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Abbreviations table:

AL Academic Lead
AP (#) Action Plan (reference number)
AS Athena SWAN

ASWG Athena SNANWorking Group

CEDAR Clinical Education Development and Research

DPDR Director of Postdoctoral Research
ECF Early CareeForum

ECR Early Career Researcher

E&R Education andResearch (career path)
E&S Education and Schaniship (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)

TableA: List of acronyms and abbrations used in document.

Bold textindications areas of impact since our Bronze award. Word counts include boxes but
excludestables, figures, datasets, and headings.
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7th December2015
Dear Ms Dickinson,

| am delighted to write to you to express my sincere support for the Department of
t a8 OK2{ 2 ARetaBWN ABKpRidation.

Snce starting our AS work andoing for Bronzd can genuinely sethat embracing the
/ Kl NI S NI & and Belicatiddovst 45@ hours to AS meetings consultations and
activities has created a profound cultural change in thigpBrtment and haspositively
impacted our recruitment, retention and promotion dhlented female scientists In

particular,appointing junior staff as ouASLead andexecutive Groupnembers(with mine

and theDS LJF NIi Y Sy (i Q Jihasfoeereikey strdrigihJeénhbwerng staff at all career
stages tdundamentallyand positively impacthe way the @partment runs for example

 Cdzy RA Y 8dzLdQ WLA2N.H S (AR D forldéniiidars Ield dlitside of core hours
and sharing guidelines institutionally fmlving our successful pilot (December 2014)
with 10 children (8 Department members) 2014and 16 children (11 Department
members)in 2015

T LYAGAFGAY3T FYR 2NBFYATAY3I 9ES(H SNEBDI):FTANERI
securing funding from the DépNII YSy i YR | yAGSNEAGE F2NJ 4|
participation. This event promoted 12 female scientists and their research to the
public in Exeter city cent, engaging over 230 people.



1 Creating a rotating seat on our senior level Psychology $yaBroup (AP.04) that
for academic staff at any levelnd contract typeto increase transparency of and
experience with decisiemaking within the Department

1 Hosting our first annual promotions workshop in January 2015 (AP3.®hyembers
of staff attended. Following this, 3 staff (66% female) approached me for further
input. Of these,1 female hasbeen promoted from Senior Lecturer to Associate
Professor,and 1 female member of staff has hagrkload strategically allocatedo
allow herto take on roles needed for promotion to Associate Professor.

1 Creating workloaded Deputy roles for senior departmental réM5.04): increasing
0KS WOFNBSNI 622aldAy3aQ YSIy 2F GKS NRf Sa
3.34 in 2014/15.

1 Training a pool of seor staff mentors AR5.05):from which Early Career Researchers
(ECRs) and Academic Staff can select their formal meh@% ofcomments in
PASWG 2015 AS mentoring survey indicgthat this has improved their mentoring
experience.

1 Creating a Directorof Postdoctoral Research (DPDR) R&®5(03: providing
mentorship and training events for our ECRs.

| amextremely pleased to say that since the start of &8Bwork, our number of female
Senior Lectures has increased from 11 (48%) to 16 (64%) and department now has 1
(13%) female Associate Professor and41%) female Professors, expanding our pool of
senior female role models and mentors.

We recognise that there is still more to be dongs a [@partment we work tobetter
supportthe talents ofour constituent membersTherefore AS imot just a standing item on
all of our staff and executive meeting agendasas become woven into the fabric of the
Department, with its core principles impacting opolicies and culturecreaing a better
working environment for all.

