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1.       LETTER OF ENDORSEMENT FROM THE HEAD OF DEPARTMENT 
Recommended word count:  Bronze: 500 words  |  Silver: 500 words 

 

I am delighted to offer my full support for this Athena SWAN Silver Award Application.  On a 

personal level I have led by example and since becoming Head of Department in 2017, I have put 

9ǉǳŀƭƛǘȅΣ 5ƛǾŜǊǎƛǘȅ ŀƴŘ LƴŎƭǳǎƛǾƛǘȅ ό95Lύ ƳŀǘǘŜǊǎ ŀǘ ǘƘŜ ŦƻǊŜŦǊƻƴǘ ƻŦ ŜǾŜǊȅ ŀǎǇŜŎǘ ǘƘŜ 5ŜǇŀǊǘƳŜƴǘΩǎ 

business, mandating that it is a standing agenda item in committee meetings, particularly in our 

management team meetings.  I have ensured that there is gender representation on all our 

decision-making committees, and that representatives from these committees (usually the 

chairs) are part of the departmental EDI committee.  EDI Matters have been included at the top 

of the agenda of Board of Studies meeting in my time as HoD.  

I have been an active participant in meetings of the EDI and AS committees to reflect on our 

progress against our 2017 Action Plan, as well as to identify challenges that need to be addressed 

and identify new opportunities.  We have much to celebrate as a Department, including: the 

number and value of grant applications led by female academics staff is level with male 

counterparts; from 2018-2021 (inclusive) 47% of PhD recruits accepting a place in Chemistry have 

been female; and our 2020 staff culture survey showed significant positive shifts in perception 

of EDI matters and improved confidence in reporting unwelcome behaviour.  

We continue to attract excellent undergraduate and postgraduate students and have 

successfully addressed the leaky pipeline in female participation up to postdoctoral researcher 

level.  EDI awareness is now embedded in the handbooks for new starters and their induction 

process. Progress to address the gender imbalance in academic staff has been slower, but has 

moved in a positive direction and I am delighted that this includes four new female professors in 

chemistry since 2017.  

Of course, there is plenty of work remaining to do, and new challenges ahead, but I am happy 

that this is a fair and accurate analysis of our work against the AS2017 plan and look forward to 

receiving feedback from the panel.   

  

Yours sincerely,  

  

Karl S. Coleman  
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As incoming HoD I fully endorse this application and our continuing ambitions to improve EDI in 

the department.  I have a longstanding commitment to EDI matters, having been the 

departmental EDI chair in my previous role in Earth Sciences at Durham University.  I welcome 

this opportunity to share best practice between departments including delivering regular EDI 

bulletins to raise awareness of our activities, development of a wellbeing room, and build on the 

work of my predecessors and support an inclusive department where all staff and students feel 

welcome and able to thrive. In the last 4 months, a professor and an associate professor, both 

female, have been appointed, improving the gender balance of outstanding scientists in the 

department Under my headship, we will continue to prioritise making Durham chemistry a 

welcoming and inclusive community where people can receive an exceptional education and 

conduct world-leading research regardless of their gender. 

  

  

H. Chris Greenwell  

 

491 Words 
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2.       DESCRIPTION OF THE DEPARTMENT 
Recommended word count:  Bronze: 500 words  |  Silver: 500 words 
 

GLOSSARY  

[2017/X.Y] Action X.Y of 2017 AS Action Plan HR Human Resources 

ADR Annual Development Review IAS Institute for Advanced Studies 

AFHEA 
Associate Fellow of the Higher Education 
Academy 

KIT Keeping In Touch 

ASAPIG 
Athena SWAN Action Plan Implementation 
Group 

KTP Knowledge Transfer Partnership 

AS Athena SWAN  L&T Learning and Teaching 

AT Academic Track MAB Management Advisory Board 

BBRSC 
Biotechnology and Biological Sciences 
Research Council 

NEBOSH 
National Examination Board in 
Occupational Safety and Health 

BOSIC Board of Studies In Chemistry NERC Natural Environment Research Council 

BPPS Business Process & People Services NVQ National Vocational Qualification 

BSI Biophysical Sciences Institute OAG Outreach Advisor Group 

BTEC Business & Technology Education Council OHS Occupational Health Service 

CDT Centre for Doctoral Training PDRA Postdoctoral Research Associate 

CIPD 
Chartered Institute of Personnel and 
Development 

PG Postgraduate Students 

DEI Durham Energy Institute PGCAP 
Postgraduate Certificate of Academic 
Practice 

DoE Director of Education PGR Postgraduate Research  

DoR Director of Research PGT Postgraduate Taught 

DPPC 
Departmental Promotion and Progression 
Committee  

PT Part-time 

DTP Doctoral Training Partnership REF Research Excellence Framework 

DU Durham University RIS Research and Innovation Services 

EDI Equality, Diversity and Inclusion RL Research Leave 

EPSRC 
Engineering & Physical Sciences Research 
Council 

RSC Royal Society of Chemistry 

EU European Union SAT Self-Assessment Team 

FHEA Fellow of the Higher Education Academy SP Supported Progression 

FT Full-time STEM 
Science, Technology, Engineering and 
Mathematics 

FTE Full-time Equivalent TRTS 
Technical Research and Teaching 
Services 

GAP Gateway to Academic Practice UB Unconscious Bias 

GCRF Global Challenges Research Fund UG Undergraduate Students 

GDPR General Data Protection Regulation UKRI 
United Kingdom Research and 
Innovation 

H&S Health and Safety WISE Women In Science & Engineering  

HESA Higher Education Statistics Agency WP Widening participation 

HoD Head of Department   



 
 

4 
 

Note ς Gender data collected as male/female does not include the genders of all members of 

the department.  Our 2021 EDI culture survey indicated 6/268 identified as non-conforming, non-

binary or other, separately from those who chose not to declare their gender.  Further 

breakdown was not possible while maintaining anonymity, but we commit to supporting staff 

and students of all genders. 

We are proud to have engaged with the Athena SWAN Charter since 2014. Our department is 

ƻƴŜ ƻŦ ǘƘŜ ¦YΩǎ ƭŜŀŘƛƴƎ ŎƘŜƳƛǎǘǊȅ ŘŜǇŀǊǘƳŜƴǘǎΣ ǊŀƴƪŜŘ нnd in the UK for Chemistry (Guardian 

2021 league).  We attract around 120 outstanding (A*AA) UG students annually, who enjoy 

excellent employment prospects (86% of 2017-18 graduates in employment or PG study within 

15 months of graduation).  Our flexible course design can allow students to transfer between BSc 

and MChem degrees at any time up to the start of year 3. Around 120 natural sciences students 

also undertake chemistry as part of their degree each year.  Since 2009, 5 of our students (3F, 

2M) have won the prestigious Salters Award for outstanding chemistry graduates.   

The department is sited at a single location and has a social space (Musgrave Room), offering 

free tea and coffee.  Staff and students use this space for tea/coffee breaks, meetings, social 

gatherings, informal seminars, training workshops and themed coffee-morning events. There is 

also a multipurpose welfare room open to all staff and students.  

