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Athena SWAN Silver Department Award Application  
Name of University: University of Exeter 
Department: Psychology 
Date of application: December 2015 
Date of University Bronze Athena SWAN award: November 2014 
Contact for application: Dr Safi Darden 
Email: S.Darden@exeter.ac.uk 
Telephone: +44 (0) 1392 724600 
Departmental website address: http://psychology.exeter.ac.uk/index.html  
 
Athena SWAN Silver Department awards recognise that in addition to university-wide policies the 
department is working to promote gender equality and to address challenges particular to the 
discipline. 
 
bƻǘ ŀƭƭ ƛƴǎǘƛǘǳǘƛƻƴǎ ǳǎŜ ǘƘŜ ǘŜǊƳ ΨŘŜǇŀǊǘƳŜƴǘΩ ŀƴŘ ǘƘŜǊŜ ŀǊŜ Ƴŀƴȅ ŜǉǳƛǾŀƭŜƴǘ ŀŎŀŘŜƳƛŎ ƎǊƻǳǇƛƴƎǎ 
with different names, sizŜǎ ŀƴŘ ŎƻƳǇƻǎƛǘƛƻƴǎΦ ¢ƘŜ ŘŜŦƛƴƛǘƛƻƴ ƻŦ ŀ ΨŘŜǇŀǊǘƳŜƴǘΩ ŦƻǊ {²!b ǇǳǊǇƻǎŜǎ 
can be found on the Athena SWAN website. If in doubt, contact the Athena SWAN Officer well in 
advance to check eligibility. 
It is essential that the contact person for the application is based in the department. 
 

Contents Page Word Count* 
(how much 
additional 
word count 
used) 

Word Count Limit 

1. Letter of endorsement from Head of 
Psychology 

3 522 (22) 500 

2. The self-assessment process 5 1005 (5) 1000 
3. A picture of the Department 12 2521 (521) 2000 
4. {ǳǇǇƻǊǘƛƴƎ ŀƴŘ ŀŘǾŀƴŎƛƴƎ ǿƻƳŜƴΩǎ ŎŀǊŜŜǊǎΥ 36 5418 (418) 5000 
5. Any other comments 70 221 500 
6. Action plan 72 n/a n/a 
7. Case Studies 118 1000 1000 

 
* Word count is shown in brackets at the end of each subsection and the total at the start of each 
section. This application was awarded 1000 additional words due to its clinical and non-clinical 
nature. We used 966 additional words of this 1000 additional word count. 
 

http://psychology.exeter.ac.uk/index.html
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Abbreviations table: 
AL Academic Lead 
AP (#) Action Plan (reference number) 
AS Athena SWAN 
ASWG Athena SWAN Working Group 
CEDAR Clinical Education Development and Research  
DPDR Director of Postdoctoral Research  
ECF Early Career Forum 
ECR Early Career Researcher 
E&R Education and Research (career path) 
E&S Education and Scholarship (career path) 
HoD Head of Department 
PASEG Psychology Athena SWAN Executive group 
PASWG Psychology Athena SWAN Working Group 
PDR Performance Development Review (appraisal) 
PEG Psychology Executive Group 
PGR Postgraduate Research (student) 
PGT Postgraduate taught (student) 
PRAC Promotion Roles and Committee  
PSG Psychology Strategy Group 
R Research (career path) 
SWARM  SWARM (Simple Workload Allocation and Resource Management 
UG Undergraduate (student) 
 

Table A: List of acronyms and abbreviations used in document. 

 

Bold text indications areas of impact since our Bronze award. Word counts include boxes but 

excludes tables, figures, datasets, and headings. 

