“Athena
SWAN

1. LETTER OF ENDORSEMENT FROM THE HEAD OF DEPARTMENT

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

| am delighted to offer my full support for this Athena SWAN Silver Award Applicaliora

personal level | have led lexample and since becoming Head of Department in 2017, | have put
9ljdzr f AleX S5AOBSNEAGE YR LyOfdzaAgAaie 095L0 YI
business, mandating that it is a standing agenda item in committee meetings, particalady
management team meetingsl have ensured that there is gender representation on all our
decisionmaking committees, and that representatives from these committees (usually the
chairs) are part of the departmental EDI committdeD| Matters have e included at the top

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

| 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 challenge=tthto 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 2018021 (inclusive) 47% of PhD neits 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 undergradeatand 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 addres®tgender imbalance in academic staff has been slower, but has
moved in a positive direction and | 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 challengeadatbut | 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 andaamntinuing ambitions to improve EDI in

the department. | have a longstanding commitment to EDI matters, having been the
departmental EDI chair in my previous role in Earth Sciences at Durham Univerggizome

this opportunity to share best practideetween departments including delivering regular EDI
bulletins to raise awareness of our activities, development of a wellbeing roonhuiftton the

work of my predecessors and support an inclusive department where all staff and students feel
welcome aml 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 Durhamemistry a
welcoming and inclusive community where people can receive an exceptional education and
conduct worldleading research regardless of their gender.

A Gan

H. Chris Greenwell

491 Words



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 High&ducation KIT Keeping In Touch
Academy
ASAPIG gt:;ir;a SWAN Action Plan Implementati KTP Knowledge Transfer Partnership
AS Athena SWAN L&T Learning and Teaching
AT Academic Track MAB Management Advisory Board
Biotechnology and Biological Science National Examination Board i
BBRSC Research Council NEBOSH Occupational Safety and Health
BOSIC Board of Studies In Chemistry NERC Natural Environment Research Coun
BPPS Business Process & People Services NVQ NationalVocational Qualification
BSI Biophysical Sciences Institute OAG Outreach Advisor Group
BTEC Business & Technology Education Coun OHS Occupational Health Service
CDT Centre for Doctoral Training PDRA Postdoctoral Research Associate
CIPD Chartered Institute of Personnel an PG Postgraduate Students
Development
DEI Durham Energy Institute PGCAP Postgraduate Certificate of Academ
Practice
DoE Director of Education PGR Postgraduate Research
DoR Director of Research PGT Postgraduate Taught
DPPC Departmental Promotion and Progressi PT Parttime
Committee
DTP Doctoral Training Partnership REF Research Excellence Framework
DU Durham University RIS Research and Innovation Services
EDI Equality, Diversity anthclusion RL Research Leave
EPSRC Engme_enng & Physical Sciences Rese RSC Royal Society of Chemistry
Council
EU European Union SAT SeltAssessment Team
FHEA Fellow of the Higher Education Academy SP Supported Progression
FT Fulkime STEM Science, TechnoIOQY, Engineering &
Mathematics
FTE Fultime Equivalent TRTS Technical ~Research and  Teach
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  ar
Innovation
H&S Health and Safety WISE Women In Science & Engineering
HESA Higher Education Statistics Agency WP Widening participation
HoD Head of Department
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Note ¢ Gender data collected as male/female does not include the genders of all members of
the department.Our2021 EDI culture survéydicated6/268identified as norconforming non-
binary or other, separately fromthose 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.

[Actions]: aredescribed in detail at
the end of the document. Specifig

Actions and Implementation are
included in these text boxes.

We are proud to have engaged with the Athena SWAN Charter since Qdtdepartmentis

2yS 2F GKS !'YQa fSIRAY3I kiYWWK ooiGaBistnR(Gualdiddl Y Sy (i 2
2021 league) We attractaround 120outstanding(A*AA) UG studentsannually who enjoy

excellent employment prospects (86% of 2a& graduates in employment or PG study within

15 months of graduation)Ourflexiblecoursedesigncanallow studentsto transfer between BSc

and MChem degrees at any time up to the start of yeakrdund 120natural sciences students
alsoundertake chemistry as part of their degreach year Since2009, 5 of our student§3F,

2M) have won theprestigiousSaltersAward for outstanding chemistry graduates

The departments sited ata single location and has a social spédeisgrave Room)offering

free tea and coffee.Staff and students use this space for tea/coffee breaksetings, social
gatherings, informbaseminars, training workshops atitemed coffeemorning eventsThere is
also a multipurpose wédre room open to all staff and students.

Multi Purpose
Welfare
Accommodation

Academictrack 0 a! 8@ bFTF Ay (GKS RSLINIYSy(d | NB&Ra dzo RA O
O2YLINRA&ASa UNIRAGAZ2YI I OF RS YhalWdesrésigdsch Olksughd | Yy R
aspostdoctoral researcher@DRAs) YR NBa S| NOK FStf26a-fousdd a¢é (
roles.

Professional and support services rolesntwo groupswiK Ay G KS | yAGSNBRAGRE Q&
f W.dzaAySaa t NROSaa (BPPEBRIppariSRthaf stider{t SommiuniyS a Q
operations, learning and teaching and research functions
f WSOKYAOFf S wSaSINOK FyR ¢SFEOKAY3a { SNBAOSAQ
activities, analytical services and building and infrastructure.
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The gender split adhesegroups within the department is depicted Figure 2.1 Values in bars
are headcount (£ change from 2016/17%ince our 2017 AthenaWANaward, thestaff gender
balance within department has improved slighityoughnew starterdiversity.

Figure 2.1. % Gender split of Department of Chemistry by role
2020/21.
AT (total) 43(+5) [T
AT "TER" 7 (+1) I
AT T 5.0 19
AT 'R s1(v)  NSSEGIN
TTRS & BPPS 25 (3) - 28(+2)
postgraduate 62 (+5.5) _
undergraduate 205 (+6) [N2es (AL
100 80 60 40 20 0 20 40 60 80 100
%Fm %M

Researckactive staff may join one or more of our six research groups, wiuel abroadrange

of chemical sciengeand are responsible for inviting a diverse range of seminar speakers
Teaching iglivided betweenthree sections (organic, inorganic, physical) where esettion
leader allocateteaching responsibilities

Committee membership is transparent amtisseminatedat Board of Studies in Chemistry
(BOSIE Since 2017 we have had gender representation on allntieyeatal committeegFHgure
2.2, % in allsections are indicated igreen boxe}s[2017/3.9]

EDI is asstanding agenda item on all departmental committe&s.2018 the importance of
working towards a diverse and inclusive department led to therkload of chairing EDI
committeeandthe SATbeing split between twao-chairs All members of thedepartmentcan
request funding to support EB¢lated activities.