 

Academic track όά!¢έύ ǎǘŀŦŦ ƛƴ ǘƘŜ ŘŜǇŀǊǘƳŜƴǘ ŀǊŜ ǎǳōŘƛǾƛŘŜŘ ƛƴǘƻ о ǘǊŀŎƪǎΣ ǿƘŜǊŜ άT&Rέ 

ŎƻƳǇǊƛǎŜǎ ǘǊŀŘƛǘƛƻƴŀƭ ŀŎŀŘŜƳƛŎ όǘŜŀŎƘƛƴƎ ŀƴŘ ǊŜǎŜŀǊŎƘύ ǊƻƭŜǎΣ άwέ includes research roles such 

as postdoctoral researchers (PDRAs) ŀƴŘ ǊŜǎŜŀǊŎƘ ŦŜƭƭƻǿǎ ŀƴŘ ά¢έ ŎƻƳǇǊƛǎŜǎ ǘŜŀŎƘƛƴƎ-focused 

roles.  

Professional and support services roles form two groups witƘƛƴ ǘƘŜ ¦ƴƛǾŜǊǎƛǘȅΩǎ Wƻō CŀƳƛƭƛŜǎΥ 

¶ Ψ.ǳǎƛƴŜǎǎ tǊƻŎŜǎǎ ŀƴŘ tŜƻǇƭŜ {ŜǊǾƛŎŜǎΩ (BPPS) supporting the student community, 

operations, learning and teaching and research functions  

¶ Ψ¢ŜŎƘƴƛŎŀƭΣ wŜǎŜŀǊŎƘ ŀƴŘ ¢ŜŀŎƘƛƴƎ {ŜǊǾƛŎŜǎΩ ǎǳǇǇƻǊǘƛƴƎ ǘŜŀŎƘƛƴƎ ŀƴŘ ǊŜǎŜŀǊŎƘ ƭŀōƻǊŀǘƻǊȅ 

activities, analytical services and building and infrastructure.   

[Actions]: are described in detail at 

the end of the document.  Specific 

Actions and Implementation are 

included in these text boxes. 
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The gender split of these groups within the department is depicted in Figure 2.1.  Values in bars 

are headcount (± change from 2016/17).  Since our 2017 Athena SWAN award, the staff gender 

balance within department has improved slightly through new starter diversity.   

 

Research-active staff may join one or more of our six research groups, which cover a broad range 

of chemical science, and are responsible for inviting a diverse range of seminar speakers. 

Teaching is divided between three sections (organic, inorganic, physical) where each section 

leader allocates teaching responsibilities.   

Committee membership is transparent and disseminated at Board of Studies in Chemistry 

(BOSIC). Since 2017 we have had gender representation on all departmental committees (Figure 

2.2, %F in all sections are indicated in green boxes).[2017/3.9]  

EDI is a standing agenda item on all departmental committees. In 2018, the importance of 

working towards a diverse and inclusive department led to the workload of chairing EDI 

committee and the SAT being split between two co-chairs. All members of the department can 

request funding to support EDI-related activities. 

Workshops on EDI and Unconscious Bias (UB) are 

available to all Departmental staff and PGR students.  

PGR students trained through our two Centres for 

Doctoral Training receive additional EDI-awareness 

training (to be extended to all incoming students [Action 4A]). 

In response to Covid pandemic, the department set up an emergency response team (10M, 3F, 

with representation from AT, BPPS and TRTS staff) that met regularly to ensure best possible 

delivery of teaching to students, access to facilities within safety limits, and inclusion of EDI 

considerations at all stages in this process. 

861 words 

205 (+6)

62 (+5.5)

25 (-3)

31 (+4)

5 (-)

7 (+1)

43 (+5)

283 (+41)

74.5 (-2.5)

28 (+2)

35 (-6)

1(-)

34 (-2)

70 (-8)

-100 -80 -60 -40 -20 0 20 40 60 80 100

undergraduate

postgraduate

TTRS & BPPS

AT "R"

AT "T"

AT "T&R"

AT (total)

Figure 2.1.  % Gender split of Department of Chemistry by role 
2020/21.

%F %M

[Action 4A]: EDI face-to-face induction 

for incoming UG students and PG 
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238 words

Graduate Studies 
Committee

DoPGS, Staff and PGR reps

1F, 12% F, 

11 total
3F, 27% F

8 Total, 
0F

11 total 
1F, 9% F

Teaching section representatives

a) Level 1,2 committee b) Level 3,4 committee

c) Level 4 project 
moderators

Exam Committee

Figure 2.2.  Chemistry Department Structure 2021/22

Head of Department

Board of Studies in 
Chemistry

Academic Staff and others

Research Committee

DoR, HoD, RGLs

Education Committee

DoE, HoD, Sec, Sec BoS, SHs, 
Chair BoE, DoUGs

Health & Safety Committee

Staff, PGR, PDRA and special 
area reps

Board of Examiners in 
Chemistry

Chair BoE, Sec BoE, DoE, 
Module Leaders

Soft Matter Surfaces  
Interfaces

Functional Molecules & 
Materials

Computational and 
Dynamics

Bioactive Chemistry & 
Synthesis

Physical Organic and 
Assembly

Catalysis & Sustainable 
Chemical Processes

Research Groupings Staff Student Consult 
Committee

DoE, Staff, UG year reps

Teaching Sections

Inorganic and materials

Physical and theoretical

Organic and biological

Equality, Diversity & 
Inclusion

Staff, PGR, PDRA and UG 
student reps

Athena Swan Sub 
Committee

HoD, DoR, DoE, Dept& HR 
admin, Uni rep

+ 3 Senior Academic Staff

Department Progression Committee
Management Advisory 

Board

HoD, DoR, DoE, DoPGS, 
DoUGS, Sec BoS+ invited

1F, 14%F

3F, 38% F

18F, 29% F 15F, 28% F

1F, 10% F 3F, 23% F2F, 22% F

a) 3F, 60% F b) 1F, 20% F c) 2F, 22% F

20 Total
6F, 30% F

14 Total
3F, 21% F

11 Total 
0F

4F, 29% F

2F, 13% F

7F, 36% F

8F, 53% F

14F, 58% F

7F, 44% F

Outreach

Staff

2F, 67% F

Ethics

Staff + lay member

1F, 33% F
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3.       THE SELF-ASSESSMENT PROCESS 
Recommended word count: Bronze: 1000 words  |  Silver: 1000 words  
 

(i) a description of the self-assessment team; 

 

¶ EDI committee (9M,14F) and Athena SWAN Action Plan Implementation Group (ASAPIG: 

(8M,7F) formed, representation from. 

o all staff and student groupings,  

o diversity in seniority (UG to professor),  

o race  

o gender  

o LGBT   

o Part-time staff 

¶ Most staff have caring roles. 

