are accommodated where possible.
PT to FT transitions vary, dependent on whether they result from previous requests
for permanent or temporary adjustment. Only temporary adjustment to contracts
can revert to original hours without official HR review; permanent changes require
formal scrutiny, in order to make a decision on future working hours. Both instances
are carefully considered, with shortfalls in funding covered by sources such as grant
funding, changes in contracts and maternity cover. Information pertaining to career
breaks is signposted on the departmental staff intranet.
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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.

We are proud of our emphasis on informality, flexibility and support, inculcating a
strong sense of community. Our small size (in comparison with ‘peer’ departments, eg,
Birmingham, York, Nottingham) enables focus on integration via initiatives from WaCC
(eg DPM scheme), NSS Integration committee (eg Year Group Coordinators) and SSLCs
(eg new feedback forms). This ethos is mirrored in Departmental managerial style,
being as inclusive and transparent as possible. One example involves the Senior
Management Committee restructure, promoting diversity of representation and
avoiding gender, age or seniority bias (see Section 5.4.iii). An Away-Day off campus
(July 2016) provided an opportunity for debating and refreshing policy initiatives with
all staff. This was seen as a good opportunity to “share ideas”, and to enjoy “… do[ing]
something together”, particularly “off campus” (Away-Day Feedback, July 2016).
However, recent staff consultations (PULSE Survey 2015/16; Staff Away Day, July
2016) have highlighted several key issues for departmental focus. For example, issues
such as important meetings being scheduled in conflict with childcare needs, and
increasing pressures on work/life balance (<50% of staff reported effective work/life
balance; PULSE 2015/6). This challenge been met by adoption of a ‘core hours’ working
policy (i.e. availability 10.00-15.00, and flexibility around this), clearly communicated to
all (staff, affiliates, students etc)
Similarly, our practice of community celebration of individual and group success
ensures both achievements and challenges are equally supported by our community.
These are publicized via email announcements, Departmental plasma screen,
newsletter and celebration events, both formal and informal (eg Faculty of Science
Thesis prize (2014) Joana Lourenço; Best Clinical Science Poster Prize Fatanah
Ramlee; 9th Congress of the European Pain Federation (2015); Three Minute Thesis
Finalist; Melissa Colloff (2016)). The practice has been appreciated, but also
challenged to be more inclusive (eg PULSE, Away-Day consultations 2016). For
example, representation of UG, Support & Professional, and Teaching-focused
achievements has been less prevalent.
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This community-focus is fostered by the range of academic and social events run on
a regular basis. These include:
•

•

•

Seminars (internal and external speakers; research and impact-focused), to
which all members of the department are welcomed, including postseminar subsidised meals.
Social events (eg Staff/Student Mixers, football matches, bake sales, quiz
nights). An end-of-term festive event, Departmentally, attracts
approximately 30 staff (15 female).
Informal gatherings in the Departmental Common Room (eg, Bring & Share
lunches (Summer 2016 - 10 participants; 5 female); student-led events eg
around the launch of the student magazine “Cognoscenti” where free
refreshments were available.

These events enhance interaction between different Departmental groups, and
individuals within those groups, with suggestions sought at the end of each academic
year for improvements to the events calendar (improving diversity and inclusivity of
provision; in 2016, staff/student netball was incorporated into our programme).
Wherever possible in inviting departmental guests (eg external speakers), we aim to
include both diversity and balance. For example, in the current year’s schedule, we
have an approximately equal split of males and females (8 women/7 men for the
2016/17 series). Our first speaker is presenting during school half term, and is
bringing along her child, as part of our aims to support colleagues with childcare
commitments.
Nonetheless, we recognize that current practices lack strong evidence of their
effectiveness, and may be too informal (AP2.10).
AP2.10 Ensuring inclusive social calendar for Department that encourages full and
positive engagement
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(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.