Workshops on EDI and UnconscioBgs (UB are

availableto all Departmental staftnd PGR students
PGR students trained through otwo Centres for
Doctoral Training receive additional EAWareness
training (to be extendedo all incomingstudents[Action 4A]).

[Action4A]: EDIfaceto-face induction
for incoming UG students and PG

In response to Covid pandemic, the department set up an emergency responsdlieniBF,
with representation from A, BPPS and TRTS st#ift met regularly to ensure best possible
delivery of teaching to students, accessfazilities within safety limits, and inclusion of EDI
considerations at all stages in this process

861words



Figure 2.2.

Department Progression Committee

Chemistry Department Structure 2021/22

HoD DoR DoEDept& HR
admin, Uni rep

+ 3 Senior Academic Staff

3F, 38% F

Head of Department

1F, 14%F

Board of Studies in

Chemistry

Academic Staff and others

Management Advisory

Board

HoD, DoR DoEDoPG$S
DoUGSSedBoS+ invited

Board of Examiners in

Chemistry

Chair BoE, Sec BoE, DoH,

Module Leaders

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

Exam Committee

Teaching section representatives

a) Level 1,2 committee

b) Level 3,4 committee

18F. 29% F 15F, 28% F c) Level 4 project
’ moderators
I | | !
Graé:l: n?t;itst:;d'es Ethics Research Committee Equality, Diversity & Education Committee Outreach Health & Safety Committeg
Inclusion 14E. 58% F
’ Staff, PGR, PDRA and spe
DoPGSStaff and PGR repd | Staff + lay member DoR HoD, RGLS Staff, PGR, PDRA and U DRI AlelD) S, S50 |2ieis, <l B Staff R 5
Chair BoEDoUGs
student reps
| 7F, 44% F T
1F, 12% F, 1F, 33% F 1F, 10% F Athena Syvan Sub 2F, 22% F 2F, 67% F 3F, 23% F
| Committee I
Research Groupings SEL St“def“ Cosule Teaching Sections
Committee
11 total Soft Matter Surfaces Functional Molecules & 20 Total . .
3F. 27%F Interfaces Materials 6F, 30% F DoE, Staff, UG year reps Inorganic and materials 4F, 29% F
Computational and Bioactive Chemistry & . . 2F, 13% F
8 BOFtaI' Dynamics Synthesis 31: 12-?};‘]' . 8F, 53% F Physical and theoretical
' 7F, 36% F
11 total Physical Organic and Catalysis & Sustainable 11 Total Organic and biological

1F, 9% F Assembly Chemical Processes OF

238 words



3.

THE SEABSESSMENT PROCESS

Recommended word count: Bronze: 1000 words | Silver: 1000 words

(i) ad

escription of the selissessment team;

1
1
1
1

)l

Bronze action

[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

[2017/1.41695L YIFGGSNEE Aa F adlFyRAYy3 Al

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

1 EDI committee (9M,14F) and AtheB8&VANAction Plan Implementation Group (ASAPIG:

(8M,7F) formed, representation from
o all staff and student groupings,
o diversity in seniority (UG to professor),
0 race
0 gender
o LGBT
o Parttime staff
Most staff havecaring roles

ASAPIG reviewed delivery against AS2017 actions, reforming as thEi@A&& 8.) in
early 2021 focusing on future plans

Opportunities to join the EDI committee and S#dre advertised openly.

In the last year4 committee positions rotated as a result of staff chan(fegure 3.).



Picture

Name, Departmental &SATRoles, persona
circumstances

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

John Sanderson
Associate Professof &R

Matt Kitching
Assistant ProfessoR).

Director of Research

Graham Sandforduntil 2021)
Professor T&R

Jan Verlet (2021)
Professor T&R

Pippa Coffer
Assistant Professoff).




Head of Department

Karl Colema (until 202)
Professor T&R),

Chris Greenwell (2022)
Professor T&R

Richard Thompson
Associate ProfessoRY

Nicola Bramfitt
Learning and Teachin@.T) Manager (BPPS
staff)

Director of Education.
Andy Hughes
Associate Professor)

Lizzie AmiePepartment Manager BPPP




Likta Milian
AcademicT)

[ dZ] S h Q5 NA&aO2¢ f
PDRAR) nowTeaching Felloyr)

PhD studens

Jack Fradgley
(until 2021)

Robert Ives
(since 2021)

Kerry StronglRT Staff

Russell Taylor
Academic (T & R)

Amy Hall
Postdoctoral research€R)

"'\

Figure 3.1The SelfAssessment Teandune 2021.
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1 We have44%F epresentation onSATand have slighfemale overepresentation (61%)
on EDI committee(female staff and studentsvere more proactive in responding to
opportunities advetised).

1 EDC and SAT met regularly, using Teams during the pandeigice 3.2.

i Continuous gender representation on @ipartmental committee since 201 Workload
arising from genderepresentation isharedbetweenseniorstaff.

1 Interconnected committee structure hakelped with monitoring progress against
AS207Y plan, andcommunicationof EDI Mattersacross committees

1 EDI matters reported by every subcommittee to BG31€Ce 2017

1 Representation from student, BPPS, TRTS, postdoctoral as well as AT staff has brought
diversity of perspective e.g. around access taboratories and services during Covid
lockdowns

Ourfixed committee structure with representation
from other committees and indefinite membershiy
for  volunteers ensures continuity and
intradepartmental communication However,with
the ambition ofmaking EDI culture something tha
all staff and student to participate in, we no

recognise thategular rotation of roles on EDI committeesessentiafor wider engagement
[Action 41]

[Action4l]: Regular rotatia of
leadership roles to enable better
resilience in staff structure and suppd
development through opportunities.

l KITCHING, MAFTHEW O, ¥

Figure 3.2 EDI Committee meeting by Teams, 2020 '



(i) an account of the sefissessment process.

The EDobr its sub-committees typicallyneet4-6 times per year to reviewnplementation of the
current action planand to discuss wider EDI & intersectional issiMeetings are scheduled into
the departmental Sharepoint calendar, so thalt staff are avare of these meetings andan
requestissuedo beincluded orthe agenda, even if they are not formafigrt of the committee.
Minutesand contact details of committeesge sharedon ChemistrySharePoinand reported to
BOSIC termlyffhe committee provideregular updates on Athena SWAN and iEBtters to Al
staff meetings, which began online during tpandemic. RegularED#related activities and
eventsare part of mainstreannewson the Departmental Twitter feedrgure 33). Committee
membership and links to policy statements are on the EDI section of the Departmental website.
The SAT hasought input frommembers ofthe ! Yy A @S NB& A (EBI@amandl Sx¢hangedt
ideas and best practicavith EDI leaders at Northumbria University and the University of
Newcastle.