Yours Sincerely,

N

o = s Ao

Professor Mark Levine
Head of Psychology

Word count522/500 (22 words used from additional word count)



2. The selassessment proces$;006/1,000 wordg+5 extra)

2.1. A description of the self assessméeam:YSYO SNEQ NRf Sa

6020K

part of the team) and their experiences of wdif& balance

GAOKAY

The BychologyAthena SNANWorking Group (PASWGhembership (Table 1a) spans the diversity
of roles from each of our career paths artddent communities. A subroup, the Clinical Education
Development and Research (CEDAR) ASWG (Tabfeclsgs on clinical staff (see section 3) and
student data, nuancing actions specific to this communkiB6.0§. Membership of the CEDAR
ASWG, PASW&hd our Psychology Athena SWAN [Etge Group (PASEG) overlap B8RS see
section 2.2) to ensure effective integratiolm total, our 2 ASWG#éave 20 memberg70% female),
broadlycomparableto our staff(64% femaleand student(82% femalepopulatiors.

[98]

2.2. An account of the self assessment procelgtails 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.

PASWGMmMembership isformed through self
nomination with an open invitation sent to all
staff and studentsThis process has been use
to annually update membership, with a8%
YSYOSNI (dzNYy2@O3SN) aAayo
(July 2012)Upto March 2014, the PASWG me
monthly, movingto termly meetings following
our BronzesubmissionWe are delighted that
members of the department have rated ou
work to date as having a positive impag0¢bo
agree, 23% not sure, 7% disagree).

Momentum is maintained and time
commitment for PASWGmembers kept low
through the establishment of aPASEGIn

b Web page content
b PGRssupervisor training; graduate

mentoring; PGR coffee morning
b Promotion: feedback; coaching sessions;
promotion survey; guidelines for external
reviewers (CLES); support for junior staff
b Staff leave: increasing transparency of
allocation of hours; increagid a6 I O
t22L% GAYS

b CEDAR: defining CEDAR working patterns;

survey of all staff; mentoring structure; PDR
provision

Box 1: Sample of Psychology AS niegt
discussion items in 2014/15

September 2013AMB6.05, comprised of three

PASWG membei@ncluding the ChairjTable 1a) The PASEfeets separately once per montto

A2y

review data and our Action Plan, monitor activities, execute sunaey coordinate the agendas for
PASWG termly meetingmeeting fortnightly in the five months leadingp to Silver submission to

allow time forwriting the application.

Identifyingthe need for specific actions to impact atlinical staff and studentoenmunities (CEDAR,;
Figure 3)since Bronzeve have established theCEDAR ASWG sgboup in November 2014 (see



2.1, AB6.06, which includes members of CEDAR management and the PASEG (Table 1b) and meets
monthly.

PASEG, CEDAR ASWG and PASWG all feedcimtotherand local (Departmental) decision making
groups(Fig. 1) They alsweport to the College and University ASWGs via monthly meetings attended
by the PASWG ChgiARB9.0J and that feed into the wider College and University level senior
managemenigroups (Fig 1and 2. Within the Department etions are typically passed to PEG and

Vice Chancellor’s Executive
Group

Uni ity Equalit d Uni ity Ath SWAN
.nlve.r5| y Equality an TUES Bt Blis o niversi y. ena
Diversity Dual Assurance Working Group

CLES Athena SWAN
Working Group

Psychology Department
Executive and Strategy
Groups

Psychology Department
staff meetings

Psychology ECR and PGR
forums

Figurel. Reporting channels for Departmental AS Groups. Aliggaeport monthly, except for
the PASWG, which reports termly.

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 rseetieigbers engage

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

69/ 10X G4KS ! yA@S naviawilite@tdre dnd matedals ard dircSiatedLIS S NJ

This structure allows us to stay tip-date wih activities across the University and provides a fioru

we actively usél 2 & K| NB t a préchice(se@ e&iahHAMBIDMH lh recognition ofthese
practices impact on Departmental and University culiuPsychologAS Leadr Safi Darden was
nominated by the University for a WISEBfluence Award (AP8.03.