!Ŏǘƛƻƴ Ǉƻƛƴǘ ǊŜŦŜǊŜƴŎŜΣ ŜΦƎΦ Ψό!tмΦ0мύΩ ǊŜŦŜǊǎ ǘƻ ŀŎǘƛƻƴ Ǉƻƛƴǘ мΦ01 on the action plan.  
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PSYCHOLOGY 
 
College of Life and Environmental Sciences 
Washington Singer Laboratories 
Perry Road 
Exeter 
UK EX4 4QG 
 
Tel:         +44 (0)1392 726448  
Fax +44 (0)1392 724623 
Email M.Levine@exeter.ac.uk 
Web www.exeter.ac.uk/psychology 

 

Ms Sarah Dickinson, 
Equality Challenge Unit, 

7th CƭƻƻǊ vǳŜŜƴΩǎ IƻǳǎŜΣ 

ррκрс [ƛƴŎƻƭƴΩǎ Lƴƴ CƛŜƭŘΣ 

London 
WC2A 3LJ 
 

7th December 2015 
 

Dear Ms Dickinson, 
 
I am delighted to write to you to express my sincere support for the Department of 
tǎȅŎƘƻƭƻƎȅΩǎ {ƛƭǾŜǊ Athena SWAN (AS) Application.  
 
Since starting our AS work and going for Bronze I can genuinely see that embracing the 
/ƘŀǊǘŜǊΩǎ ǇǊƛƴŎƛǇƭŜǎ, and dedicating over 450 hours to AS meetings, consultations and 
activities, has created a profound cultural change in this Department and has positively 
impacted our recruitment, retention and promotion of talented female scientists. In 
particular, appointing junior staff as our AS Lead and Executive Group members (with mine 
and the DŜǇŀǊǘƳŜƴǘΩǎ Ŧǳƭƭ ǎǳǇǇƻǊǘ) has been a key strength; empowering staff at all career 
stages to fundamentally and positively impact the way the Department runs, for example: 
 

¶ CǳƴŘƛƴƎ о ΨǇƻǇςǳǇΩ ƴǳǊǎŜǊƛŜǎ ǇŜǊ ȅŜŀǊ (AP6.09) for seminars held outside of core hours 
and sharing guidelines institutionally following our successful pilot (December 2014) 
with 10 children (8 Department members) in 2014 and 16 children (11 Department 
members) in 2015. 

¶ LƴƛǘƛŀǘƛƴƎ ŀƴŘ ƻǊƎŀƴƛȊƛƴƎ 9ȄŜǘŜǊΩǎ ŦƛǊǎǘ {ƻŀǇōƻȄ {ŎƛŜƴŎŜ ŜǾŜƴǘ ƛƴ WǳƴŜ нлмр όAP8.03): 
securing funding from the DepŀǊǘƳŜƴǘ ŀƴŘ ¦ƴƛǾŜǊǎƛǘȅ ŦƻǊ ǘƘƛǎ ŀƴŘ ǎǳōǎŜǉǳŜƴǘ ȅŜŀǊΩǎ 
participation. This event promoted 12 female scientists and their research to the 
public in Exeter city centre, engaging over 2400 people.  



4 
 

¶ Creating a rotating seat on our senior level Psychology Strategy Group (AP5.04) that 
for academic staff at any level and contract type to increase transparency of and 
experience with decision-making within the Department.  

¶ Hosting our first annual promotions workshop in January 2015 (AP3.01): 13 members 
of staff attended. Following this, 3 staff (66% female) approached me for further 
input. Of these, 1 female has been promoted from Senior Lecturer to Associate 
Professor, and 1 female member of staff has had workload strategically allocated to 
allow her to take on roles needed for promotion to Associate Professor.  

¶ Creating workloaded Deputy roles for senior departmental roles (AP5.04): increasing 
ǘƘŜ ΨŎŀǊŜŜǊ ōƻƻǎǘƛƴƎΩ ƳŜŀƴ ƻŦ ǘƘŜ ǊƻƭŜǎ ƘŜƭŘ ōȅ ŦŜƳŀƭŜ ǎǘŀŦŦ ŦǊƻƳ оΦлу ƛƴ нлмоκмп ǘƻ 
3.34 in 2014/15. 

¶ Training a pool of senior staff mentors (AP5.05): from which Early Career Researchers 
(ECRs) and Academic Staff can select their formal mentor. 100% of comments in 
PASWG 2015 AS mentoring survey indicating that this has improved their mentoring 
experience.  

¶ Creating a Director of Postdoctoral Research (DPDR) Role (AP5.03): providing 
mentorship and training events for our ECRs.  