«  Durham Chemistry &I\ Durham Chemistry @burhamChemistry - Jan 1

‘l}v ® Year 12 students

3 Durham Ch

we
RTgroup @rit_group - Nov 26, 2021
Essential viewing on academic fairness in STEM from Prof Ritu Kataky

. Hadn't come across the Ball method before this, but that's very
much the point!

. youtube.com REMINDER

o Equality and Fairness in STEM: Academic Appropri...
o "51;/ To be treated equally and fairly is everyone’s
\ birthright. This series of animations foc

Figure 3.3. @DurhamChemistry Tweets.

Tuesday 8th March
INTERNZTIONZ1
WOMEN'S D2Y

The EDI committeean staff culture surveyyearly from20172021; the most recentwo also
including UG and PG studefi2917/2.1]. Surveysveredeveloped withsupportfrom the Faculty

EDI committee, and new developments for the chemistry survey (e.g. including questions
concerning culture and experience around seetmnomic backgroundjommunicatedto the
faculty committee.



Analyss ofsurveyresults hasielped to evaluatéhe success dhe AR017actions, departmental
implementation ofUniversity policiesand to identify newchallenges. While being careful to
maintain anonymitysurveyresultswere analysedand discussed &DI committee

The submission and Action Plaave been developed in collaboration witkpresentatives oéll
chemistrycommitteesto defineownershipand be confident of successful delivery in the coming
years

(i) plans for the future of the selissessment team.

Tomanage the processiore efficientlyprogresson actions is built into our calendar. We will
continue to operate theinterconnectedcommittee structure, but withtimetabling specific
activities and reportingnto a Departmental EDI calendaFhiscalendamwill include designated
times to reviewprogress againstach of our actionand their impact We will set upfocus
groups andvorking groupgo progress action pointsWe will seekinput from externalexperts,
host regular invited speakens the department, run shared events at faculty leagld share our
experience anexpertisewith partner organisations and other universities

[Action 4ClJand[Action 4D]will be used to further improve theffectivenesf the SAT.

[Action4Q: EDI committee ith 2 cechairs, [Action4D): AS action plan reviewed by
representation appointed from departmental Dept Committee chairs, who become
committee leads and volunteer staff/student: active in developing new actions. Actic
from all main stakeholder groups meets term plan agreed by HoD that specific actiol
Cochairs &, Appointed members appointed | @  will be handed to those committees wt

HoD and remain on EDIC as long as they rer @ have the responsibility for that area, fee
on their deptommittees. (Typically 3 years) @ back to the SAT on progeethrough their
Other members reviewed annually. committee representative& to
mainstream EDI action across wider
committee structure

713words
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4. A PICTURE OF THE DEPARTMENT

Recommended word count: Brozz2000 words | Silver: 2000 words

A breakdown by gender of our recruitment, retention and progression data at all lexssls
essential to identifywheré OG A2y & (G2 &adzLlJl2 NI FyR | R@IFIYyOS 42Y

Bronze action

1 Monitoring of relevant dat§2017/1.3]

Bronze Action Impac

1 Awareness of successes and problem areas for recruitment, retention and
career pipeline asutlined in following subsections.




A  Student data

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

n/a.

(i) Numbers of undergraduate students by gender.

Singlehonours tiemistry studentsregister for a 3year BSc or ear MChem. The MChem
degree has three options, whethe final year is spent at Durham (MChem Duwr) at another
international institution or in industry (Int anbhdsf) respectively(Table 4.1).

Table 4.1:Total headcount of BSc and MChem
Students on UG courses by academic year and
gender.

Year Degree Female| Male | %F
BSc (all) 55 64 46%
MChem Int 11 19 37%
2020/ 21 |MChem Dur 86 141 38%
MChem Indst| 53 59 47%
total 205 283 42%
BSc (all) 42 60 41%
MChem Int 17 18 49%
2019/ 20 |MChem Dur 88 133 40%
MChem Indst| 44 67 40%
total 191 278 41%
BSc (all) 47 57 45%
MChem Int 26 14 65%
2018/ 19 |MChem Dur 66 118 36%
MChem Indst| 44 67 40%
total 183 256 42%
BSc (all) 40 40 50%
MChem Int 23 23 50%
2017/ 18 |MChem Dur 77 122 39%
MChem Indst| 39 70 36%
total 179 255 41%
BSc (all) 39 40 49%
MChem Int 25 20 56%
2016/ 17 |MChem Dur 98 128 43%
MChem Indst| 37 54 41%
total 199 242 45%

1 Women are slightly underrepresent&sh average.
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1 MChem Int had highest %F representation until recently, but numbers on this course are
small.

1 %F on MCherndustrialhas risen to 47% in last 2 years.

Table 4.2: Total headcount of BSc and MChem Students

recruited onto UG courses by year of entry gender.

Qualification Aim

Year of s E g
ear o © @
entry |Gender B.Sc |M.Chem| #© §-§
o

Female 25 36 51| 59.0%
2020 121 [Male 24 11 55 | 63.1%

%Female | 51.0% | 46.8% | 45.9%

Female 15 34 29 | 69.4%
2019 120 [Male 15 53 78| 80.8%

%Female | 50.0% | 35.1% | 38.6%

Female 19 39 58 | 67.2%
2018 119 Male 20 61 81 | 75.3%

%Female | 48.7% | 39.0% | 41.7%

Female 11 a1 52 | 78.8%
2017 118 |Male 17 44 61 | 72.1%

%Female | 39.3% | 48.2% | 46.0%

Female 12 32 14| 72.7%
2016 /17 [Male 12 61 75| 81.3%

%Female | 46.2% | 34.4% | 37.0%

Female 6 50 56 | 89.3%
2015 116 |Male 7 66 73| 90.4%

%Female | 46.2% | 43.1% | 43.4%

Female 11 38 19 | 776%
2014 115|Male 5 56 61 | 91.8%

%Female | 68.8% | 40.4% | 44.5%

Female 5 55 50 | 91.7%
2013 114|Male 8 56 64 | 87.5%

%Female | 38.5% | 49.5% | 48.4%

Female 6 53 59 | 89.8%
2012 113 [Male 13 45 58 | 77.6%

%Female | 31.6% | 54.1% | 50.4%




Women are underrepresented in 8/9 yedi&able
4.2). [Action 3D] Seek feedback from student:

to establish reasons for choosing BSc o
MChem route is more popular students MChem and address any gendered

increasingly applyinfpr BSdAction 3D] patterns. Host event for MChem projeci
_ _ students to discuss their projects &
Female UGs slightly underrepresented nationall choices with Y2 students

Representation in Durham is slightipelow
national average(Hgure 4.1).

The ethnic diversity of our UG studentadure 4.2 is lower than many UK institutions
but exceedghe regional population (Co.Durhan®6% white
Theethnic diversity ofemale UGs islightlyhigher than males.