¶ ASAPIG reviewed delivery against AS2017 actions, reforming as the SAT (Figure 3.1) in 

early 2021 focusing on future plans  

¶ Opportunities to join the EDI committee and SAT were advertised openly.   

¶ In the last year, 4 committee positions rotated as a result of staff changes (Figure 3.1). 

 

 

 

Bronze actions: 

¶ [2017/1.1] Formation of a diverse balanced EDI committee 

¶ [2017/1.11] Ensure female representation on decision making committees 

¶ [2017/1.3] Monitor EDI data and report to department 

¶ [2017/1.4] ά95L ƳŀǘǘŜǊǎέ ƛǎ ŀ ǎǘŀƴŘƛƴƎ ƛǘŜƳ ƻƴ ŀƭƭ ŘŜǇŀǊǘƳŜƴǘŀƭ ŀƎŜƴŘŀǎ 

Bronze impacts: 

¶ The maintenance of the committee structure is essential for delivery on our 

actions. 
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Picture Name, Departmental & SAT Roles, personal 
circumstances 

 

Ritu Kataky 
Professor (T&R), P/T.  
 

 

John Sanderson 
Associate Professor (T&R)  
 

 

Matt Kitching 
Assistant Professor (R).  
 

 

 

Director of Research 
 
 
Graham Sandford (until 2021) 
Professor (T&R) 
 
 
 
Jan Verlet (2021 - ) 
Professor (T&R) 
 

 

Pippa Coffer  
Assistant Professor (T).  
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Head of Department 
 
Karl Coleman (until 2022) 
Professor (T&R),  
 
 
 
 
Chris Greenwell (2022 - ) 
Professor (T&R) 
 

 

Richard Thompson 
Associate Professor (R)  
 

 

Nicola Bramfitt  
Learning and Teaching (LT) Manager (BPPS 
staff) 
 

 

Director of Education.  
Andy Hughes 
Associate Professor (T)  
 

 

Lizzie Amies Department Manager. (BPPS)  
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 Likta Milian  
Academic (T)  
 

 

[ǳƪŜ hΩ5ǊƛǎŎƻƭƭ 
PDRA (R), now Teaching Fellow (T)  
 

 

PhD students 
 
Jack Fradgley 
(until 2021) 
 
 
Robert Ives 
(since 2021) 

 

Kerry Strong TRTS staff  
 

 

Russell Taylor  
Academic (T & R) 
 

 

Amy Hall  
Postdoctoral researcher (R). 
 

Figure 3.1 The Self-Assessment Team, June 2021. 
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¶ We have 44%F representation on SAT and have slight female overrepresentation (61%) 

on EDI committee (female staff and students were more proactive in responding to 

opportunities advertised). 

¶ EDIC and SAT met regularly, using Teams during the pandemic, Figure 3.2. 

¶ Continuous gender representation on all departmental committee since 2017.  Workload 

arising from gender representation is shared between senior staff. 

¶ Interconnected committee structure has helped with monitoring progress against 

AS2017 plan, and communication of EDI Matters across committees. 

¶ EDI matters reported by every subcommittee to BOSIC since 2017. 

¶ Representation from student, BPPS, TRTS, postdoctoral as well as AT staff has brought 

diversity of perspective, e.g. around access to laboratories and services during Covid 

lockdowns. 

Remaining challenges and Future actions 

Our fixed committee structure with representation 

from other committees and indefinite membership 

for volunteers ensures continuity and 

intradepartmental communication.  However, with 

the ambition of making EDI culture something that 

all staff and student to participate in, we now 

recognise that regular rotation of roles on EDI committees is essential for wider engagement. 

[Action 4I] 

  

 

 

 

Figure 3.2   EDI Committee meeting by Teams, 2020

 

[Action 4I]: Regular rotation of 

leadership roles to enable better 

resilience in staff structure and support 

development through opportunities. 
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(ii)  an account of the self-assessment process. 

The EDI or its sub-committees typically meet 4-6 times per year to review implementation of the 

current action plan and to discuss wider EDI & intersectional issues.  Meetings are scheduled into 

the departmental Sharepoint calendar, so that all staff are aware of these meetings and can 

request issues to be included on the agenda, even if they are not formally part of the committee.  

Minutes and contact details of committees are shared on Chemistry SharePoint and reported to 

BOSIC termly. The committee provides regular updates on Athena SWAN and EDI matters to All-

staff meetings, which began online during the pandemic.  Regular EDI-related activities and 

events are part of mainstream news on the Departmental Twitter feed (Figure 3.3).  Committee 

membership and links to policy statements are on the EDI section of the Departmental website.  

The SAT has sought input from members of the ¦ƴƛǾŜǊǎƛǘȅΩǎ ŎŜƴǘǊŀƭ EDI team and exchanged 

ideas and best practice with EDI leaders at Northumbria University and the University of 

Newcastle.  

  

 

 

The EDI committee ran staff culture surveys yearly from 2017-2021; the most recent two also 

including UG and PG students [2017/2.1].  Surveys were developed with support from the Faculty 

EDI committee, and new developments for the chemistry survey (e.g. including questions 

concerning culture and experience around socio-economic background) communicated to the 

faculty committee.   

Figure 3.3. @DurhamChemistry Tweets.
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Analysis of survey results has helped to evaluate the success of the AS2017 actions, departmental 

implementation of University policies and to identify new challenges.  While being careful to 

maintain anonymity, survey results were analysed and discussed at EDI committee. 

The submission and Action Plan have been developed in collaboration with representatives of all 

chemistry committees to define ownership and be confident of successful delivery in the coming 

years.  

 

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

Future actions  

To manage the process more efficiently progress on actions is built into our calendar.  We will 

continue to operate the interconnected committee structure, but with timetabling specific 

activities and reporting into a Departmental EDI calendar.  This calendar will include designated 

times to review progress against each of our actions and their impact.  We will set up focus 

groups and working groups to progress action points.  We will seek input from external experts, 

host regular invited speakers in the department, run shared events at faculty level and share our 

experience and expertise with partner organisations and other universities. 

[Action 4C] and [Action 4D] will be used to further improve the effectiveness of the SAT. 

 

 

 

713 words 

  

[Action 4D]: AS action plan reviewed by 

Dept Committee chairs, who become 

active in developing new actions. Action 

plan agreed by HoD that specific actions 

will be handed to those committees who 

have the responsibility for that area, feed 

back to the SAT on progress through their 

committee representatives, to 

mainstream EDI action across wider 

committee structure  

[Action 4C]: EDI committee with 2 co-chairs, 

representation appointed from departmental 

committee leads and volunteer staff/students 

from all main stakeholder groups meets termly.  

Co-chairs &, Appointed members appointed by 

HoD and remain on EDIC as long as they remain 

on their dept committees. (Typically 3 years). 