Information is disseminated andiscussed with
the whole Department at monthly aditaff
meetings, where AS is a standing agenda ite
(AP6.03). We &ve a Department AS webpag
(ARB6.03 whichprofiles the membership of our
working groups, publicises the initiatives whic
we are working on, has links to other AS wo

- 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 (Do Bweetman,
Prof Manuela Barreto)
- Glass cliff (Prof Michelle Ryan)

- Genderdiscriminationin the workplacgProf
Manuela Bareto, Dr Safi Dardén
-OALT O2yailiNHOG-A2Y
FSYAYA&DUTimkargA S i &
- Gendered ageism (Dr Louise Pendry)

within the University highlights specific topics
such as parent and carers support

We are in the somewhat unique position far
STEMM discipline,that members of our
Department conduct research on genden
human societyand other AS relevant topics (Bo
2) and we seek their insights as part of aalf
assessment process and highlight their research

within our AS web pagga\PB8101;1.061.054.02;6.0889.05B9.08.

Box2: Examples of AS relevant research being
undertaken in the Department.

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 keyndtd$S OK o WD2Ay 3 F2NJ D2f RQU
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 attendig@ff 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 ®euth West Regional Networks and was a
speaker at the AS Medical and Dental Workshop in September 2013.

3. Advice on the selhssessment process from staff within the University who have been on AS
panels.

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

[662]

2.3. Plans for the future of the self assessment teasuch as how often the team will continue to
meet, any reporting mechanisms and in particular how the self assessment team intends to monitor
implementationof the action plan.

¢CKS t!{2D A& Iy INRdzL) gAGKAY GKS 5SLJ
minimum of once per term. PASEG and CEDAR A& Gnonthly.In line with our annual call, &v

have recentlyOctober 2015¢ncouraged new membergjcludingprofessional servicestaff, to join

the Department AS group3$hismethod has achieved a continued diverse representation from all

groups of staff includingrofessional grvicesstaff.
7



The PASWG has activelynsulted,collected andanalyseddata on the Psychology work culture via
focus groupspostit commentsessons exit interviews and anonymous surveys (AP1.02; AP1.03;
B1.01 AP3.05AP1.0% we will continue these actions on an annual basis @®1We also explore
new methods €.9.APL.06) to be able to capture the experiences of quofessional servicestaff
more fully (AR.00; AP1.0; AP6.02. Since the formation of the CEDAR ASW&have made our
consultation and data collection methods more accessible for low FTE clisteffi(AP1.04).

We will continue to reportto PEGand PSGand to the @llege Executive groumand the Vice
Chancello® ExecutiveGroup viamonthly College and University ASWG meetagsndicated above
(Fig. 1) toenable decisions on future plans to be infleed by gender consideration and required
resources to be allocated. Weill prepare a diagrammatic version of our action plan outlining
responsibilities for action implementation to help with progress monitoring and further
implementation APL.07). In respnse to postit session feedback, we will provide reports on
completed surveys to staff in tHesychology department (AP1.08; 9.01).

[249
3. A picture of the Departmen®2.521/2,000 words (621 additional)

Provide a pespicture of the Department to séfie 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 Sciengene of three STEM/M Collegasthe Univerdty (Fig 2).

The Department is situated in the Washington Singer Building and adjoining Henry Wellcome Mood
Disorders Buildingwhichprovides space for research, training and treatment for people living with
depression The campus provides dedicated macfor breastfeeding and prayer rooms. The
Department currently provides such spaces onahhocbasis, which has been met positively by
users We are reviewing possible spaces for more permanent facilAR8d5).
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Figure 3. Venn diagram showing the research graupise Department and how they interact overlaic
with the CollegeProfessional andechnicalServices staff who have their physical home in the
Department.

We have four research grosp(Fig. 3}that interlink and collaborate frequentiyand one clinical
training programme CEDARFig.34). Teaching and leadership in CEDAR is primarily provided by
clinically qualified educators and researchéngnceforth referred to asélinical staffp with non-
clinicalstaff contributing to teaching and research. Maéinicalstaff have University contracts, with
funding for individual salaries contingently tied to programme funding (e.g. Increasing Access to
Psychology Therapies Department of Healbimtracts). A number of professional services (PS) staff,
including technical servicesit in the Department, buére line managed at the College level (Fig. 3).
Throughout the application we only refer pyofessional servicestaff based inour Department.