Female studenheadcountin chemistry hachanged little (Durham and sector) in rete
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 %dFHgure 4.3

student headcount

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

300 60%
©
250 50% B
200 40% S
o
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UG 2015/16-2019/20 UG 2015/16-2019/20

Female UG 2015/16 - 2019/20

Figure 4.2. Racial & nationality distribution of DU Chemistry UG students.

1 0.2% (n=1) UGs identified as Abimary inentrance data, and 2% of UGs (n=3) in 2020,
2021 surveys identify their gender as rRoonforming or norbinary indicating increasing

confidence in declaring.

Table 4.3summarises the gender balance of UG student recruitm@0i}/2.2), along with

declinersurvey information2017/2.3].

18



Table 4.3: Applications, offers and acceptances for UG chemistry
programmes by year
= g = s 5 s
S8l 8 53 83 :s

Year Gender .;:: :'"c-) E :'"c-) .;:: E :'"c-) E q:&

Female 290 213 59|  73.4%| 27.7%| 20.3%

Male 404 260 58|  64.4%| 22.3%| 14.4%
2012 |%Female 41.8%| 45.0%| 50.4%

Female 312 234 60| 75.0%| 25.6%| 19.2%

Male 402 289 64| 71.9%| 22.1%| 15.9%
2013 |%Female 43.7%| 44.7%| 48.4%

Female 312 249 49|  79.8%| 19.7%| 15.7%

Male 464 335 61| 72.2%| 18.2%| 13.1%
2014 |%Female 40.2%| 42.6%| 44.5%

Female 343 258 56| 75.2%| 21.7%| 16.3%

Male 472 329 73|  69.7%| 22.2%| 15.5%
2015 |%Female 42.1%| 44.0%| 43.4%

Female 306 261 44| 85.3%| 16.9%| 14.4%

Male 413 311 75|  75.3%| 24.1%| 18.2%
2016 |%Female 42.6%| 45.6%| 37.0%

Female 328 279 52| 85.1%| 18.6%| 15.9%

Male 376 318 61| 84.6%| 19.2%| 16.2%
2017 |%Female 46.6%| 46.7%| 46.0%

Female 313 287 58| 91.7%| 20.2%| 18.5%

Male 390 347 81| 89.0%| 23.3%| 20.8%
2018 |%Female 44.5%| 45.3%| 41.7%

Female 341 282 49|  82.7%| 17.4%| 14.4%

Male 436 352 78|  80.7%| 22.2%| 17.9%
2019 |%Female 43.9%| 44.5%| 38.6%

Female 346 310 63| 89.6%| 20.3%| 18.2%

Male 403 355 69| 88.1%| 19.4%| 17.1%
2020 |%Female 46.2%| 46.6%| 47.7%

Female 299 229 - 76.6% - -

Male 372 236 -l 63.4% - -
2021 |%Female 44.6%| 49.2% -

1 Female students are consistently slightly more successful in receiving an offer

1 Male students are consistently more likely to apply, anthostrecent years have been
more likely to accept an offer than femateunterparts.

1 Total applicants (M&F) have changed little over years.



1 Slight undefrepresentation of women at UG levgirevious actions have natsolved
this.

1 Recruitment is managed centrally since 8@departmert does not control offers

1 Decliner survey resultsere not available by gend€2018), butone response (selected)
indicated a need to be more welcoming.

GL RAR y20 F¥SSt (KIFG L,2018dzZA R FAOG Ay | 5dzNKI

In 2019, we improvedopen day eventsnakingthem moreinclusive Eventsincluded new

interactive science demonstrationd,Y S S & i K S staffattdsrsizy S§Q G KS NBaS|H |
andWYSSi (KSP Y SjiardemEnintbrmal tutorials, so thaprospective students

could experience our teaching environment firind We aim for agender-balanced selection

of open day volunteersCovid disrupion reduced overalbffer acceptancedyut initial feedback

from applicantsvasvery positive:

GThepractical 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 Durhad €2019)

and their parentsQuests

GThere was 4ot of information which put me at ease about my daughter coming here. Good
presentations and stag.(2019)

[Action 3A] aims toidentify any gendered

impactof open daysn applications [Action3A]: Obtain and review gendered

feedback on open day surveys to attract mol
even gender balance in UG recruitment, an

ensure all persons in the department involve
have received unconcious bias training.




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

2\'5 S0 UCAS applicants
20 UCAS acceptances
-©~-DU applicants
10 —@— DU acceptances
0

2012 2013 2014 2015 2016 2017 2018 2019 2020
year of application

Degree Attainment

Overall degree attainment is similar for male and female studé€Fable 4.4Fgures 4.44.7).

Bronze action

1 We havemonitored UG performance by gend@017/2.7]

Bronze Action Impac

1 Monitoring helped to identify there are more extreme outcomes for male tha
for female students.This has led to a new action for a curriculum review to
determine any improvements tosgessment strategy.




Table 4.4:

Degree classifications of students: All UG chemistry courses (BSc and MChem)

Gender

% at each % at each
Degree

2015 | 2016 | 2017 | 2018 | 2019 | 2020 | 2021 | classification | classification
2016/18 2019/21

Class

1st

2.1

Female

2.2

other

1st

2.1

Male

2.2

other

percentage graduating

Figure 4.4 Degree outcomes by gender 2014/15 - 2020/21.
Headcount for each classification are given in bars.

degree outcome

1 More female students achieving good*(2.1) degree in all years.

7 Slightly more male students achievindass degree in most years.

1 Since 2017, this gap has narrowed am@020 waseversed Figure 4.7




Figure 4.5 BSc outcomes by gender 2014/15 - 2020/21.
Headcount for each classification is given in bars.

percentage graduating

degree outcome

Figure 4.6 MChem outcomes by gender 2014/15 - 2020/21.
Headcount for each classification is given in bars.

percentage graduating

degree outcome




Figure 4.7Proportion of MChem students
graduating with a 1st
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1 Covidchanges to summative assessment processes due (@06pen book (unplanned),
2021¢ open book (planned)) have maddlitficult to assess longitudinal trends.

L T - U - RV W E-WIR-RVAI  [Action 3B] Review gendered changes in exarfyjes
K & LJ2 (0, vBaieibioaler distribution results that arose from assessments during af
of performance is seen in male thafRCUCIRCCNEREIREELIIWANIE R ERE
female students. The longer tail in might benefit gender and intersectional (with
distribution of male performanceat the race, polar4 quintile) equality goj forward
higher end can lead to a higher
proportion of mde studentsin the top

band when the cubff is high [Action 3C]ncrease data capture to

include student performance and transfe

1 Review the impactof Covidpractices on EReIITEIE1aR0 [Slo[(=(=0 ol golo [ = 1gg iR 1ale N(=Yolgb1igy 1=
student attainment [Action 3B to by gender, ethnicity and POLAR quintile
determine opportunities for improved eIt E=Yo o] alR o (1111 VA= (1o B=To [o (IR P T0i (0]
practice[Action 3Q behind any inequalities and what can b
learned from years vem inequalities were

reversed. Review staff and student inpL

on timing and form of assessments.