Other members reviewed annually. 
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4.       A PICTURE OF THE DEPARTMENT 

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

 

A breakdown by gender of our recruitment, retention and progression data at all levels was 

essential to identify where ŀŎǘƛƻƴǎ ǘƻ ǎǳǇǇƻǊǘ ŀƴŘ ŀŘǾŀƴŎŜ ǿƻƳŜƴΩǎ ŎŀǊŜŜǊǎ ǿŀǎ Ƴƻǎǘ ƴŜŜŘŜŘΦ 

 

 

Bronze actions: 

¶ Monitoring of relevant data [2017/1.3] 

Bronze Action Impacts:   

¶ Awareness of successes and problem areas for recruitment, retention and 

career pipeline as outlined in following subsections. 
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A       Student data 
 

(i) Numbers of men and women on access or foundation courses; 

n/a.  

(ii)  Numbers of undergraduate students by gender. 

Single-honours chemistry students register for a 3-year BSc or 4-year MChem.  The MChem 

degree has three options, where the final year is spent at Durham (MChem Dur), or at another 

international institution or in industry (Int and Indst) respectively (Table 4.1). 

 

¶ Women are slightly underrepresented on average. 

Year Degree Female Male %F

BSc (all) 55 64 46%

MChem Int 11 19 37%

MChem Dur 86 141 38%

MChem Indst 53 59 47%

total 205 283 42%

BSc (all) 42 60 41%

MChem Int 17 18 49%

MChem Dur 88 133 40%

MChem Indst 44 67 40%

total 191 278 41%

BSc (all) 47 57 45%

MChem Int 26 14 65%

MChem Dur 66 118 36%

MChem Indst 44 67 40%

total 183 256 42%

BSc (all) 40 40 50%

MChem Int 23 23 50%

MChem Dur 77 122 39%

MChem Indst 39 70 36%

total 179 255 41%

BSc (all) 39 40 49%

MChem Int 25 20 56%

MChem Dur 98 128 43%

MChem Indst 37 54 41%

total 199 242 45%

Table 4.1:Total headcount of BSc and MChem 

Students on UG courses by academic year and 

gender.  

2017 / 18

2016 / 17

2020 / 21

2018 / 19

2019 / 20
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¶ MChem Int had highest %F representation until recently, but numbers on this course are 

small. 

¶ %F on MChem Industrial has risen to 47% in last 2 years. 
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¶ Women are underrepresented in 8/9 years (Table 

4.2).  

¶ MChem route is more popular students 

increasingly applying for BSc [Action 3D] 

¶ Female UGs slightly underrepresented nationally  

¶ Representation in Durham is slightly below 

national average. (Figure 4.1). 

¶ The ethnic diversity of our UG students (Figure 4.2) is lower than many UK institutions 

but exceeds the regional population (Co.Durham >96% white) 

¶ The ethnic diversity of female UGs is slightly higher than males. 

¶ Female student headcount in chemistry has changed little (Durham and sector) in recent 

years.  Total number of male students in chemistry have increased in Durham, but 

decreased nationally, (HESA headcount 11060 in 2016/17 to 9645 in 2019/20 hence 

opposing trends in %F Figure 4.3. 
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Figure 4.1. Total student headcount numbers and %F 
compared to HESA sector average data for chemistry

F M %F UK %F

[Action 3D]: Seek feedback from students 

to establish reasons for choosing BSc over 

MChem and address any gendered 

patterns. Host event for MChem project 

students to discuss their projects & 

choices with Y2 students 
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¶ 0.2% (n=1) UGs identified as non-binary in entrance data, and 2% of UGs (n=3) in 2020, 

2021 surveys identify their gender as non-conforming or non-binary indicating increasing 

confidence in declaring. 

 

Table 4.3 summarises the gender balance of UG student recruitment [2017/2.2], along with 
decliner survey information [2017/2.3].   

BME
16% Other

1%

White
83%

UG 2015/16 - 2019/20
EU
4%

Int
9%

UK
87%

UG 2015/16 - 2019/20

Figure 4.2.  Racial & nationality distribution of DU Chemistry UG students.
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¶ Female students are consistently slightly more successful in receiving an offer 

¶ Male students are consistently more likely to apply, and in most recent years have been 

more likely to accept an offer than female counterparts. 

¶ Total applicants (M&F) have changed little over years. 
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Remaining challenges and Future actions 

¶ Slight under-representation of women at UG level; previous actions have not resolved 

this. 

¶ Recruitment is managed centrally since 2018 (department does not control offers). 

¶ Decliner survey results were not available by gender (2018), but one response (selected) 

indicated a need to be more welcoming.   

άL ŘƛŘ ƴƻǘ ŦŜŜƭ ǘƘŀǘ L ǿƻǳƭŘ Ŧƛǘ ƛƴ ŀǘ 5ǳǊƘŀƳ ¦ƴƛǾŜǊǎƛǘȅέ, 2018. 

In 2019, we improved open day events making them more inclusive.  Events included new 

interactive science demonstrations, ΨƳŜŜǘ ǘƘŜ ƳƻƭŜŎǳƭŜǎΩ, staff/students ΨƳŜŜǘ ǘƘŜ ǊŜǎŜŀǊŎƘŜǊǎΩ 

and ΨƳŜŜǘ ǘƘŜ ƳŜƴǘƻǊǎΩΦ  {ǘŀŦŦ Ǿolunteers ran informal tutorials, so that prospective students 

could experience our teaching environment first-hand.  We aim for a gender-balanced selection 

of open day volunteers.  Covid disruption reduced overall offer acceptances, but initial feedback 

from applicants was very positive:  

άThe practical labs and tutorials were very informative and really helped give a good feel for 

the department. The undergraduates were really useful to talk to and gave a good image of 

what life is like at DurhamΦέ (2019) 

and their parents/guests: 

άThere was a lot of information which put me at ease about my daughter coming here. Good 

presentations and staff.έ (2019)  

[Action 3A] aims to identify any gendered 

impact of open days on applications. 

 

 

[Action 3A]: Obtain and review gendered 

feedback on open day surveys to attract more 

even gender balance in UG recruitment, and 

ensure all persons in the department involved 

have received unconcious bias training.   
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Degree Attainment 

Overall degree attainment is similar for male and female students (Table 4.4, Figures 4.4-4.7): 

 

 

0

10

20

30

40

50

2012 2013 2014 2015 2016 2017 2018 2019 2020

%
F

 

year of application

Figure 4.3.  Comparison of %F recruitment for DU Chemistry 
and UCAS sector
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Bronze actions: 

¶ We have monitored UG performance by gender [2017/2.7] 

Bronze Action Impacts:   

¶ Monitoring helped to identify there are more extreme outcomes for male than 

for female students.  This has led to a new action for a curriculum review to 

determine any improvements to assessment strategy. 
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¶ More female students achieving good (1st/2.1) degree in all years.  

¶ Slightly more male students achieving 1st class degree in most years.  