With WaCC involvement, integrating efforts in E&D issues, Dignity at Warwick and
associated HR policies is more straightforward. Effective departmental representation
across gender, role and seniority has enabled frank discussion of these issues and the
means by which we identify/combat potentially problematic practices within
departmental culture. For example, WaCC has formally endorsed Dignity at Warwick
principles, and has started implementing these in day-to-day measures (eg
nominating a Departmental Dignity at Warwick Champion). The aim is to enable
signposting to Dignity resources (eg the 23 university-trained Dignity Contacts) and
greater interaction with annual events such as the Dignity in Mental Health Day
(18/11/15) or institutional Respect Day (16/11/16). These principles have been
displayed prominently on the departmental website, and posters are displayed in the
Common Room, and in 3 other central department locations.
Key E&D initiatives and updates are communicated to all staff by the central E&D
team, which has representatives in all academic and service departments.
Departmental E&D representatives communicate E&D events, updates on
policies/legislation to all staff; for example, via the standing item at our Departmental
Council and Departmental Management meetings. Similarly, HR policy updates are
conveyed by the DA at Staff Meetings or via email, and via dedicated webpages on
the staff intranet, with special ‘Window on Warwick’ sessions provided by HR to
ensure access to information about initiatives/policy. All senior managerial staff (eg
HoD, Deputy HoD, RGHs) are continually updated on important HR policies to ensure
implementation. Furthermore, all staff involved in recruitment and appointment
activities are required to undergo specialist recruitment E&D training, via an online
module.
The training has been rolled out to all panel members (early 2016), and chairs of
panels check that this training is completed. Completion of a general E&D module is
a requirement for all staff (current participation rate 87%; November 2016 see Figure
18), and is part of departmental induction process for new starters.
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Figure 18: Departmental Equality and Diversity Online module training
participation

Furthermore, in line with our commitment to values of Diversity and Inclusion in
Departmental practice, we have recently made completion of the general E&D
module compulsory for researchers who use the electronic participant
recruitment system (SONA), and for all PGR students, as part of their training. An
additional need has been identified to tie E&D values into ethical requirements
for research (eg, prior to ethical approval for all studies); this is currently being
developed with the University of Warwick HSSREC (AP7.5).
AP7.5 Relevant E&D training to be made a mandatory part of any
institutional level ethics applications.
(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.

Membership of committees is selected primarily (and evaluated) in 3 ways:
1. Specific departmental role (eg HoD or Research Group Head).
2. Specific expertise (eg SWG).
3. Fair workload practices (i.e. assessment of duties via WLM).
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Eleven departmental committees (2 sub-groups; SWG and Extenuating
Circumstances Sub-Committee) can be divided into managerial governance,
practical governance and administrative categories; Managerial committees are
considered most influential. Gender of Committee Chairs is shown in Figure 19. All
committees are scrutinized for potential sources of imbalance/bias (i.e. by gender,
seniority etc), and where possible, this is remedied. It should be recognized that this
imbalance cannot always be addressed, although this is an ongoing objective,
particularly in a department where men occupy many of the senior roles.
Figure 19: Structural Diagram of the Department of Psychology showing the
gender split of Key Administrative Roles in 2016.
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For example in early 2015, the Senior Management Committee was seen
departmentally (informal individual consultations with incoming HoD;
January/February 2015) as being unrepresentative (i.e. dominant senior/senior
male academic presence), and was remodelled to include more diversity (see Table
15 and Figure 20). Wherever imbalance is substantial (eg the Research Committee,
reflecting the current gender balance in professoriat), this is noted and formally
recorded by the HoD, who has undertaken to report this to the WaCC each academic
year to discuss appropriate actions. In addition, the HoD has committed to refresh
committee structure or rotate colleagues through these roles, where possible, or
recruit membership where imbalance can be redressed more radically (AP2.5
above).
Table 15: Gender composition of main Departmental committees showing
numbers of males/females (2013-2016). Of note, gender balance has
improved on the Management Committee during this time, but balance of the
WaCC (see Section 3) and Research Committee remains under scrutiny.
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Figure 20: Percentage split of males and females on Departmental
Committees (2013-2016). Staff are seconded onto Committees by role, but as
more women are taking on senior departmental roles (eg Senior Tutor, Impact
Officer), gender balance on Committees is improving (eg the percentage of
women on the Management Committee has increased from 13% (2013) to 45%
(2016). This reflects the number of female academics in the Department more
accurately (48%).