(i) Numbers of men and women on postgraduate taught degrees.
n/a.
(iv) Numbers of men and women on postgraduate research degrees

PGRecruitmentdataare summarised ifables4.5, 4.6 Figure 4.8



Table 4.5. Headcount of FTE postgraduate research
students by year, qualification aim and gender.
Year Degree Female Male %F
0
w2122 e T T o
Q
020121 e
0
2019120 [T e
0
2018719 rFxf,'1hSEc):['res} 511 649 gg;’z
Q0
718 T e T3 [ o
Q
2016 /17 E&Ec):['res} 561.5 T}2? ggsﬁ

%F in PhD research fairly constant at4%%o
Lownumbers of MSc(res) but ovéryears, 10/® students were female34%)

Underrepresentation of females in postgraduate research, butgeadered pattern
between MSc and PhD.

PGR studentglentifying their genderas nonbinary, nonrconformingor other was 5%
(n=2) in 202Xkurvey



Table 4.6: Applications, offers and acceptances for PGR chemistry programmes by year

z S| &l £ g %5
Year |Gender -?:' % E % -?t' b % < -%
Female 6o 27 22 40.9% 81.5% 33.3%
Male 78 30 23 38.5% 76.7% 29.5%
2013 |%Female 45.8% 47.4% 48.9%
Female 77 29 20 37.7% 69.0% 26.0%
Male 139 48 30 34.5% 62.5% 21.6%
2014 |%Female 35.6% 37.7% 40.0%
Female 77 28 18 36.4% 64.3% 23.4%
Male 128 43 36 33.6% 83.7% 28.1%
2015 |%Female 37.6% 39.4% 33.3%
Female 73 26 22 35.6% 34.6% 30.1%
Male 109 43 36 39.4% 83.7% 33.0%
2016 |%Female 40.1% 37.7% 37.9%
Female 83 31 25 37.3% 80.6% 30.1%
Male 122 18 37 39.3% 77.1% 30.3%
2017 |%Female 40.5% 39.2% 40.3%
Female 95 52 33 54.7% 63.5% 34.7%
Male 114 47 32 41.2% 68.1% 28.1%
2018 |%Female 45.5% 52.5% 50.8%
Female 101 31 30 30.7% 96.8% 29.7%
Male 138 43 38 31.2% 88.4% 27.5%
2019 |%Female 42.3% 41.9% A44.1%
Female 114 31 26 27.2% 83.9% 22.8%
Male 149 35 34 23.5% 97.1% 22.8%
2020 |%Female 43.3% 47.0% 43.3%
Female 132 28 28 21.2% 100.0% 21.2%
Male 160 34 25 21.3% 73.5% 15.6%
2021 |%Female 45.2% 45.2% 52.8%
Female 318 283 224 34.6% 79.2% 27.4%
Male 1137 371 291 32.6% 78.4% 25.6%
all years |%Female 41.8% 43.3% 43.5%
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Figure 4.9 %F PGR recruitment from Application to
Acceptance. Headcount numbers are in bars.

» Applications ~ Offers » Acceptances

28
33

30 76

29 & D2
o1 o8
éB 1 31
51
95 1101 114 132

25 26 217 2018 2019 2020 2021
Year of entry

bAthena
SWAN

CHARTES

_ﬁﬂﬂ 35

Bronze action

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

)l

)l

[2017/2.9]

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

[2017/2.10]

Bronze Action Impac

Before AS2017, %F PGR recruitment was low,anith 38%- applicants and 33%F

acceptances in 2015.

An effort to improve gender balance of visible role models, and strong emphasij
EDI values in PG matters within department and CDTs has helped to redress t

balance.[2017/2.9, 2.10]

Since 2017, @plications and offers consistently exceed 4(2%17/2.10]).

%F acceptance has increased to 46.5% (ZD)8exceeding our target and the

2019/20 sector average (439%2017/2.9]

The correlation in %F between each stage of recruitment is strong with no
gendered difference in acceptance/offers or offers/applications.

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

female applicants.




1T ¢KS ' YABSNBAGREQA
Scheme supports  exceptionally
promising PhD candidates. From 20
to 2021, two female and seven mal
students were nominated. Althoug
numbers are small, the ratio is
concerning2017/2.19] [Action 3H]
seeks to address this.

[Action 3H]: MAB fo review nominations for
Durham Doctoral Scholarships and redress
gender balance in recent years. Publicise
opportunities and successes through social
media, intranet, display boards.

Bronze action

1 We monitored PGRompletion rateby year and gender
o [2017/2.17], Figure 4.10

Bronze Action Impac

Monitoring has raised awareness that:

1 %F completion rates generally exceed %M completion rates. E.g. 100% F a
87% of M completion among 2012/13 starters.

1 Thegender balance of the last 7 annd&n Wade (best thesipyizewinners is
3M,4F

1 Median completion times are faster for female (4.1Y) than male (4.7Y) PGR

1 Withdrawals are not genderediéble 4.7

Figure 4.10Gender Split of %PGR Students who have
100 completed their degree
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F =M
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0 11..

2012/132013/142014/152015/162016/172017/182018/192019/20
Academic Year Started

Percentage Completion by April 2021
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Table 4.7. PhD student
withdrawals by year and gender

since 2012

Year

Gender (M/F)

Male Female

2013

1

2014

2015

2016

2017

2018

2019

2020

2021

=== =1 s
OlRlolo|~lolo]|m

9 Data available does not distinguish between courses and funders 12 months MSc(Res)
and 3648 months (PhDs)Action 3H addresses this.

[Action3H: Post Graduate committee
to provide completion rates and

recruitment by gender andrenicity

1 It wasdifficult to identify reasons for PGR withdrawals as planr&éd y/2.11].

1 Withdrawalsoften occur after the period of supervised study when the student has left
Durham. [Action 3G and[Action 3E]evaluate this further.

[Action3@: Carry out exit survey for al
PGR students 3 months prior to end «
period of supervised study. Grad Stuc
Comm to review reasons for delayec

completion annually and make
recommendations to BOSIC. Handbo
updated with assessmecritera. Invite
PGRsvithdrawing from degrees to
provide details of circumstances.

[Action3H: Focus group to
evaluate PGR outcomes and for
remedial plan to support timely
completion of research dearees



(v) Progressiompipeline between undergraduate and postgraduate student levels.