¶ Since 2017, this gap has narrowed and in 2020 was reversed, Figure 4.7.    
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Figure 4.4 Degree outcomes by gender 2014/15 - 2020/21.  
Headcount for each classification are given in bars.
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Figure 4.6 MChem outcomes by gender 2014/15 - 2020/21. 
Headcount for each classification is given in bars.
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Figure 4.5 BSc outcomes by gender 2014/15 - 2020/21. 
Headcount for each classification is given in bars.
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¶ Covid changes to summative assessment processes due (2020 ς open book (unplanned), 

2021 ς open book (planned)) have made it difficult to assess longitudinal trends. 

Remaining challenges and Future actions 

¶ Dŀǘŀ ƛǎ ŎƻƴǎƛǎǘŜƴǘ ǿƛǘƘ ǘƘŜ ΨǾŀǊƛŀōƛƭƛǘȅ 

ƘȅǇƻǘƘŜǎƛǎΩ, where broader distribution 

of performance is seen in male than 

female students.  The longer tail in 

distribution of male performance at the 

higher end can lead to a higher 

proportion of male students in the top 

band when the cut-off is high. 

¶ Review the impact of Covid practices on 

student attainment [Action 3B] to 

determine opportunities for improved 

practice.[Action 3C]   

 

 

(iii) Numbers of men and women on postgraduate taught degrees.  

n/a.  

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

PGR recruitment data are summarised in Tables 4.5, 4.6, Figure 4.8. 

[Action 3B]:  Review gendered changes in exam 

results that arose from assessments during and 

after Covid pandemic.  Idenfity which changes 

might benefit gender and intersectional (with 

race, polar4 quintile) equality going forward 

 

[Action 3C] Increase data capture to 

include student performance and transfer 

between degree programs and recruitment 

by gender, ethnicity and POLAR quintile & 

intersections.  Identify and address factors 

behind any inequalities and what can be 

learned from years when inequalities were 

reversed.  Review staff and student inputs 

on timing and form of assessments. 
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¶ %F in PhD research fairly constant at 41-45% 

¶ Low numbers of MSc(res) but over 6 years, 10/29 students were female (34%) 

¶ Underrepresentation of females in postgraduate research, but no gendered pattern 

between MSc and PhD. 

¶ PGR students identifying their gender as non-binary, non-conforming or other was 5% 

(n=2) in 2021 survey. 
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Bronze actions: 

¶ Monitoring of relevant data [2017/1.3], including PG offers and acceptances 

[2017/2.9] 

¶ Improve recruitment with appropriate role models, leading to >40% F PG offers 

[2017/2.10] 

Bronze Action Impacts:   

¶ Before AS2017, %F PGR recruitment was low, with only 38%F applicants and 33%F 

acceptances in 2015.   

¶ An effort to improve gender balance of visible role models, and strong emphasis in 

EDI values in PG matters within department and CDTs has helped to redress the 

balance.  [2017/2.9, 2.10]   

¶ Since 2017, applications and offers consistently exceed 40% [2017/2.10]).   

¶ %F acceptance has increased to 46.5% (2018-20), exceeding our target and the 

2019/20 sector average (43%,) [2017/2.9] 

¶ The correlation in %F between each stage of recruitment is strong with no 

gendered difference in acceptance/offers or offers/applications.   

o The increase in %F PGR recruitment, results from attracting more 

female applicants. 
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Remaining challenges and Future actions 

¶ ¢ƘŜ ¦ƴƛǾŜǊǎƛǘȅΩǎ 5ǳǊƘŀƳ 5ƻŎǘƻǊŀƭ 

Scheme supports exceptionally 

promising PhD candidates. From 2018 

to 2021, two female and seven male 

students were nominated.  Although 

numbers are small, the ratio is 

concerning.[2017/2.19] [Action 3H] 

seeks to address this. 
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Figure 4.10 Gender Split of %PGR Students who have 
completed their degree
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Bronze actions: 

¶ We monitored PGR completion rate by year and gender 

o [2017/2.11], Figure 4.10. 

Bronze Action Impacts:   

Monitoring has raised awareness that: 

¶ %F completion rates generally exceed %M completion rates. E.g. 100% F and 

87% of M completion among 2012/13 starters. 

¶ The gender balance of the last 7 annual Ken Wade (best thesis) prizewinners is 

3M,4F. 

¶ Median completion times are faster for female (4.1Y) than male (4.7Y) PGRs. 

¶ Withdrawals are not gendered (Table 4.7) 
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Remaining challenges and Future actions 

¶ Data available does not distinguish between courses and funders 12 months MSc(Res) 

and 36-48 months (PhDs). [Action 3F] addresses this.   

¶ It was difficult to identify reasons for PGR withdrawals as planned [2017/2.11].     

¶ Withdrawals often occur after the period of supervised study when the student has left 

Durham.  [Action 3G] and [Action 3E] evaluate this further. 

 

 

 

 

 

 

[Action 3F]: Post Graduate committee 

to provide completion rates and 

recruitment by gender and ethinicity 

[Action 3G]: Carry out exit survey for all 

PGR students 3 months prior to end of 

period of supervised study.  Grad Studies 

Comm to review reasons for delayed 

completion annually and make 

recommendations to BOSIC.  Handbooks 

updated with assessment critera.  Invite 

PGRs withdrawing from degrees to 

provide details of circumstances. 

[Action 3E]: Focus group to 

evaluate PGR outcomes and form 

remedial plan to support timely 

completion of research degrees. 
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(v) Progression pipeline between undergraduate and postgraduate student levels. 

Many students change institution between UG and PG studies, and data available on graduate 

destinations is broken down by gender, Figure 4.11.    

¶ Around 20% of our graduates (BSc and MChem) went on to further study 

o No clearly gendered pattern was apparent.   
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Figure 4.11  15 month Graduate Outcomes for 2017-18 & 
2018-19 Durham Chemistry leavers.  Number of respondents 

are given in bars.

2017-18 Female (64%) 2018-19 Female (50%)

2017-18 Male (54%) 2018-19 Male (64%)

Figure 4.12. Racial & nationality distribution of DU Chemistry PG Students
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The postgraduate ethnic and nationality diversity (Figure 4.12) exceeds our UGs, (Figure 4.2), 
and resembles the national average (HESA chemistry 2020/21=18%).  The proportion of BME 
female students is somewhat higher than males. 

Figure 4.13 shows that when the gender balance for PhD intake is compared with gender balance 
for MChem intake, offset by 4 years to enable comparison between cohorts; there is no leaky 
pipeline. 

 

 

B       Academic and research staff data 
 

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

!ŎŀŘŜƳƛŎ ǎǘŀŦŦ ŀǊŜ ŜƳǇƭƻȅŜŘ ƻƴ ŜƛǘƘŜǊ ǘŜŀŎƘƛƴƎ ŀƴŘ ǊŜǎŜŀǊŎƘΣ ά¢ϧwέΣ ǊŜǎŜŀǊŎƘ ƻƴƭȅ άwέ ƻǊ 
ǘŜŀŎƘƛƴƎ ƻƴƭȅ ά¢έ ŎƻƴǘǊŀŎǘǎΦ  Academic AT roles are related to grades as defined in Table 4.8, and 

staff numbers on each track by gender and year are summarised in Table 4.9 and Figure 4.14. 
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¶ Women are slightly underrepresented on άwέ ǘǊŀŎƪ (includes postdocs), but the gender 

balance resembles PG and UG. 