Departmentally, we endeavour to introduce more diversity (eg considering protected
characteristics as a whole) and to avoid stereotyping through gendered roles (eg
women automatically given ‘caring roles’). Committee overload is addressed by a
transparent WLM, discussion in DPRs and informal discussions (Section 5.4.v).
(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?

All academic and professional support staff are eligible, and encouraged, to
participate in university and external committees, particularly where their expertise
or professional development furthers the aims of those bodies. Currently, 15
members of academic staff serve on University level panels. There are 5 women and
5 men on bodies with financial/managerial decision making responsibility (eg UG and
PG Faculty Boards, Ethics Committee). There are 3 women and 5 men on advisory
forums (eg, Employability, Equality and Diversity, Race Charter). In addition, a female
reader has recently been appointed Deputy Head of the Faculty of Science. This
demonstrates clear impact of female colleagues beyond the department, with
approximate parity in university/faculty representation, and strong presence
externally.
Allocation of university committee membership(s) as ‘administrative duties’ is made
via the WLM (i.e. capacity of the individual in terms of current load), and evaluation
of individual attributes/skill set. Senior support staff (eg DA, IT Manager) are
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encouraged to engage similarly, but junior colleagues are less encouraged to do this.
(AP2.5 above and AP2.8, below).
AP2.8 Encouragement of all academic and administrative/support staff in Universitywide professional development beyond the Department.
The focus here is to enable development beyond stereotyped roles, (eg, beyond
‘support-only’ roles such as minute-taking or organizing attendance), and that the
contribution of every staff member is recognized and valued. This is particularly
important considering that our departmental support staff community is
predominantly female (8 female, 2 male).
Volunteers that act as representatives for the department and/or faculty are
particularly encouraged, and these activities considered as part of an individual’s
professional development. For example, Elisabeth Blagrove represents the Teachingfocused academic staff on the Institutional Athena SWAN Working Group, and the
department on the OCR Psychology A-Level Forum.
(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.

As an essentially ‘neutral’ working practice (adopted after the 2012 Bronze Athena
Award), operation of the WLM aims to allocate duties to academic staff (Teachingfocused and Combined, but not Research-focused) in a fair and transparent manner.
It includes all quantifiable teaching, administrative and research duties for academic
staff, aiming for fairness across seniority, gender and contract type. Teaching duties
include lecturing, other ‘presentation’ (eg seminars, practical classes), and associated
tasks (eg project supervision, module convening, marking). Responding to student
queries and personal tutor duties are included in this category, and ‘double-loading’
is offered for initial presentations of material (i.e. an original module presentation,
and its assignments). Administrative duties are represented, as are funded research
hours and PGR supervision. Generally speaking, a combined teaching-research role
will assume a 60:40 split of these duties respectively.
Workload per se, is not currently a fundamental component of DPR or assessment for
promotion. However, types of roles allocated to individuals, successful performance,
and appropriateness of allocation, are raised as part of these processes. This evaluation
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provides a basis for self-nomination (and subsequent HoD endorsement) for annual
merit pay.
Success of the development of WLM:
Overall, a transparent WLM has been welcomed by colleagues. A consultation
(October 2016, 40% response rate) indicated that 100% of respondents considered
the WLM was transparent, with information readily accessible. Data from the
Department’s Time Allocation Survey (2016) showed that our teaching-research split
mirrored our WLM allocation within 1% accuracy. However, only 60 % of respondents
believed the WLM was used equitably or effectively. Although ‘fairness’ is inherently
striven-for, clearly, this is driven by participants’ perception. Thus, where individuals
disagree (with allocated duties/specific designated workload), this is discussed with
Derrick Watson (WLM Co-ordinator, Deputy HoD). The Departmental Management
Group regularly reviews the larger loading tasks on the model and agrees alterations
(AP2.5 above).
NB Although gender information was requested in the recent consultation,
options for ‘other’ and ‘prefer not to say’ were also included for best practice and
ensuring confidentiality. Thus, gender of respondents is not reported.

(vi)

Timing of departmental meetings and social gatherings
Describe the consideration given to those with caring responsibilities and parttime staff around the timing of departmental meetings and social gatherings.