 
I am extremely pleased to say that since the start of our AS work, our number of female 
Senior Lecturers has increased from 11 (48%) to 16 (64%) and the department now has 1 
(13%) female Associate Professor and 4 (44%) female Professors, expanding our pool of 
senior female role models and mentors.  
 
We recognise that there is still more to be done. As a Department we work to better 
support the talents of our constituent members. Therefore AS is not just a standing item on 
all of our staff and executive meeting agendas, it has become woven into the fabric of the 
Department, with its core principles impacting our policies and culture, creating a better 
working environment for all.  
 
Yours Sincerely, 
 

 
 

Professor Mark Levine 

Head of Psychology 

 

Word count: 522/500 (22 words used from additional word count) 
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2. The self-assessment process: 1,005/1,000 words(+5 extra) 

 

2.1. A description of the self assessment team: ƳŜƳōŜǊǎΩ ǊƻƭŜǎ όōƻǘƘ ǿƛǘƘƛƴ ǘƘŜ 5ŜǇŀǊǘƳŜƴǘ ŀƴŘ ŀǎ 

part of the team) and their experiences of work-life balance 

 

The Psychology Athena SWAN Working Group (PASWG) membership (Table 1a) spans the diversity 

of roles from each of our career paths and student communities. A sub-group, the Clinical Education 

Development and Research (CEDAR) ASWG (Table 1b), focuses on clinical staff (see section 3) and 

student data, nuancing actions specific to this community (APB6.06). Membership of the CEDAR 

ASWG, PASWG and our Psychology Athena SWAN Executive Group (PASEG) overlap (APB6.05; see 

section 2.2) to ensure effective integration. In total, our 2 ASWGs have 20 members (70% female), 

broadly comparable to our staff (64% female) and student (82% female) populations. 

[98] 

 

2.2. An account of the self assessment process: details of the self assessment team meetings, 

including any consultation with staff or individuals outside of the University, and how these have fed 

into the submission.  

 

PASWG membership is formed through self-

nomination, with an open invitation sent to all 

staff and students. This process has been used 

to annually update membership, with a 38% 

ƳŜƳōŜǊ ǘǳǊƴƻǾŜǊ ǎƛƴŎŜ ǘƘŜ ƎǊƻǳǇΩǎ ƛƴŎŜǇǘƛƻƴ 

(July 2012). Up to March 2014, the PASWG met 

monthly, moving to termly meetings following 

our Bronze submission. We are delighted that 

members of the department have rated our 

work to date as having a positive impact (70% 

agree, 23% not sure, 7% disagree). 

 

Momentum is maintained and time 

commitment for PASWG members kept low 

through the establishment of a PASEG in 

September 2013 (APB6.05), comprised of three 

PASWG members (including the Chair) (Table 1a). The PASEG meets separately once per month to 

review data and our Action Plan, monitor activities, execute surveys and coordinate the agendas for 

PASWG termly meetings; meeting fortnightly in the five months leading up to Silver submission to 

allow time for writing the application.  

 

Identifying the need for specific actions to impact our clinical staff and student communities (CEDAR; 

Figure 3), since Bronze we have established the CEDAR ASWG sub-group in November 2014 (see 

ҍ Web page content 
ҍ PGRs: supervisor training; graduate 

mentoring; PGR coffee morning 

ҍ Promotion: feedback; coaching sessions; 

promotion survey; guidelines for external 

reviewers (CLES); support for junior staff  

ҍ Staff leave: increasing transparency of 

allocation of hours; increasiƴƎ άōŀŎƪ ƛƴ ǘƘŜ 

ƭƻƻǇέ ǘƛƳŜ 

ҍ CEDAR: defining CEDAR working patterns; 

survey of all staff; mentoring structure; PDR 

provision 

 

Box 1: Sample of Psychology AS meeting 
discussion items in 2014/15 
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2.1, APB6.06), which includes members of CEDAR management and the PASEG (Table 1b) and meets 

monthly.  