¶ ά¢έ track is dominated by female staff but balance has improved with 2M appointees in 

2021, not captured in Table 4.8 census data.  

¶ άT&Rέ ǘǊŀŎƪ is dominated by male staff, with %F slightly below HESA average. 

o Census data excludes 3 new T&R appointments (2F, 1M) from 2021/22 

o Staff can now move between tracks (since 2021), and promotion has been possible 

in every track since 2017. 

¶ [Action 2C] addresses recruitment process. 

    

Contract Type Gender 2015/16 2016/17 2017/18 2018/19 2019/20 2020/21

2015 

/16 

HESA

2019 

/20 

HESA

Female 28 27 25 27 30 31 605 590

Male 40 41 39 39 38 35 1455 1350

% Female 41% 40% 39% 41% 44% 47% 29% 30%

Female 4 5 5 5 5 5 65 120

Male 0 1 0 1 1 1 120 185

% Female 100% 83% 100% 83% 83% 83% 35% 39%

Female 7 6 6 6 7 7 250 280

Male 35 36 35 35 34 34 1155 1125

% Female 17% 14% 15% 15% 17% 17% 18% 20%

Female 39 38 36 38 42 43 925 975

Male 75 78 74 75 73 70 2730 2655

% Female 34% 33% 33% 34% 37% 38% 25% 27%

Research only 

"R"

Teaching only 

"T"

Teaching and 

Research "A"

Total Academic 

Staff "ART"

Table 4.9: All Academic Staff by Contract Type and Gender 

 

[Action 2C]: Review recruitment process 

with newly appointed staff to idenfity 

areas for improvement in process. 
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¶ The number of female and male AT has changed slowly over the last five years ς low 

turnover ς but %F has risen slightly to 37%. 
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Figure 4.14.  Numbers of female and male staff (in bars) and 

%F (lines) by contract type
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¶ Female representation ƻƴ άwέ ǘǊŀŎƪ has risen most, reaching 47% in 2020/21.  This is 

consistently above the national average (34%) and that for chemistry in Russell group 

universities (33%).  

¶ άT&Rέ ǘǊŀŎƪ staff numbers have improved very slightly with female representation 17% 

in 2019/20. Only 3 academic appointments (1F, 2M) were made from 2017-2021, so the 

effectiveness of our actions is unclear.  Combined with teaching track staff, female 

representation is 26%. This is near the national average (29%) and slightly above that for 

Russell group universities (20%) for staff in student-facing roles.   

   

Full Time and Part Time  

 

¶ On άRέ and άT&Rέ tracks, female staff are more likely to be part-time than male staff.   

¶ On άTέ track, data are insufficient for gendered patterns, but there are a greater 

proportion of PT than other tracks. 

¶ [Action 4J] needed to distinguish 

experiences of PT chemistry staff, based on 

their overall DU contract. 

 

 

 

Track Gender
Full Time / 

Part Time

2015 / 

16

2016 / 

17

2017 / 

18

2018 / 

19

2019 / 

20

2020 / 

21

Full Time 24 22 22 24 28 27

Part Time 4 5 3 3 2 3

% PT 14% 19% 12% 11% 7% 10%

Full Time 39 40 34 36 34 34

Part Time 1 1 4 3 4 1

% PT 3% 2% 11% 8% 11% 3%

Full Time 3 3 3 3 3 3

Part Time 1 2 2 2 2 2

% PT 25% 40% 40% 40% 40% 40%

Full Time 0 0 0 1 1 1

Part Time 0 1 0 0 0 0

% PT - 100% - 0% 0% 0%

Full Time 4 4 4 4 5 4

Part Time 3 2 2 2 2 3

% PT 43% 33% 33% 33% 29% 43%

Full Time 33 32 31 30 28 27

Part Time 2 4 4 5 6 7

% PT 6% 11% 11% 14% 18% 21%

Table 4.10: Full Time and Part Time Staff by Track, Gender and Year 

Teaching & 

Research 

Female

Male

Research 

Female

Male

Teaching

Female

Male

 

[Action 4J]: Modify staff culture survey 

to distinguish between PT Chemistry 

staff with FT DU contract and PT staff 

with PT DU contract. Highlight 

aggregation issue to those in 

university who provide annual data. 
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AT Staff by Contract Type (Teaching, Research or Teaching & Research) 

 

¶ Data for <Grade 7 are scattered with few staff (KTP associates, teaching assistants) 

¶ %F above grade 7 is low 

o Major factor behind gender pay gap 

¶ There is a leaky pipeline in female representation with representation falling with 

increased seniority. 

¶ %F has steadily increased at Grade 10 (Figure 4.15, dashed line). 

¶ Promotion from lower grades (7, 8) has been slower.  

 

 

 

 

 

Grade Gender
2015 / 

16

2016 / 

17

2017 / 

18

2018 / 

19

2019 / 

20

2020 / 

21
6y Avg.

Female 2 5 0 1 3 1 12

Male 6 6 4 1 4 1 22

% F 25% 45% 0% 50% 43% 50% 35%

Female 29 24 25 25 26 30 159

Male 35 34 29 34 30 30 192

% F 45% 41% 46% 42% 46% 50% 45%

Female 3 3 5 6 7 6 30

Male 5 8 12 10 10 10 55

% F 38% 27% 29% 38% 41% 38% 35%

Female 4 5 4 3 3 1 20

Male 12 11 10 11 10 8 62

% F 25% 31% 29% 21% 23% 11% 24%

Female 1 1 2 3 3 5 15

Male 17 19 19 19 19 21 114

% F 6% 5% 10% 14% 14% 19% 12%

Table 4.11: All AT Staff by Grade and Gender

< Grade 7

Grade 7

Grade 8

Grade 9

Grade 10
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¶ T&R track includes for most staff on grades 8, 9 and 10.   

¶ %F in professorial positions has increased but representation is still low. 
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Figure 4.15  % Female staff by year and grade
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Grade Gender
2015 / 

16

2016 / 

17

2017 / 

18

2018 / 

19

2019 / 

20

2020 / 

21

Female 2 1 0 0 0 0

Male 2 1 0 0 0 0

% F 50% 50% - - - -

Female 0 0 1 1 2 2

Male 4 5 7 6 6 6

% F 0% 0% 13% 14% 25% 25%

Female 4 4 3 2 2 1

Male 12 11 10 11 10 7

% F 25% 27% 23% 15% 17% 13%

Female 1 1 2 3 3 4

Male 17 19 18 18 18 20

% F 6% 5% 10% 14% 14% 17%

Grade 7

Grade 8

Grade 9

Grade 10

Table 4.12: Academic ñT&Rò track Staff by Grade and Gender
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¶ Representation of male staff in T track is low 

¶ Most senior staff in T positions are female 

¶ There has been a slight increase in the number of T staff over this period, now including 

4 women in permanent positions. 