Two key differences exist between clinical and{atinical staff:
1) Clinical staff work across two institutions (University and an NHS Trust)sigitificantly
different working practices
2) Clinical staff move sequentially between different fundedgreonmes as the main path of
career progression

These differenceted to the newly created AS swugroup AFB6.0§, to ensure thatour actions will
be equally effective for clinical and nafinical staff



(@)

(b)
Doctoral
* PhD Psychology

Masters

* MSc Social and Organisational
Psychology

* MSc Psychological Research
Methods

¢ MSc Animal Behaviour

* MSc by Research Psychology

No non-clinical PG
Diploma courses

Undergraduate

« BSc Psychology

« BSc Psychology with
Sport and Exercise
Science

* BSc Flexible Combined

Figured. (a) Diagram of CEDAR (clinical) training programmes, ablters undergraduate through
to doctorate level programmegb) NonCEDAR Psychology programmes, which also offer UG thrc
to PGR level programmes (no&Sc Psychology with Sport and Exercise Science is taught jointly v
the Departmet of Sport and Health Sciences dPslychology may alde studied under the Flexible

Combined Honours scheme

10



The Department currently hakl2 academicg I FF O 2 Y LINKG SARYGEGHerfra@hnd®6/ 2 Y
WOt A(¥8% @mdleRtaff, 664 UG student83% femalend 259 PG studen{80% female)

Staffand PGR& K N a2 O0A It | NBFaz I (i-fsgRondbdil&s. ThiS iaS N & &
created a wellmixed Department with good opportunities fanteractions (AP6.07; 6.09; 6. 0®ur

qualitative data collection shows that the friendly and collegiate atmosphere is unanimously
NEO23IyAaSR a F A0NBy3IldK 2F (GKSE Q58 MRNIWYRER (6 DS
Y2al FNBIldSyidfte tAadSR aidNByYATK dj (HSEEWER5H M NB & L2y

CEDAR works with multiple commissioners including the NHS and the South West Strategic Health
Authority. The Departmentas a wholehas also forged strong research links with external
stakeholders including the Met Office and government departments and ageie alsohave a
planned partnership with the Met Office forrunning Soapox ScienceExeter 2016 @AP8.03,
expanding our links ith females in STEMMesearchindustries in Exeter.

Figure 5: word cloud displaying staff feedback on what they liked most about the department.

outlook  research
dynamic? support Ffleﬂdly
%upp(‘)ltlve >

env1ronment>
colleagues gr Ec“enthusw_;tstlc.|_>

= engagedmterestmgv)
st friendly

.Q
= O

excelle

The University has three neslinical career paths (Table 2). These are considered equal, and it is
possible to move between career paths within the Department.

Clinical career paths reflect theviels defined in the Agenda for Change Framework. Table 3 shows
the levels of clinical posts (E&S) within the Department.

11



Tahble 2: Unive rsity Career Paths for Acade mic Staff (han-clinical]

Research Education and Scholar- | Education and Re-
ship search

Grade E Associate Research Associate Lecturer

Fellows
Grade F Research Fellow Lecturer Lecturer
Grade G fenior Research Fellow  Senior Lecturer Senior Lecturer
Grade H Associate Professor Associate Professor Associate Professor
Professor Profe ssor Professor Profe ssor

Table 3: Career pathway for clinical staff

Grade Position

& Aseociate Lecturer

Fa Programme tutor) Lecturer

da Programme Tutar f Supe reisor

8b Academic Lead

Bt Programme Lead [ Director of Programme

ad Dire ctor of Clinical Training fSuite of Program me
[493

Provide data for the past three years (where
possible with clearliabelled graphical
illustrations) on the following with commentary
on their significance and how they have
affected action planningSee Box on Data
Collection).