 

PASEG, CEDAR ASWG and PASWG all feed into each other and local (Departmental) decision making 

groups (Fig. 1). They also report to the College and University ASWGs via monthly meetings attended 

by the PASWG Chair (APB9.02) and that feed into the wider College and University level senior 

management groups (Figs. 1 and 2). Within the Department actions are typically passed to PEG and 

PSG for comment and implementation. At each AS meeting, specific discussion topics (Box 1) are 

preceded by updates from the University and College ASWGs. Between meetings, members engage 

in discussions via a blog. Factsheets, surveys and other resources from the Equality Challenge Unit 

ό9/¦ύΣ ǘƘŜ ¦ƴƛǾŜǊǎƛǘȅΩǎ !{ ǿŜōǎƛǘŜΣ ǇŜŜǊ-review literature and materials are circulated.  

 

This structure allows us to stay up-to-date with activities across the University and provides a forum 

we actively use ǘƻ ǎƘŀǊŜ tǎȅŎƘƻƭƻƎȅΩǎ ōŜǎǘ practice (see section 5; APB9.01). In recognition of these 

practices impact on Departmental and University culture, Psychology AS Lead Dr Safi Darden was 

nominated by the University for a WISE Influence Award (AP8.04). 

Figure 1. Reporting channels for Departmental AS Groups. All groups report monthly, except for 
the PASWG, which reports termly. 
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Information is disseminated and discussed with 

the whole Department at monthly all-staff 

meetings, where AS is a standing agenda item 

(AP6.03). We have a Department AS webpage 

(APB6.03) which profiles the membership of our 

working groups, publicises the initiatives which 

we are working on, has links to other AS work 

within the University, highlights specific topics 

such as parent and carers support.  

 

We are in the somewhat unique position for a 

STEMM discipline, that members of our 

Department conduct research on gender in 

human society and other AS relevant topics (Box 

2) and we seek their insights as part of our self-

assessment process and highlight their research 

within our AS web pages (APB1.01;1.06;1.05;4.02;6.08;B9.05;B9.06). 

 

Input external to the department has come from a variety of sources including: 

1. Various speakers from other AS accredited Institutions and Departments. An example is the 

event of 12 December 2014 featuring a keynote sǇŜŜŎƘ όΨDƻƛƴƎ ŦƻǊ DƻƭŘΩύ ōȅ tǊƻŦŜǎǎƻǊ ¢ƻƳ 

Welton, Head of the Department of Chemistry at Imperial College London, followed by a 

Q&A session with a panel including Dr Safi Darden, our AS Lead in Psychology. Subsequent 

discussion and comments from attending staff and students included topics such as working 

hours and commitments, maternity leave, mentoring and role models (AP9.02) 

2. Via Ailsa McGregor, former Assistant Director (HR), who was a member of the ECU AS 

Medical and Dental Advisory Group, attends the South West Regional Networks and was a 

speaker at the AS Medical and Dental Workshop in September 2013.  

3. Advice on the self-assessment process from staff within the University who have been on AS 

panels. 

4. External reviews from the University of Bristol gratefully received on this application.  

 

[662] 

 

2.3. Plans for the future of the self assessment team, such as how often the team will continue to 

meet, any reporting mechanisms and in particular how the self assessment team intends to monitor 

implementation of the action plan. 

 

¢ƘŜ t!{²D ƛǎ ŀƴ ŜƳōŜŘŘŜŘ ƎǊƻǳǇ ǿƛǘƘƛƴ ǘƘŜ 5ŜǇŀǊǘƳŜƴǘΩǎ ŎƻƳƳƛǘǘŜŜ ǎǘǊǳŎǘǳǊŜΣ ƳŜŜǘƛƴƎ ŀ 

minimum of once per term.  PASEG and CEDAR ASWG meet monthly. In line with our annual call, we 

have recently (October 2015) encouraged new members, including professional services staff, to join 

the Department AS groups. This method has achieved a continued diverse representation from all 

groups of staff including professional services staff.  