Many students change institution between UG and PG stydied data availale on graduate

destinations isroken down by gendeFgure 4.11.
1 Around 20% of our graduates (BSc &m@dhem) went on to further study

o No clearly gendered pattern was apparent.

Figure 4.11 15 month Graduate Outcomes for 2017-18 &
2018-19 Durham Chemistry leavers. Number of respondents

70% are given in bars.
60%
0% 2017-18 Female (64%) = 2018-19 Female (5094)
40% 02017-18 Male (54%)  m2018-19 Male (64%) | s
0% 22b 8
20% @
10% 1312 4474 63H 0001 305
0% - r_- o - _— > .
v o v T > 2 2 5 £385
EE EE 23 = = @ .=
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PG 2015/16 - 2019/20 PG 2015/16 - 2019/20
Female PGR 2015/16 - 2019/20 Male PGR 2015/16 - 2019/20

Figure 4.12. Racial & nationality distribution of DU Chemistry PG Students
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The postgraduateethnic and natioality diversity Figure 4.12) exceedsour UGs(Figure 4.3,
and resemblesthe national average (HESAemistry2020/21-18%) The proportion of BME
female students is somewhat higher tharales.

Figure 4.B shows that when the gender balance for PhD intake is compared with gender balance
for MChem intake, offset by 4 years émablecompaison between cohortsthere is noleaky
pipeline

Figure 4.13. Gender balance between MChem and
PhD for equivalent cohorts.

50 %F (M.Chem) = %F (PhD)

2017-18 2018-19 2019-20 2020-21 2021-22
Year of MChem Graduation or PhD Entry

B Academic and research staff data

() Academic staff bgrade, contract function and gender: reseamhly, teaching and research or
teachingonly

Il OFRSYAO adlFF FINB SYLX2eSR 2y SAUGKSNI G4SI OKA
GSFOKAY A 2y fAcadémicéAT 0lesyarie ielat€lilodgades as definddiie 4.8 and
staff numbers on each track by gender and year are summaristahile 4.9andFigure 4.14



Table 4.8: Relationship between grade, contract type and role title.
Contract Type
Grade,
Salary
range | Teaching & Research (A) Research only (R) Teaching only (T)
7,
£34,304 - Postdoctoral Researcher
40,927 not used (was lecturer) (PDRA) Teaching Fellow
8 £42,149| Assistant Professor (was
-£50,296 lecturer) Assistant Professor Assistant Professor
9,
£53,348 | Associate Professor (was
-£60,022 | Senior Lecturer, Reader) Associate Professor Associate Professor
10,
£65,575+ Professor Professor Professor

Table 4.9: All Academic Staff by Contract Type and Gender

2015 | 2019
Contract Type |Gender | 2015/16 | 2016/17 | 2017/18 | 2018/19 | 2019/20 | 2020/21 | /16 120
HESA | HESA
Research only _ LFemale 28 27 25 27 30 31 605 590
i Y [Male 40 41 39 39 38 35 1455 | 1350
% Female | 41% 40% 39% 41% 44% 47% 29% | 30%
Teaching only |FEMale 4 5 5 5 5 5 65 120
. 90 IMale 0 1 0 1 1 1 120 185
% Female | 100% | 83% 100% | 83% 83% 83% | 35% | 39%
Teaching and  |FEmale 7 6 6 6 7 7 250 280
Rosonroh i |[Male 35 36 35 35 34 34| 1155 | 1125
% Female | 17% 14% 15% 15% 17% 17% 18% [ 20%
Total Academic LEEmale 39 38 36 38 42 43 925 975
Staff "ART" Male 75 78 74 75 73 70 2730 | 2655
% Female | 34% 33% 33% 34% 37% 38% 25% | 27%
f Women are slightly underrepresented anw ¢  (inblitd€spostdocshut the gender
balanceresemblesPG and UG.
1 & c¢teack is dominated by female staffit balance has improvedith 2M appointees in
2021,not capturedin Table 4.8census data.
1 oT&R (i NdoMihated by male staffvith %Fslightlybelow HESA average.
0 Census data excludes 3 ne&R appointments (2AM) from 2021/22
o Staff can now move between tracks (since 202hy promotion has been possible
in every track since 2017. _ _ _
[Action2Q: Review recruitment proces
' [Action 2¢ addressesecruitment process BRI NNV Io o lalc=lo R =Y e R Te (Satils

areas for improvement in process.
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Figure 4.14. Numbers of female and male staff (in bars) and
%F (lines) by contract type

Jels ajewsy

Jels ajews)

jo uorpodoud jo uonodoud jo uoniodoud

jels arews)
J0 uonuodoud

1 The number of female and mal&T has changedlowly over thelast five years; low
turnover ¢ but %F has riseslightly to 37%
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1 Female representatio®? y & w éhas (riséhmOst, reaching 4% in2020/21 Thisis
consistentlyabove the national average (34%) and that ébemistry inRussell group
universities (33%).

 Gr&rR G staff @qmbers havémproved very slightlyith female representation 17%
in 2019/20.0nly 3academic appointments (1F, 2M) veemade from 2012021, sahe
effectiveness ofour actionsis unclear. Combined with teachingrack staff, female
representation i6% Thisis near thenational average (29%8ndslightlyabovethat for
Russell group universities (2086) staff in studentfacing roles

Full Time and Part Time

Table 4.10: Full Time and Part Time Staff by Track, Gender and Year
Track Gender Full Time /| 2015/ | 2016/ | 2017/ | 2018/ | 2019/ | 2020/
Part Time 16 17 18 19 20 21
Full Time 24 22 22 24 28 27
Female |Part Time 4 5 3 3 2 3
Research % PT 14% 19% 12% 11% 7% 10%
Full Time 39 40 34 36 34 34
Male Part Time 1 1 4 3 4 1
% PT 3% 2% 11% 8% 11% 3%
Full Time 3 3 3 3 3 3
Female |Part Time 1 2 2 2 2 2
Teaching % PT_ 25% 40% 40% 40% 40% 40%
Full Time 0 0 0 1 1 1
Male Part Time 0 1 0 0 0 0
% PT - 100% - 0% 0% 0%
Full Time 4 4 4 4 5 4
Female |Part Time 3 2 2 2 2 3
Teaching & % PT 43% 33% 33% 33% 29% 43%
Research Full Time 33 32 31 30 28 27
Male Part Time 2 4 4 5 6 7
% PT 6% 11% 11% 14% 18% 21%

1 Ond&RE anddT &K tracks, female staff are more likely to be péirhe than male staff.

1 On dT¢ track, data areinsufficient for gendered patterns, buhere are a greater
proportion of PTthan other tracks.

1 [Action 4] needed to distinguish

experiences of PEhemistry staff, based orfllaseltes SUELDHAS CURITIEETITO)
their overall DU contract. to distinguis between PT Chemistry

staff with FT DU contract and PT ste

with PT DU contracHighlight
aggregation issue to those in
university who provide annual data.