3.1. Student data

Student benchmarking datre from the

Higher Education Statistics Agerasprovided
o8 0KS 9/ ! a!{ 03O
Given the high proportion of femaktudents
(see suksections below), the primary focus of
our actions has been aretentionof women in
the field, not the gender imbalance. This
section highlightsnitiatives 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 Sectign Ih
addition, we are carrying out both quantitative and
gualitative data collection as a Department.

Quantitative Data: Staff and student data collection is
coordinated by central HR and provided to PAS&G f
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 anc
analyses additional quantitative data on the processes
and underlying trends in staff and stent data to
inform Departmental actions (ARI0; 1.07).

Qualitative Data We conduct focus groups and pest
sessionsorganised by PASEG to characterise individual
experiences and responses to implemented changes,
ensuring there is representation fronall localities,
career paths andtedents (AP1.02; 1.03; 1.04; 3)05



3.1.0.Numbers of males and females on access or foundation coursssnment on the data and
describe any initiatives taken to attract women to the courses.

The University/INTO partnershiovides academic and English language preparation for
international students before they enroh programmesTo date 44 students have taken this study
opportunity (64% femal@and27 students have progressed to the psychology BSc (70% of them

female).

[41]

3.1.1. Undergraduate male and female numbeg$ull and parttime ¢ 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 upgmpkans for the future.

Theproportion of female UGhas been consistently high over the past 5 years (78% tof@3fle),
in line with the benchmark (79%ataset ). To avoidunintendedbiasesdue to male numerical rarity

we:

f DaAOdzaaSR LRSS ARIQf s WARBA ZNE FF 0!t
1 Are developingnaterials for staff on how to manage diversity in groupBZ.20.

9 Monitor success posgraduation(see 4.1.3)

Since our actions tmaintain levelsand attract female studentésee 3.1.4Wwe haveseenFemaleUG

figures increas by 14% maintainingour gender

ratio (Dataset 1) We are mindfulthat a gender
skew may adversely affeatale studentsandwe
will continue to review these numbers and asse
the satisfaction(AP2.04; AP.06) and integration
(Box 3)of studentsacrass gender

Parttime study is offered on Psychology U
programmes (female bias in line with overal
population numbers; Dataset ,1)however UG

clinical placementgannot currently be helgart-

time. We will continue to monitor the impact of
this on students (APDO, ARL.06). Parttime

students meet with the programme director
annuallyto tailor their studies to any programme
changes.

(179

b Our student Psychological Society has a
mixed gender leadership committee
which is 89% female

L We have a representative gender ratio
amongst peer mentors (89% female)
and mentees (95%male)

L On our UG staftudent liaison
committee UGrepresentatives, which

are selected via an electoral process

amongst students, are 80% female

Box3: Integration by gender within core
UG student committees and mentoring
schemes

13



82%

90%

&R
2 Sy
~
_'é 80%
= 70%
S 0%
-5
E 50% ¥ Female
3 40% - § Male
g 30% R b
20%
5
= 10%
0%

2010/11 2011/12 2012/13 2013/14 2014/15 Benchmark
2012/13

80%
79%
78%

20%
21%
22%
18%

Year

Data Set 1: The FTE of Undergraduate students over time

Year Mode of study % Female % Male
Full Time 80% 20%
2010/11 Part Time 100% 0%
All B80% 20%
Full Time 79% 21%
2011/12 Part Time 50% 50%
All 79% 21%
Full Time 78% 22%
2012/13 Part Time 80% 20%
All 78% 22%
Full Time 82% 18%
2013/14 Part Time 91% 9%
All 82% 18%
Full Time 83% 17%
2014/15 Part Time 100% 0%
All 83% 17%
Part Time 79% 21%
B:::;";":;" Full Time 78% 2%
All 79% 21%

3.1.2. Postgraduate male and female numbers completing taught coursksl and parttime ¢
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 (PGarpportions (75%-81% female students) argimilar to our UG ratio,
broadly consistent over 5 years and in line with benchmark data (79% female; DatasetitBa)
representative partime numbers