- Social stigma and prejudice (Prof Manuela 

Barreto) 

- Work-life balance (Prof Michelle Ryan) 

- Female role models in STEMM (Dr Thekla 

Morgenroth, Prof Michelle Ryan) 

- E&D training evaluation (Dr Jo Sweetman, 

Prof Manuela Barreto) 

- Glass cliff (Prof Michelle Ryan) 

- Gender discrimination in the workplace (Prof 

Manuela Barreto, Dr Safi Darden) 

- SƻŎƛŀƭ ŎƻƴǎǘǊǳŎǘƛƻƴ ƻŦ ƎŜƴŘŜǊ ƛƴ ΨǇƻǎǘ-

ŦŜƳƛƴƛǎǘΨ ǎƻŎƛŜǘȅ (Dr Tim Kurz) 

- Gendered ageism (Dr Louise Pendry) 

 

Box 2: Examples of AS relevant research being 
undertaken in the Department. 
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The PASWG has actively consulted, collected and analysed data on the Psychology work culture via 

focus groups, post-it comment sessions, exit interviews and anonymous surveys (AP1.02; AP1.03; 

B1.01; AP3.05; AP1.05); we will continue these actions on an annual basis (AP1.00). We also explore 

new methods (e.g.,AP1.06) to be able to capture the experiences of our professional services staff 

more fully (AP1.00; AP1.01; AP6.02). Since the formation of the CEDAR ASWG, we have made our 

consultation and data collection methods more accessible for low FTE clinical staff (AP1.04). 

 

We will continue to report to PEG and PSG and to the College Executive group and the Vice-

ChancellorΩs Executive Group via monthly College and University ASWG meetings as indicated above 

(Fig. 1) to enable decisions on future plans to be influenced by gender consideration and required 

resources to be allocated. We will prepare a diagrammatic version of our action plan outlining 

responsibilities for action implementation to help with progress monitoring and further 

implementation (AP1.07). In response to post-it session feedback, we will provide reports on 

completed surveys to staff in the Psychology department (AP1.08; 9.01). 

[245] 

 

3. A picture of the Department: 2.521/2,000 words (+521 additional) 

 

Provide a pen-picture of the Department to set the context for the application, outlining in particular 
any significant and relevant features.  
 
In 2010, the School of Psychology became one of four Departments in the College of Life and 

Environmental Science, one of three STEM/M Colleges in the University (Fig 2). 

 

The Department is situated in the Washington Singer Building and adjoining Henry Wellcome Mood 

Disorders Building, which provides space for research, training and treatment for people living with 

depression. The campus provides dedicated places for breastfeeding and prayer rooms. The 

Department currently provides such spaces on an ad hoc basis, which has been met positively by 

users. We are reviewing possible spaces for more permanent facilities (AP6.05). 
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We have four research groups (Fig. 3) that interlink and collaborate frequently and one clinical 

training programme (CEDAR, Fig.3-4). Teaching and leadership in CEDAR is primarily provided by 

clinically qualified educators and researchers (henceforth referred to as Ψclinical staffΩ), with non-

clinical staff contributing to teaching and research. Most clinical staff have University contracts, with 

funding for individual salaries contingently tied to programme funding (e.g. Increasing Access to 

Psychology Therapies Department of Health contracts). A number of professional services (PS) staff, 

including technical services, sit in the Department, but are line managed at the College level (Fig. 3). 

Throughout the application we only refer to professional services staff based in our Department. 

 

Two key differences exist between clinical and non-clinical staff: 

1) Clinical staff work across two institutions (University and an NHS Trust) with significantly 

different working practices 

2) Clinical staff move sequentially between different funded programmes as the main path of 

career progression 

 

These differences led to the newly created AS sub-group (APB6.06), to ensure that our actions will 

be equally effective for clinical and non-clinical staff.     

 

 

Figure 2. University of Exeter STEM/M Colleges and the College of Life and Environmental Sciences 
Department structures. 
 

Figure 3. Venn diagram showing the research groups in the Department and how they interact overlaid 
with the College Professional and Technical Services staff who have their physical home in the 
Department. 
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Figure 4. (a) Diagram of CEDAR (clinical) training programmes, which delivers undergraduate through 
to doctorate level programmes. (b)  Non-CEDAR Psychology programmes, which also offer UG through 
to PGR level programmes (note: BSc Psychology with Sport and Exercise Science is taught jointly with 
the Department of Sport and Health Sciences and Psychology may also be studied under the Flexible 
Combined Honours scheme). 