AT Staff by Contract Typ@ eaching, Research or Teaching & Research)

Table 4.11: All AT Staff by Grade and Gender

2015/

2016 /

2017/

2018/

2019/

2020/

Grade Gender 16 17 18 19 20 21 6y Avg.
Female 2 5 0 1 3 1 12
< Grade 7 |Male 6 6 4 1 4 1 22
% F 25% 45% 0% 50% 43% 50% | 35%
Female 29 24 25 25 26 30 159
Grade 7 Male 35 34 29 34 30 30 192
% F 45% 41% 46% 42% 46% 50% | 45%
Female 3 3 5 6 7 6 30
Grade 8 Male 5 8 12 10 10 10 55
% F 38% 27% 29% 38% 41% 38% [ 35%
Female 4 5 4 3 3 1 20
Grade 9 Male 12 11 10 11 10 8 62
% F 25% 31% 29% 21% 23% 11% | 24%
Female 1 1 2 3 3 5 15
Grade 10 [Male 17 19 19 19 19 21 114
% F 6% 5% 10% 14% 14% 19% 12%

1 Data for <Grade @re scattered with few staff (KTP associates, teaching assistants)

1 %Fabovegrade 7islow

0 Major factor behind gender pay gap

1 There isa leaky pipeline in female representation with representatifaling with

increased seniority.
1 %Fhassteadilyincreased at Grade 1@Bigure 4.5, dashed ling

1 Promotionfrom lower grades (7, 8)as been slower
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Table 4.12: Acad d&Roc tir ack Staff by Grad
Grade Gender 2015/ | 2016/ | 2017/ | 2018/ | 2019/ | 2020/
16 17 18 19 20 21
Female 2 1 0 0 0 0
Grade 7 Male 2 1 0 0 0 0
% F 50% 50% - - - -
Female 0 0 1 1 2 2
Grade 8 Male 4 5 7 6 6 6
% F 0% 0% 13% 14% 25% 25%
Female 4 4 3 2 2 1
Grade 9 Male 12 11 10 11 10 7
% F 25% 27% 23% 15% 17% 13%
Female 1 1 2 3 3 4
Grade 10 |Male 17 19 18 18 18 20
% F 6% 5% 10% 14% 14% 17%

1 T&Rtrackincludesfor most staff ongrades 8, 9 and 10.

1 %pFin professorialpositions has increasdalt representation is still low.

37



¢FrofS nomMod ¢ a¢é adr¥TF o0é& IASYRSNI Iy
Grade Gender | 2015/16 | 2016/17 | 2017/18 | 2018/19 | 2019/20 | 2020/21

Female 3 4 3 2 2 2
Grade 7 |Male 0 1 0 1 1 1

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

Female 1 0 1 2 2 2
Grade 8 [Male 0 0 0 0 0 0

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

Female 0 1 1 1 1 0
Grade 9 [Male 0 0 0 0 0 1

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

Female 0 0 0 0 0 1
Grade 10 [Male 0 0 0 0 0 0

% F - - - - - 100%

1 Representation of male staff intfiack is low

1 Mostsenior staff in T positions are female

1 There has been a slight increase in the number of T staff over this padadncluding

4 women in permanent positions.

1 Althoughthe gender imbalance isoncerning, the predominance @eniorwomen in
these studentfacing roles doeenhance visibility oivomen in leadership positions



Table 4.14: Research only Staff by Grade and Gender
Grade Gender 2015/ | 2016/ | 2017/ | 2018/ | 2019/ | 2020/
16 17 18 19 20 21

Female 2 5 0 1 3 1

< Grade 7 [Male 6 6 4 1 4 1
% F 25% 45% 0% 50% 43% 50%
Female 24 19 22 23 24 28

Grade 7 Male 33 32 29 33 29 29
% F 42% 37% 43% 41% 45% 49%
Female 2 3 3 3 3 2

Grade 8 Male 1 3 5 4 4 4
% F 67% 50% 38% 43% 43% 33%
Female 0 0 0 0 0 0

Grade 10 [Male 0 0 1 1 1 1
% F - - 0% 0% 0% 0%

T ¢KS 1 OFRSYAO awé a idibfPDRANBtYALIR U8 7akdasoniR2 YA Y I (

research assistants and KTP associates <Grade 7.
1 Women arebetter representedthan sector averagbut still slightly underrepresented

1 Small numbersbove grade 8, and no staff at grade 9



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

Year Ethnicity | Total % |Female] % Male %
Asian 13 8% 5 7% 8 8%

Black 0 0% 0 0% 0 0%
2015/ [Mixed 2 1% 1 1% 1 1%
16 |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%
2016 / [Mixed 2 1% 1 2% 1 1%
17 |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%
2017 / |Mixed 1 1% 0 0% 1 1%
18 |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%
2018 / [Mixed 0 0% 0 0% 0 0%
19 |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%
2019 / |Mixed 0 0% 0 0% 0 0%
20 [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%
2020 / |Mixed 0 0% 0 0% 0 0%
21 |Other 4 2% 3 4% 1 1%
Unknown 7 4% 3 4% 4 4%

White 133 | 80% 50 74% 83 85%

Ethnicdiversity among staff is IowHESA average comparison, 15% Asian, 1% Black, 2%
Mixed, 2% Other, 10% Unknown

Someincrease in ethnic diversityver 5 years
Greater ethnic diversity among female staff than malarising significantly from

international P DRA



Figure 4.16 Percentage Female Students and ART Staff by
Career Stage. Headcount numbers are in bars.
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Overall Academic Pipeline

The academic career pipelingigure 4.8, shows similar %F (#3%) from undergraduate up to
and includingPDRApositionsin recent years There is a significant drop in %F freéBRAo0
Assistant professoand then further decreases to high@cademicgrades. This decline is
gradually improving through odoronzeactions on recruitment and promotiof2017/3.6-3.11]

SILVERPPLICATIONS ONLY

There is no formal route for TRTS staff to transition into academic roles. Many TRTS staff make
significant contributions to teaching including lecturing,-taiganisation, postgraduate training
courses and research contributions, whlelds to ceauthorship of publications.

(i) Academic and research staff by grade on fiteuin, openended/permanent andzero-hour
contracts by gender.

Zerohours contracts are not used within the department.