14



y 100% ® ®
Eom | % g R g 3 R
2 80%
3 0%
£ 650%
g 50% - - " ® Female
E :x N R ﬁ B % é Male
w 20%
w 10%
0%
2010/11 2011/12 2012/13 2013/14 2014/15 Benchmark
2012/13
Year
Data set 2a: The FTE of postgraduate taught students over time
Year Mode of Study % Female % Male
Full Time 74% 26%
2010/11 Part Time 81% 19%
All 75% 25%
Full Time 75% 25%
2011/12 Part Time 76% 24%
All 75% 25%
Full Time 74% 26%
2012/13 Part Time 84% 16%
All 77% 23%
Full Time T7% 23%
2013/14 Part Time 74% 26%
All 76% 24%
Full Time 80% 20%
2014/15 Part Time 83% 17%
All 81% 19%
Full Time B0% 20%
B;;'f;’;l;rk Part Time 78% 22%
All 79% 21%

We have splitlinical (CEDAR) and nolinicaldata so that we can efféiwely monitor both sets
Females are the majority in nedlinical (7578% female) and clinical programmes-84®0)(Dataset

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

a PhD (average of 73% of respients to the DHLE survey from 2011/12 to 2013/T3ataset 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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81%

®
)

= ®
5 B R B F 8
2 J0% p 80% -
E 60% " 70%
£ so% 2 £ 60%
E 40% & - : :g: ¥ Female
E 0% = N : 30% - hale
£ 20% 5
* 10% 20%
0%

2010411 2011/12 2012/13 2013/14 2014/15
Year

25%

18%

2010/11 2011/12 2012/13 2013/14 2014/15
Year

Data set 2b: The FTE of postgraduate taught students split by clinical and non-clinical courses

Non-Clinical Postgraduate Taught students| Clinical Postgraduate Taught students

% Female| % Female
Full Time 74% 81%
2010/11 Part Time 81% 80%
All 75% Bl%
Full Time 75% 83%
2011/12 Part Time 76% Bl%
All 75% B2%
Full Time 79% 62%
2012/13 Part Time 75% BE%
All 78% 76%
Full Time 78% 76%
2013/14 Part Time 67% 75%
All 76% 75%
Full Time 72% B6%
2014/15 Part Time B88% B2%
All 75% B4%

3.1.3. Postgraduate male and female numbers on research degedull and parttime ¢ 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 sidy increase in the percentage of female postgraduate resesiatients
(PGR) across the past 5 years (71% to 77%), which is broadly consistent with the national picture
(75%female).

Our parttime ratios generally reflect our fulime ratios. A spliby clinical/nonclinical programmes
(Dataset 3b) shows that female nafinical PGRproportions arelower in recent years (687%)

than the clinicaPGR$76-84-%). This represents a drop from our UG and PGT nunyeety due to

studentships now being ®JKfunded rather than universitffunded and thereby following a non
departmental recruitment routeData from ourCollegePGR office suggesdtisat 57% of shortlisted
applicants and 66% of successful applicants for RGtted studentships were femala the last 2

years We have requested monitoring and reportingf the recruitment process(including

applicationshenceforth(AP202; AP2.1%

We are pleased with the high retention rate for our female sahinical PGRs with 78% going directly
into researt in their first position posPhD study (80% of leavers reported wanting to pursue a

16



research careemhen starting their PhDAR2.10) and expect this number to increase with the
impact from our previous and more recent actions, in particular:
b increased oportunities for informal mentoring AP2.11; AP6.07 with a positive
evaluation of informal mentoring in the departmentXP1.03; AB2.02
buddy-up scheme with currently 100% uptaké&P2.0§
local PGR supervisor trainingP2.05
a push for PGR training taited to our students AP5.06
increased representation ofeniorfemalerole models amongst staffsee sectiord)

o v R v S«

We are pleased with the positive evaluations of our department from our PR questionnaires,
with 86% of leavers agreeing that they woulday in the department if funding allowedFigure 6).
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Data set 3a: The FTE of postgraduate researchers over time
Year Mode of Study % Female
Full Time 71%
2010/11 Part Time 69%
All 71%
Full Time 77%
2011/12 Part Time 59%
All 75%
Full Time 74%
2012/13 Part Time 67%
All 73%
Full Time 75%
2013/14 Part Time 79%
All 76%
Full Time 76%
2014/15 Part Time 81%
All 77%
Full Time 76%
B;gig’;la;k Part Time 72%
All 75%
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Data set 3b: The number of postgraduate research students over time split by clinical and non-clinical programmes.