¶ Although the gender imbalance is concerning, the predominance of senior women in 

these student-facing roles does enhance visibility of women in leadership positions. 

  

Grade Gender 2015/16 2016/17 2017/18 2018/19 2019/20 2020/21

Female 3 4 3 2 2 2

Male 0 1 0 1 1 1

% F 100% 80% 100% 67% 67% 67%

Female 1 0 1 2 2 2

Male 0 0 0 0 0 0

% F 100% - 100% 100% 100% 100%

Female 0 1 1 1 1 0

Male 0 0 0 0 0 1

% F - 100% 100% 100% 100% 0%

Female 0 0 0 0 0 1

Male 0 0 0 0 0 0

% F - - - - - 100%

Grade 7

Grade 8

Grade 9

Grade 10

¢ŀōƭŜ пΦмоΦ  !¢ ά¢έ ǎǘŀŦŦ ōȅ ƎŜƴŘŜǊ ŀƴŘ ƎǊŀŘŜΦ
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¶ ¢ƘŜ !ŎŀŘŜƳƛŎ άwέ ǎǘŀŦŦ ƎǊƻǳǇƛƴƎ ƛǎ ŘƻƳƛƴŀǘŜd by PDRAs, mostly at Grade 7 and some 

research assistants and KTP associates <Grade 7. 

¶ Women are better represented than sector average but still slightly under-represented. 

¶ Small numbers above grade 8, and no staff at grade 9. 

   

  

Grade Gender
2015 / 

16

2016 / 

17

2017 / 

18

2018 / 

19

2019 / 

20

2020 / 

21

Female 2 5 0 1 3 1

Male 6 6 4 1 4 1

% F 25% 45% 0% 50% 43% 50%

Female 24 19 22 23 24 28

Male 33 32 29 33 29 29

% F 42% 37% 43% 41% 45% 49%

Female 2 3 3 3 3 2

Male 1 3 5 4 4 4

% F 67% 50% 38% 43% 43% 33%

Female 0 0 0 0 0 0

Male 0 0 1 1 1 1

% F - - 0% 0% 0% 0%

< Grade 7

Grade 7

Grade 8

Grade 10

Table 4.14: Research only Staff by Grade and Gender
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¶ Ethnic diversity among staff is low (HESA average comparison, 15% Asian, 1% Black, 2% 

Mixed, 2% Other, 10% Unknown). 

¶ Some increase in ethnic diversity over 5 years 

¶ Greater ethnic diversity among female staff than male, arising significantly from 

international PDRAs. 

Year Ethnicity Total % Female % Male %

Asian 13 8% 5 7% 8 8%

Black 0 0% 0 0% 0 0%

Mixed 2 1% 1 1% 1 1%

Other 2 1% 1 1% 1 1%

Unknown 4 2% 1 1% 3 3%

White 149 88% 59 88% 90 87%

Asian 14 8% 6 9% 8 8%

Black 3 2% 2 3% 1 1%

Mixed 2 1% 1 2% 1 1%

Other 2 1% 1 2% 1 1%

Unknown 3 2% 1 2% 2 2%

White 146 86% 55 83% 91 88%

Asian 12 7% 7 11% 5 5%

Black 1 1% 0 0% 1 1%

Mixed 1 1% 0 0% 1 1%

Other 1 1% 1 2% 0 0%

Unknown 4 2% 2 3% 2 2%

White 144 88% 56 85% 88 91%

Asian 22 13% 12 18% 10 10%

Black 2 1% 1 2% 1 1%

Mixed 0 0% 0 0% 0 0%

Other 2 1% 1 2% 1 1%

Unknown 4 2% 2 3% 2 2%

White 133 82% 49 75% 84 86%

Asian 21 12% 12 17% 9 9%

Black 2 1% 1 1% 1 1%

Mixed 0 0% 0 0% 0 0%

Other 4 2% 3 4% 1 1%

Unknown 4 2% 2 3% 2 2%

White 138 82% 51 74% 87 87%

Asian 20 12% 11 16% 9 9%

Black 2 1% 1 1% 1 1%

Mixed 0 0% 0 0% 0 0%

Other 4 2% 3 4% 1 1%

Unknown 7 4% 3 4% 4 4%

White 133 80% 50 74% 83 85%

Table 4.15.  Ethnicity of all chemistry staff by year and gender

2020 / 

21

2015 / 

16

2016 / 

17

2017 / 

18

2018 / 

19

2019 / 

20
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Overall Academic Pipeline 

The academic career pipeline, Figure 4.16, shows similar %F (41±3%) from undergraduate up to 

and including PDRA positions in recent years.  There is a significant drop in %F from PDRA to 

Assistant professor and then further decreases to higher academic grades.  This decline is 

gradually improving through our bronze actions on recruitment and promotion. [2017/3.6-3.11]   

SILVER APPLICATIONS ONLY 

There is no formal route for TRTS staff to transition into academic roles.  Many TRTS staff make 
significant contributions to teaching including lecturing, lab-organisation, postgraduate training 
courses and research contributions, which leads to co-authorship of publications. 

(ii) Academic and research staff by grade on fixed-term, open-ended/permanent and zero-hour 
contracts by gender. 

Zero-hours contracts are not used within the department.   
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¶ Similar %M &%F staff on fixed-term contracts, predominantly in research. 

¶ Smaller numbers of fixed-term teaching staff, but %F is generally lower than %M. 

¶ No άT&Rέ staff on fixed-term contacts except for probation. 

Most vacancies are for fixed-term (postdoctoral) positions. 

Line managers are contacted by HR when the employee is within 6 months of the contract end 

ǘƻ ƛŘŜƴǘƛŦȅ ƻǇǇƻǊǘǳƴƛǘƛŜǎ ǘƻ ŎƻƴǘƛƴǳŜ ǘƘŜƛǊ ŜƳǇƭƻȅƳŜƴǘΦ ¢ƘŜ ¦ƴƛǾŜǊǎƛǘȅΩǎ Ǌedeployment process 

prioritises staff at risk of redundancy through fixed-term contracts or inability to continue in their 

present role through medical grounds.  The policy is publicly available. New posts are first 

advertised internally, and filled this way where possible.  Data comparing success rates for 

internal and external candidates indicates that this mechanism helps with staff retention.(Table 

4.17)  There are no clear gendered patterns in these data. 