Meetings:
Most departmental committee meetings are organized by committee chairs or
secretaries, according to members’ needs (i.e., canvassed by email, or in person),
allowing flexibility in meeting other constraints. However, reflection on established
ad hoc practice has led to recent development of a meetings calendar (September
2016), collated before the academic year starts, and circulated to all staff to facilitate
planning and consultation. Furthermore, the adoption of clear core hours following
departmental consultation (Section 5.4.i) has meant rescheduling of many meetings.
For example, departmental (Council) meetings are scheduled at the same time each
term (Wednesday, Week 4, 13.00 - 15.00), within core hours and when no teaching
is timetabled. This facilitates predictability for colleagues, and attendance levels
essential for high participation and representation across the Department (50%
male/female attendance at May 2016 Council meeting: 80% of staff attended).
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Social Events:
Social events are scheduled within the working day if possible, with a calendar of
planned events, made available to all staff at the start of the academic year, and termly
(if events are planned during the year). Colleagues are encouraged to feed back about
scheduling informally via email, and formally to the WaCC, at the end of the academic
year. Reminders of events are sent out by email, with usually 2-4 weeks notice.
Overall, this aims to facilitate inclusivity, for example, enabling PT colleagues (and those
with caring responsibilities) to participate. The nature and ‘target audience’ for each
event is varied, to ensure a broad spectrum of interest (reflecting diversity of the
individuals involved). In 2016, social events included:
• Staff/Student sports matches (football, netball)
• Staff/Student mixer events eg, Christmas Quiz Night (Staff, UGs, PGs)
• Weekend research-focused retreat at Cumberland Lodge (co-organized by the
department and UG-led Psychology Society)
• Psychology Ball (organized by the UG-led Psychology Society)
• Examiners Dinner
• Post Away-Day Social (Attendance: 85% of female academics/95% of male
academics- July 2016)
Currently, participation is not recorded at these events, reflecting both informality and
additional workload involved. However, evaluating attendance rates by gender,
participant type etc is an important audit point for departmental practice.
Furthermore, it is important to consider whether all colleagues experience this
flexibility in a positive manner, or whether the current arrangements are enhancing
inclusivity and diversity in the way intended. Qualitative data (Away Day feedback; July
2016) illustrates conflicts in these considerations (eg “Better on campus”, “Good to be
off campus”).
A handful of annual events are compulsory for staff attendance and out of normal
hours. Support staff attendance is incentivised via enhanced payment for additional
hours, whereas for academics, these are added to the WLM, double-weighted, and
shared amongst staff, with the exception of specific roles (eg, Admissions Tutor,
Module Examiners). These events are confined to activities such as Admissions Open
Days (3 Saturdays each year) and Saturday examinations. Acknowledging that
attendance depends on goodwill, and should be: i) shared fairly/transparently amongst
colleagues, and ii) sensitive to family, cultural and other commitments, attendance for
academics is allocated by rota (or arranged cover). Attendance at examinations is
module-specific for each examination, with cooperative cover facilitated between
colleagues. No gender or seniority bias is evident (Review of 2 years’ Rota records;
October 2016).
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(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.

Institutionally, Warwick is proud of its AS Silver award, and much effort is made to
embed those principles across all levels of the university (eg, senior management
structure, Senate etc). Warwick values these principles, particularly in the way they
are actively encouraged at a local level via the role models and ambassadors chosen
to represent it (eg Impact Award Winners, UG National Conference Attendees etc).
Figure 21: Example of role modelling by female Psychology member of staff:
presenting The Warwick Christmas Lecture series 2016 on behalf of the Science
Faculty.

Departmentally, all events where public engagement is anticipated are organized
with focus on inclusivity and diversity (i.e. diversity across academics, support staff
and UG/PG students). However, this will formally be reported to WaCC AP4.1.
AP4.1: Record of external role models invited to the Department to give
seminars and other presentations, kept by gender and other characteristic
relevant to Equality and Diversity. Reported to WaCC.
Publicity materials make effective use of diversity within our departmental
population. These are monitored continually by staff responsible for internal and
external communication (eg IT Manager, Recruitment Committee Chair, HoD etc),
to ensure balance. For example, Summer 2016 has seen production of new publicity
materials, including Departmentally-proportionate gender split and multiple
ethnicities.
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(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.