Table 4.16. Number of Staff on Fixed Term and Open Ended Contracts by Career
"R" staff "T" staff "T&R" staff
. % . % . %
Year Gender | Fixed |Permad _. Fixed |Perma- _. Fixed |Perma- _.
Fixed Fixed Fixed
Term | nent Term | nent Term | nent
Term Term Term
2015/ |[Female | 25 3 89% 1 3 25% 0 6 0%
16 Male 35 5 88% 0 0 - 0 35 0%
2016/ |Female | 24 3 89% 1 4 20% 0 5 0%
17 Male 37 4 90% 1 0 100%| O 36 0%
2017/ |(Female | 22 3 88% 1 4 20% 0 5 0%
18 Male 34 5 87% 0 0 - 0 35 0%
2018/ |[Female | 24 3 89% 1 4 20% 0 5 0%
19 Male 35 4 90% 1 0 100%| O 35 0%
2019/ |Female | 27 3 90% 1 4 20% 0 6 0%
20 Male 35 3 92% 1 0 100%| O 34 0%
2020/ |[Female | 29 2 94% 1 4 20% 0 6 0%
21 Male 32 3 91% 0 1 0% 1 33 3%

1 Similar %M &%F staff on fixéerm contracts, predominantly in research.

1 Smaller numbers dixedterm teaching staff, but %F is generally lower than %M.
1 NodT&FE staff on fixedterm contactsexcept for probation.

Most vacancies are for fixerm (postdoctoral) positions.

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

02 ARSYGATFEe 2LILR2NIdzyAdASa G2 Oeadéploymedzsrocask SA NJ S
prioritises staff at risk of redundancy through fixetm contracts or inability to continue in their

present role through medical grounds. The policy is publicly available. New posts are first
advertised internally, andilled this way where possible Data comparing success rates for

internal and external candidates indicates that this mechanism helps with staff retetadmg

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



Table 4.17 Success rates for internal and external candidates in PDRA
roles
o > 5 5
o 9] 3 2109 o
- = Z 3 g [z |38 |T3
< o S = - - = = o S o
S © Gender = = ® S = = @ S @
® o o n o o & n ®
= Q o o Q o o S a 9
O - o —h —
2 = ) S Il @
Female 14 12 12 86% 100% 86%
2016 Male 18 15 11 83% 73% 61%
/20 Unknown 0 0 0 - -
Internal | %Female | 44% 44% 52%
Female 126 13 4 10% 31% 3%
2016 Male 368 22 5 6% 23% 1%
120 Unknown 37 5 0 14% 0% 0%
External| %oFemale | 24% 33% 44%

Recruitment measures taken since 2012017/3.1-3.4] have successfullyncreased the
proportion of female staff. However, mostvacanciesare fixedterm (postdoctoral) posibns;
hence %Hn fixedterm roles fasalsoincreased.

(iif) Academic leavers by grade and gender and full4bane status.

Table 4.18 Leavers and Leaving Rates for Staff by Career Path and Gender
2015/16 2016/17 2017/18 2018/19 2019/20 2020/21
Career Path
F M F M F M F M F M F M
Staff 28 1 40 | 27 | 41 | 25| 39 | 27 1 39 ] 30 | 38 | 31 | 35
S Leavers 8 10 9 15 7 11 5 7 4 8 7 12
R" track Leavin
Rate 9 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
T" track oavin
Rate 9 0% - 0% | 50% | 17%| - 0% | 0% | 13%]33%| 13%| 0%
Staff 7 35 6 36 6 35 6 35 7 34 7 34
"T&R" track t:z:ienrs 0 0 0 1 0 1 0 1 0 0 0 0
Rate 9 0% | 0% | 0% | 3% | 0% | 3% | 0% | 3% | 0% | 0% | 0% | 0%
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 From 205-2021, onlythree! OF RSTRRO adi | FF KI @S f(@male. 1 KS R
Two FTretired and one PT (overall FT joint appointmesmith another department
moved toanother UK Uiversity.

f Fivealdl FF TFNRY 3Fdedt bull With €Mall mumbeer>of teaching staff, firm
conclusion concerning gender cannot not drawn.

q 85a il TF T NPAISM,dwgleft thaldtePaitmeat. Of thes®3 had fixedterm
contracts.

1 Noapparentgendered pattern ineaversisseen
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Recommended word count: Bronze: 6000 words | Silver: 6500 words

A  Key career transition points: academic staff

() Recruitment

In 2016/17 Femalestaff were underrepresented particularlyin academic(14%)and research
(40%)posts(Table 4.8. Relatively few female candidates apply (I@R 24%RTables 5.1,5.2
but they are more successfinl receiving offers (33%&R 46%R).



Bronze action

1 All staff involved in interviewing for any position must completgning in UBand
EDI[2017/1.5,1.6,3.3].

1 Search teams and shortlisting panels have gender representation and are encou
to proactively seek female applicarf2017/3.1, 3.2]

1 Interview panels are genddralanced2017/3.2]
Additionally:

1 Allinterviews now include at least one EB¢med question

1 Advert text targets underrepresented groups:

0 ! LI AOFGA2yaA NB LI NIAOdzZ I NI & o
ethnic candidates, who are undegpresented in academic posts in th
' VADBSNBAGRE ¢

1 Since 2018, applicants for academic positions must prepare a statement out
their commitment b EDI values. Academic posts are advertised through WISE
the DiversifyChemistry.com network.

Bronze Action Impac

Data from 20182019, prepandemic indicate some positive impact§able 5.1

1 The proportion of female applicants increased from 18%20%. These figures ai
now comparable to Bath (19%) and York (21%) Chemistry AS2018.

1 The proportion of female applicants shortlisted increased (16% 2018/19 versu
2015/16)

1 In 2020/21 there were two unsuccessful academic recruitment campaignsnéol|
overall applicant numbers were unusually low during the pandemic.

We also recognise the high quality of female applicants to research posiliabke (5.2

1 Female applicants are more likely to be shortlisted than male counterparts (18%

1 Shortlisted female applicants are more likely to be appointed than male applicants
(47%:27%)
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o We will review our shortlisting procedure emsure an appropriatgender 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. TheSORA 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 feaggblicants

The proportion of female applicants fo
academic roles is lovand fell to 5% in [RREILC SUVICKIEIEEN LY
2020/21. Gendered impacts of the seminar speakers and use these
pandemic on academicarees are well [RAULEUSIERECIEEICTEN eI B
documented (e.gLancet 395 (2020) 1968.) candidates to apply for posts
[Action 20] [Action 2B] and [Action 2A]
seek to address this

[Action 4B] will address thelack of
diversity in some of our researc
groupings

[Action2B]: Conduct a reviewf new
starters to find where they found posts
advertised and if they were aware of poli
to advertise in WISE/Diverse chemistry
Review effectiveness of advertising

_ - _ throughWISE/Diverse chemistry networl
[Action4B]: Reviewdiversity of researc

groupngs in chemistry during any
restructuring, to avoid future silos.

[Action2A]: Focus group to review
gendered coding for wording used i
recruitment adverts