(a) 

(b) 
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The Department currently has 112 academic sǘŀŦŦ ŎƻƳǇǊƛǎŜŘ ƻŦ тс Ψƴƻƴ-ŎƭƛƴƛŎŀƭΩ (54% female) and 36 

ΨŎƭƛƴƛŎŀƭΩ (78% female) staff, 664 UG students (83% female) and 259 PG students (80% female).  

 

Staff and PGRs ǎƘŀǊŜ ǎƻŎƛŀƭ ŀǊŜŀǎΣ ŀǘǘŜƴŘ ŜŀŎƘ ƻǘƘŜǊΩǎ ǎŜƳƛƴŀǊǎ ŀƴŘ Ŏƻ-teach on modules. This has 

created a well-mixed Department with good opportunities for interactions (AP6.07; 6.09; 6.05). Our 

qualitative data collection shows that the friendly and collegiate atmosphere is unanimously 

ǊŜŎƻƎƴƛǎŜŘ ŀǎ ŀ ǎǘǊŜƴƎǘƘ ƻŦ ǘƘŜ 5ŜǇŀǊǘƳŜƴǘ όŜΦƎΦ ǘƘŜ ǿƻǊŘǎ ΨŜƴǾƛǊƻƴƳŜƴǘΩ ŀƴŘ ΨǇƻǎƛǘƛǾŜΩ ǿŜǊŜ ǘƘŜ 

Ƴƻǎǘ ŦǊŜǉǳŜƴǘƭȅ ƭƛǎǘŜŘ ǎǘǊŜƴƎǘƘǎ ŀƳƻƴƎ нм ǊŜǎǇƻƴŘŜƴǘǎ ǘƻ ŀ Ψtƻǎǘ-ƛǘΩ ǉǳŜǎǘƛƻƴ (AP1.03, Fig. 5). 

 

CEDAR works with multiple commissioners including the NHS and the South West Strategic Health 

Authority. The Department as a whole has also forged strong research links with external 

stakeholders including the Met Office and government departments and agencies. We also have a 

planned partnership with the Met Office for running Soapbox Science Exeter 2016 (AP8.03), 

expanding our links with females in STEMM research industries in Exeter. 

 

 
 

 

The University has three non-clinical career paths (Table 2). These are considered equal, and it is 
possible to move between career paths within the Department.  
 
Clinical career paths reflect the levels defined in the Agenda for Change Framework. Table 3 shows 
the levels of clinical posts (E&S) within the Department. 
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[493] 

 

Provide data for the past three years (where 

possible with clearly labelled graphical 

illustrations) on the following with commentary 

on their significance and how they have 

affected action planning (See Box on Data 

Collection).  

 
3.1. Student data 
 

Student benchmarking data are from the 

Higher Education Statistics Agency as provided 

ōȅ ǘƘŜ 9/¦ ά!{ ōŜƴŎƘƳŀǊƪƛƴƎ Řŀǘŀ нлм2/13έΦ 

Given the high proportion of female students 

(see sub-sections below), the primary focus of 

our actions has been on retention of women in 

the field, not the gender imbalance. This 

section highlights initiatives and impact 

towards this aim (see also 4.2.3.  

[60]  

  

Explanation of data collection 

 

Central HR in conjunction with Departments has 

established recording systems which have generated a 

5-year data repository to allow analysis of trends and 

the impact of implemented changes (AP Section 1). In 

addition, we are carrying out both quantitative and 

qualitative data collection as a Department. 

 

Quantitative Data: Staff and student data collection is 

coordinated by central HR and provided to PASEG for 

analysis. Data sets are split by gender. Staff data are 

sub-divided by career path and grade, and presented as 

headcount, role count or FTE. PASEG collates and 

analyses additional quantitative data on the processes 

and underlying trends in staff and student data to 

inform Departmental actions (AP1.00; 1.07). 