Fixed 

Term

Perma-

nent

% 

Fixed 

Term

Fixed 

Term

Perma-

nent

% 

Fixed 

Term

Fixed 

Term

Perma-

nent

% 

Fixed 

Term

Female 25 3 89% 1 3 25% 0 6 0%

Male 35 5 88% 0 0 - 0 35 0%

Female 24 3 89% 1 4 20% 0 5 0%

Male 37 4 90% 1 0 100% 0 36 0%

Female 22 3 88% 1 4 20% 0 5 0%

Male 34 5 87% 0 0 - 0 35 0%

Female 24 3 89% 1 4 20% 0 5 0%

Male 35 4 90% 1 0 100% 0 35 0%

Female 27 3 90% 1 4 20% 0 6 0%

Male 35 3 92% 1 0 100% 0 34 0%

Female 29 2 94% 1 4 20% 0 6 0%

Male 32 3 91% 0 1 0% 1 33 3%

Table 4.16. Number of Staff on Fixed Term and Open Ended Contracts by Career 

"T&R" staff"R" staff "T" staff

2017 / 

18

2018 / 

19

2015 / 

16

2016 / 

17

Year Gender

2019 / 

20

2020 / 

21
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Recruitment measures taken since 2017 [2017/3.1-3.4] have successfully increased the 

proportion of female staff.  However, most vacancies are fixed-term (postdoctoral) positions; 

hence, %F in fixed-term roles has also increased. 

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

p
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Female 14 12 12 86% 100% 86%

Male 18 15 11 83% 73% 61%

Unknown 0 0 0 - - -

%Female 44% 44% 52%

Female 126 13 4 10% 31% 3%

Male 368 22 5 6% 23% 1%

Unknown 37 5 0 14% 0% 0%

%Female 24% 33% 44%

2016 

/20 

External

Table 4.17 Success rates for internal and external candidates in PDRA 

roles

2016 

/20 

Internal

F M F M F M F M F M F M

Staff 28 40 27 41 25 39 27 39 30 38 31 35

Leavers 8 10 9 15 7 11 5 7 4 8 7 12

Leaving 

Rate
22% 20% 25% 27% 22% 22% 16% 15% 12% 17% 18% 26%

Staff 4 0 5 1 5 0 5 1 7 2 7 2

Leavers 0 0 0 1 1 0 0 0 1 1 1 0

Leaving 

Rate
0% - 0% 50% 17% - 0% 0% 13% 33% 13% 0%

Staff 7 35 6 36 6 35 6 35 7 34 7 34

Leavers 0 0 0 1 0 1 0 1 0 0 0 0

Leaving 

Rate
0% 0% 0% 3% 0% 3% 0% 3% 0% 0% 0% 0%

Table 4.18 Leavers and Leaving Rates for Staff by Career Path and Gender

2020/212019/20

"R" track

"T" track

"T&R" track

Career Path
2015/16 2016/17 2017/18 2018/19
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¶ From 2016-2021, only three !ŎŀŘŜƳƛŎ άT&Rέ ǎǘŀŦŦ ƘŀǾŜ ƭŜŦǘ ǘƘŜ ŘŜǇŀǊǘƳŜƴǘ (all male).  

Two FT retired and one PT (overall FT joint appointment with another department) 

moved to another UK University.   

¶ Five ǎǘŀŦŦ ŦǊƻƳ ά¢έ ǘǊŀŎƪ όнaΣ 3F) left but with small number of teaching staff, firm 

conclusion concerning gender cannot not drawn.  

¶ 85 ǎǘŀŦŦ ŦǊƻƳ άwέ ǘǊŀŎƪ ό45M, 40F) left the department.  Of these, 83 had fixed-term 

contracts.   

¶ No apparent gendered pattern in leavers is seen.  

2028 words 
 
 
 
 
 
 
 
 
 

5.       {¦tthw¢LbD !b5 !5±!b/LbD ²ha9bΩ{ /!w99w{ 

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

A       Key career transition points: academic staff 
 

(i) Recruitment.   

In 2016/17 Female staff were underrepresented, particularly in academic (14%) and research 

(40%) posts (Table 4.8).  Relatively few female candidates apply (17%T&R, 24%R, Tables 5.1,5.2) 

but they are more successful in receiving offers (33%T&R, 46%R). 
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Remaining challenges and Future actions 

¶ Shortlisted female applicants are more likely to be appointed than male applicants 

(47%:27%) 

Bronze actions: 

¶ All staff involved in interviewing for any position must complete training in UB and 

EDI [2017/1.5,1.6,3.3].   

¶ Search teams and shortlisting panels have gender representation and are encouraged 

to proactively seek female applicants.[2017/3.1, 3.2]   

¶ Interview panels are gender-balanced [2017/3.2]  

Additionally: 

¶ All interviews now include at least one EDI-themed question 

¶ Advert text targets underrepresented groups:   

o ά!ǇǇƭƛŎŀǘƛƻƴǎ ŀǊŜ ǇŀǊǘƛŎǳƭŀǊƭȅ ǿŜƭŎƻƳŜ ŦǊƻƳ ǿƻƳŜƴ ŀƴŘ ōƭŀŎƪ ŀƴŘ ƳƛƴƻǊƛǘȅ 

ethnic candidates, who are under-represented in academic posts in the 

¦ƴƛǾŜǊǎƛǘȅΦέ  

¶ Since 2018, applicants for academic positions must prepare a statement outlining 

their commitment to EDI values.  Academic posts are advertised through WISE and 

the DiversifyChemistry.com network.  

Bronze Action Impacts:   

Data from 2015-2019, pre-pandemic indicate some positive impacts. (Table 5.1) 

¶ The proportion of female applicants increased from 13% to 20%.  These figures are 

now comparable to Bath (19%) and York (21%) Chemistry AS2018.   

¶ The proportion of female applicants shortlisted increased (16% 2018/19 versus 8% 

2015/16) 

¶ In 2020/21 there were two unsuccessful academic recruitment campaigns %F and 

overall applicant numbers were unusually low during the pandemic. 

We also recognise the high quality of female applicants to research positions (Table 5.2) 

¶ Female applicants are more likely to be shortlisted than male counterparts (18%:12%) 
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o We will review our shortlisting procedure to ensure an appropriate gender balance 

at shortlisting. 

¶ Gender balanced interview panels cause a disproportionate burden on the minority of 

current female staff. 

o Interview panels to include members from units/sections with a complementary or 

better gender balance.  These PDRAs and staff members from other departments. 

¶ The high quality of female applicants is apparent.  In order to continue to improve the 

gender balance among academic staff we must attract more female applicants. 

¶ The proportion of female applicants for 

academic roles is low and fell to 16% in 

2020/21.  Gendered impacts of the 

pandemic on academic careers are well 

documented (e.g. Lancet, 395 (2020) 1968.); 

[Action 2O], [Action 2B] and [Action 2A] 

seek to address this 

¶ [Action 4B] will address the lack of 

diversity in some of our research 

groupings. 

 

 

 

 

 

 

  

 

[Action 4B]: Review diversity of research 

groupings in chemistry during any 

restructuring, to avoid future silos. 

 

[Action 2A]: Focus group to review 

gendered coding for wording used in 

recruitment adverts 

 

[Action 2O]: Invite diverse range of 

seminar speakers and use these 

invitations to encourage promising 

candidates to apply for posts 

 

[Action 2B]: Conduct a review of new 

starters to find where they found posts 

advertised and if they were aware of policy 

to advertise in WISE/Diverse chemistry.  

Review effectiveness of advertising 

through WISE/Diverse chemistry networks 