Psychology Postgraduate Research students

Clinical Postgraduate Reserach students

Year Mode of study % Female

Full Time 71%

2010/11 Part Time 69%
All 71%

Full Time 77%

2011/12 Part Time 59%
All 75%

Full Time 70%

2012/13 Part Time 67%
All 69%

Full Time 68%

2013/14 Part Time 60%
All B67%

Full Time 64%

2014/15 Part Time 67%
All 64%

I% Female

7%
83%
78%
79%
63%
76%
76%

nfa
76%
B0%
B3%
Bl%
B4%
B3%
B4%
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Figure 6. Results of our 2014/15 PGR exit questioniradieating that we have positive evaluation
of our department as a place to do a PhD #mat we have already implemented actions in areas
where we can see room for improvement [training atelelopment (AP5.06), integration (AP6.07),
reducing barriers(AP Section 2)].

Across stages &vcurrently make offers to a greater gportion of females and have a greater
proportion of firm accepts relative to the number of applicargsg(,2014/15UG:79%81%d180%);
Data sets 4). This isconsistent over the last 5 yearsuggestingno gender bias during the
admissions process and thatir actions aroundecruitmentare effective:

b
b

o

Staff gender balance on 100% of open days and 75% of offer holder visitor dd3&.02)

High female visibility within the department AP6.00; AB8.02 see 4.3.p and at external
events AP Section 8see 4.37)

Role model videos wittb40views to date (Figure 7AP209)

Mixed gender recruitment panels (PGRRB4.03

Gender balance for events promoting further study and research as a career choice with
positive feedback from female event participant®\P2.16,AP2.22; AP8.Qlsee 4.2.3.
UpdatedUGprospectus to showAS commitmentand gender balance of imagesi2.01)
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We will keep numbers high bgnsuring a gender balance on 100% of applifaning eventqsee

4.2.3 and 4.3.7)having AS departmental commitme in prospectus APB.1§ increasing the

number and career path diversity of our role model videos and extertdingerviews with UGand

PGTE (AP2.2.9 and with the implementatiorof 3 eventsbegun inthe 2014/15 academic year that

directly expose oustudent communitiedo researchfacing careers and mentors:

- Annual thour session for all final year UG students in which a gentlafanced selection of
postdocs and PhD students talk about their research care&P?.03

- Annual Soapbox Science evenhere female UG, PGTs and PGRarticipate as volunteerand
PGRs as speakefsee 4.3.7)AP8.03

- Termlyinvitations for PGTs to join PGR Coffee MorniddP@.24

We havealsoparticipatedin a UniversityPGRrecruitment process reviewead by oneof our female
professors (M. Ryan)he results of which will be used for evaluating fairness and transparency and if
needed, drawing up recommended actions (AP2.00).
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Data set 4: The number of applications, offers and accepts for female undergraduate students over time

Offer to
Year Gender App to Offer Accept
Female 74% 31%
Male 65% 36%
2010/11 Total 72% 32%
% Female 53% 46%
Female 77% 30%
Male 68% 34%
2011/12 Total 75% 31%
% Female 53% 47%
Female 90% 33%
Male 81% 30%
2012/13 Total 88% 33%
% Female 52% 52%
Female B6% 32%
Male 74% 28%
201314 Total 83% 31%
% Female 54% 53%
Female B6% 32%
Male 78% 34%
2014/15 Total 84% 33%
% Female 52% 49%
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