 

Qualitative Data: We conduct focus groups and post-it 

sessions organised by PASEG to characterise individual 

experiences and responses to implemented changes, 

ensuring there is representation from all localities, 

career paths and students (AP1.02; 1.03; 1.04; 3.05). 
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3.1.0. Numbers of males and females on access or foundation courses ς comment on the data and 
describe any initiatives taken to attract women to the courses. 
 
The University/INTO partnership provides academic and English language preparation for 
international students before they enrol on programmes. To date, 44 students have taken this study 
opportunity (64% female) and 27 students have progressed to the psychology BSc (70% of them 
female). 

 
[41] 
 
3.1.1. Undergraduate male and female numbers ς full and part-time ς comment on the 
female:male ratio compared with the national picture for the discipline. Describe any initiatives taken 
to address any imbalance and the impact to date. Comment upon any plans for the future. 
 

The proportion of female UGs has been consistently high over the past 5 years (78% to 83% female), 

in line with the benchmark (79% Dataset 1). To avoid unintended biases due to male numerical rarity 

we: 

¶ DiǎŎǳǎǎŜŘ ǇƻǘŜƴǘƛŀƭ ΨƳŜƳƻǊȅ ōƛŀǎΩ ǿƛǘƘ ǎǘŀŦŦ ό!tB2.04).  

¶ Are developing materials for staff on how to manage diversity in groups (AP2.20).  

¶ Monitor success post-graduation (see 4.1.3). 

 

Since our actions to maintain levels and attract female students (see 3.1.4) we have seen Female UG 

figures increase by 14%, maintaining our gender 

ratio (Dataset 1). We are mindful that a gender 

skew may adversely affect male students and we 

will continue to review these numbers and assess 

the satisfaction (AP2.04; AP1.06) and integration 

(Box 3) of students across gender.  

 
Part-time study is offered on Psychology UG 

programmes (female bias in line with overall 

population numbers; Dataset 1), however UG 

clinical placements cannot currently be held part-

time. We will continue to monitor the impact of 

this on students (AP1.00; AP1.06). Part-time 

students meet with the programme director 

annually to tailor their studies to any programme 

changes.  

[175] 
 

 

ҍ Our student Psychological Society has a 
mixed gender leadership committee 

which is 89% female 
 
ҍ We have a representative gender ratio 

amongst peer mentors (89% female) 
and mentees (95% female) 

 
ҍ On our UG staff-student liaison 

committee UG, representatives, which 
are selected via an electoral process 
amongst students, are 80% female 

 
Box 3: Integration by gender within core 
UG student committees and mentoring 

schemes  
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3.1.2. Postgraduate male and female numbers completing taught courses ς full and part-time ς 
comment on the female:male ratio compared with the national picture for the discipline. Describe 
any initiatives taken to address any imbalance and the effect to date. Comment upon any plans for 
the future. 
 
The postgraduate taught (PGT) proportions (75% -81% female students) are similar to our UG ratio, 

broadly consistent over 5 years and in line with benchmark data (79% female; Dataset 2a), with 

representative part-time numbers.  
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We have split clinical (CEDAR) and non-clinical data so that we can effectively monitor both sets. 

Females are the majority in non-clinical (75-78% female) and clinical programmes (74-84%) (Dataset 

2b). Our non-clinical PGT destination data suggests that female graduates are very likely to pursue 

a PhD (average of 73% of respondents to the DHLE survey from 2011/12 to 2013/14; Dataset 15a, 

section 4.2.3) and therefore that our actions (see section 4.2.3.) promote a high retention rate 

amongst female PGTs.  

[113] 
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3.1.3. Postgraduate male and female numbers on research degrees ς full and part-time ς comment 
on the female:male ratio compared with the national picture for the discipline. Describe any 
initiatives taken to address any imbalance and the effect to date. Comment upon any plans for the 
future. 
 
Dataset 3a shows a steady increase in the percentage of female postgraduate research students 

(PGRs) across the past 5 years (71% to 77%), which is broadly consistent with the national picture 

(75% female).  