In 2015-16, the Department engaged in 13 individual events: 7 led solely by a female
academic; 1 led solely by a male academic; and 5 further events involving 5 men and
4 women. Audiences were approximately gender-balanced, although more female
students were apparent at small group events. Overall WP activity data (from
institutional HEFCE returns) are available, but so far have not included these details,
AP8.2.
AP8.2 Reporting on institutional WP/Outreach activities by gender of
attendees
The Department has participated in several large-scale outreach events ensuring
effective representation of departmental diversity. This includes national events (eg
The Big Bang Fair, with the British Psychological Society; The Cheltenham Festival of
Science, Warwick ‘What-if?’ Zone) and development of discipline-specific schemes (eg
The Solihull Sixth Form College Psychology Research School) aimed at A-Level
students. The Big Bang Fair involves extensive collaboration between our Department
(and 4 others) and the BPS, to ‘showcase’ psychology at a 4-day national science fair
(Students: Key Stages 1-5), at the National Exhibition Centre. Where students
volunteer their time, this is recognized by formal thanks from the HoD and/or
acknowledgement by senior staff (eg Year Group Tutors, Directors of UG/ PG Studies)
and tokens of appreciation (eg book vouchers, ‘Thank you’ events etc).
However, increased departmental participation is needed, and recently, been
embedded within performance evaluation for academic staff. We give an allocation
of discretionary funding (for research/teaching activities) to academics, where (in
part) they demonstrate participation in outreach, public engagement and impact
activities (2015/6; 4 women, 5 men). This evaluation process is transparent to all
staff, and designed to maximize engagement, whilst recognizing functional
constraints resulting from contract terms, Departmental roles and outside
commitments.
(7042 words)
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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.

Athena SWAN provides a critical benchmark for our department. We draw on our
experience as psychologists, with a social/cross-cultural psychologist as HoD, to
recognize that inclusivity of all colleagues is essential for a smooth-running and
successful department. Self-evident in key areas such as recruitment and promotion
(where gender issues are particularly prominent), this also rests on appropriate
organisation and culture.
Small acts can maintain this momentum. Replacing many individually-labelled milk
bottles with a free milk scheme is more than symbolic but represents commitment
to a sense of common purpose across the department. In a rapidly-changing
academic environment, common purpose is critical; work relations may become
fractious with increasing demands, with community and equality suffering first.
Our department has made major strides in encouraging collegiality (eg, buddying
schemes for New Starters, grant-writing, and those seeking promotions.) We strive
to ensure duties are equitably and transparently distributed, and that clear
mechanisms exist to deal with any potential conflict/dissatisfaction. We aim to
promote an atmosphere where all students feel confident in their contribution to
the Department. We move forward, with enthusiasm and focus, aspiring for a
department with greater levels of equality, diversity and community.

(192 words)
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Key outputs and
milestones

Success criteria
and outcomes.

Job title
(Initials)

End

Rationale

Start

Priority

Planned action/
objective

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).

University of Warwick Psychology Department:
Athena SWAN Bronze Application Plan 2016 -2020
The overall Action Plan is prioritised in order of the 8 areas where the Psychology Department feels most work is needed to meet Athena Swan objectives.
1.
2.
3.
4.
5.
6.
7.
8.

Recruitment of academics to senior posts
Support for career advancement for existing members of staff.
Support for flexible working and return from maternity/adoption leave and paternity leave.
Encouragement of students into the academic pipeline, and the transition from PhD to postdoctoral research posts.
Transition from postdoctoral positions to first Assistant Professor (research and teaching) posts.
Development of more gender balance in the student population
Embedding Athena Swan principles in the culture of the Department
Outreach

P71
P73
P76
P79
P80
P81
P82
P84

Actions within each section have been given a priority grading according to achievability and timeframe.
Priority Ranking
1

Prioritisation
High priority action requiring urgent attention

2

Significant action requiring attention

3

Aspirational actions over the longer term

Psychology Bronze Athena SWAN Action Plan. Please contact the University of Warwick’s Central Equality and Diversity Team for this document if required.