 

Our part-time ratios generally reflect our full-time ratios. A split by clinical/non-clinical programmes 

(Dataset 3b) shows that female non-clinical PGRs proportions are lower in recent years (64-67%) 

than the clinical PGRs (76-84-%). This represents a drop from our UG and PGT numbers, partly due to 

studentships now being RCUK-funded rather than university-funded and thereby following a non-

departmental recruitment route. Data from our College PGR office suggests that 57% of shortlisted 

applicants and 66% of successful applicants for RCUK-funded studentships were female in the last 2 

years. We have requested monitoring and reporting of the recruitment process (including 

applications) henceforth (AP2.02; AP2.19).  

 

We are pleased with the high retention rate for our female non-clinical PGRs with 78% going directly 

into research in their first position post-PhD study (80% of leavers reported wanting to pursue a 
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research career when starting their PhD, AP2.10) and expect this number to increase with the 

impact from our previous and more recent actions, in particular: 

ҍ increased opportunities for informal mentoring (AP2.11; AP6.07) with a positive 

evaluation of informal mentoring in the department (AP1.03; APB2.02) 

ҍ buddy-up scheme with currently 100% uptake (AP2.06) 

ҍ local PGR supervisor training (AP2.05) 

ҍ a push for PGR training tailored to our students (AP5.06) 

ҍ increased representation of senior female role models amongst staff (see section 4) 

 

We are pleased with the positive evaluations of our department from our PGR exit questionnaires, 

with 86% of leavers agreeing that they would stay in the department if funding allowed (Figure 6).  

 

[281]  
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3.1.4. Ratio of course applications to offers and acceptances by gender for undergraduate, 
postgraduate taught and postgraduate research degrees ς comment on the differences between 
male and female application and success rates and describe any initiatives taken to address any 
imbalance and their effect to date. Comment upon any plans for the future. 
 
Across stages we currently make offers to a greater proportion of females and have a greater 

proportion of firm accepts relative to the number of applicants (e.g., 2014/15 UG:79%Ҧ81%Ҧ80%; 

Data sets 4-6). This is consistent over the last 5 years, suggesting no gender bias during the 

admissions process and that our actions around recruitment are effective: 

 

ҍ Staff gender balance on 100% of open days and 75% of offer holder visitor days (AP8.01) 

ҍ High female visibility within the department (AP6.00; APB8.02, see 4.3.6) and at external 

events (AP Section 8, see 4.3.7) 

ҍ Role model videos with 540 views to date (Figure 7, AP2.09) 

ҍ Mixed gender recruitment panels (PGR) (APB4.03) 

ҍ Gender balance for events promoting further study and research as a career choice with 

positive feedback from female event participants (AP2.16; AP2.22; AP8.01; see 4.2.3). 

ҍ Updated UG prospectus to show AS commitment and gender balance of images (AP2.01) 

 

Figure 6. Results of our 2014/15 PGR exit questionnaire indicating that we have a positive evaluation 
of our department as a place to do a PhD and that we have already implemented actions in areas 
where we can see room for improvement [training and development (AP5.06), integration (AP6.07), 
reducing barriers(AP Section 2)]. 
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We will keep numbers high by: ensuring a gender balance on 100% of applicant-facing events (see 

4.2.3 and 4.3.7); having AS departmental commitment in prospectus (APB.16); increasing the 

number and career path diversity of our role model videos and extending to interviews with UGs and 

PGTs (AP2.2.9) and with the implementation of 3 events begun in the 2014/15 academic year that 

directly expose our student communities to research-facing careers and mentors: 

-  Annual 1-hour session for all final year UG students in which a gender-balanced selection of 

postdocs and PhD students talk about their research career (AP2.02)  

-  Annual Soapbox Science event where female UGs, PGTs and PGRs participate as volunteers and 

PGRs as speakers (see 4.3.7) (AP8.03) 

-   Termly invitations for PGTs to join PGR Coffee Morning (AP2.24) 

  

We have also participated in a University PGR recruitment process review lead by one of our female 

professors (M. Ryan), the results of which will be used for evaluating fairness and transparency and if 

needed, drawing up recommended actions (AP2.00). 

[321] 
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