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ATHENA SWAN BRONAHARTMENT AWARDS

Recognise that in addition iastitution-wide policies, the department is working
to promote gender equality and to identify and address challenges particular to the
department and discipline.

ATHENA SWAN SILMBERPARTMENAWARDS

In addition to the future planning required for Brandepartment recognition,
Silverdepartment awards recognise that the department has taken action in
responseo previously identified challenges and can demonstrate the impact
of the actions implemented.
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COMPLETING THE FORM

DO NOT ATTEMPT TOMRDETE THIS APPLIONTFORNMVITHOUT
READINGHE ATHENA SWAN AWARIANDBOOK.

This form should be used for applications for Bronze and Silver department awards.

You should complete each section of the application applicable to the award level
you are applying for.

If you need to insert a landscape page in your application, please copy and paste the
template page at the end of the document, as per the instructions on that page. Please
do not insert any section breaks as to do so will disrupt the page numbers.

WORD COUNT

The overall word limit for applications are shown in the following table.

There are no specific word limits for the individual sections and you may distribute
words ove each of the sections as appropriate. At the end of every section, please
state how many words you have used in that section.

We have provided the following recommendations as a guide.
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1. LETTER OF ENDORSEMEROM THE HEAD (EPBRTMENT
Recommended word count: Bronze: 500 worglsSilver: 500 words

An accompanying letter of endorsement from the head of department should be
included. If the head of department is soon to be succeeded, or has recently taken
up the post, applicants should include an additional short statement froen th

incominghead.

Note: Please insert the endorsement letiermediately afterthis cover page.



[/& UNIVERSITY OF
\

BATH

Professor Paul Milewski
Head of Department
Department of Mathematical Sciences
University of Bath
Bath, BA2 7AY
+44(0)1225 386224
P.A Milewski@bath.ac.uk

Equality Charters Manager

Equality Challenge Unit

7th Floor, Queens House

ppkpc [AyO2fyQa Lyy CAStRaA
London WC2A 3LJ

Endorsement of Application for Departmental Athena SWAN Silver Award

I am writing to express the stronggsbssible support for my department's application
for a silver Athena SWAN award.

Gender equality has been high on my list of priorities for a long time, at least since we
made it central to the department's bid for SAMBa, our Centre for Doctoral Trasiing,
years ago. Writing the initial proposal for SAMBa was one of my first big contributions
to the department, and it has been an immense pleasure to see the positive impact of
some of the changes that we have maden particular to postgraduate recruitemt T

over the last few yeard hishas been a beacon for the department's wider

commitment to gender equality, and central to our efforts to spread good practice to
other institutions; for example, we were the founding member of the LMS Good
Practice Schme CDT membership.

| am also proud of the improvement in the gender balance of the academic staff within
the department since our bronze Athena SWAN award three yeardragarticular

gaining our first female professorghis has come about because of a concerted effort,
based on our 2016 action plan, to attract the best possible applicants and persuade
them that this is an attractive place to work. Our attempts to further improve and lead
the wider STEM community in tharea, and again to build on asuccesseded us last

year to bid for an EPSRC Inclusion Matters grant. | am delighted to say that this bid was
successful and several members of the departnaetleading anationwide

programme to develop and implemeimproved recruitment practices over the next

two years.

The department as a whole has bought into the Athena SWAN process. Gender equality
is at the centre of our quest for improvement, and our motivation is-fald. Firstly, by
improving our culture wénelp to make the department a better place to work for
everyone; and secondly, by becoming a more attractive place for women to study and
work, our intake improves and the department grows stronger academically.

I have taken an active role in the sa®ssment process for this silver application, and
believe that the department is heading very much in the right direction, although |

&



accept that we have further to travel and there is much still to do. | will personally
ensure that the action plan that fors part of our application is carried out, and that
the whole department continues to make every effort to improlbave allocated the
resources necessaryboth budget and staff time to achieve our ambitious goals.

Theinformation presented in the ggication (including qualitative and quantitative

data) is an honest, accurate and true representation ofdbpartment | have a

personal commitment to this application and believe that it demonstrates our vigorous
commitment to gender equality. | hopéat you agree.

Paul A. Milewski



2. DESCRIPTION OF THHPARTMENT
Recommended word count: Silver: 500 word88

Please provide a brief description of the department including any relevant
contextualinformation. Present data on the total number adademic staff,
professional and support staff and students by gender.

The Department of Mathematical Sciences at the University of Bath is a large and
vibrant community of staff and students housed in two adjadauitdingson campus
Consistently strongerformance in research and teaching, combined with a friendly
and collaborative atmosphere, has allowesito grow student numbers by 20% and
staff by 27% since 201%/e are now home tmearly1200students andLOO staff.

Table2.1 Total Number of academic staff, professional and support staff, and students, by gender

2017/18
Numbers
Female Male Non-Binary YeFemale
Research <5 11 <5 31%
Teaching <5 5 <5 0%
Lecturer <5 13 <5 19%
Senior Lecturer 7 8 <5 47%
Staff Reader <5 11 <5 8%
Professor <5 20 <5 9%
Total Academic and Research 18 68 <5 21%
Professional and Support Staff 9 <5 <5 82%
Total Staff 27 70 - 28%
Undergradwate 333 757 <5 31%
T Postgraduate Taught <5 6 <5 40%
Postgraduate Research 23 50 <5 32%
Total Students 360 813 <5 31%

Ours is a researeimtensive departmentin the last REF exercise 88% of the research in
the department was rated as wode@ading or internationally excellepandour staff
collectively hold a grant portfolio totalling over £11We currently hoshine
externallyF dzy RSR NBaSI NOK FStf26aKALI K2f RSNA X
CSft t 2 ¢ a-frackopisigcumdlBositions)

We are committed to higlguality teachingOu students are amongst the best
qualified in the country, typically achieving A*AA degel, including-urther
Mathematicsas a requirementThe cohort ohearly300 undergraduates starting in
2018 were welcomed with induction activitiexcludingan introduction to the historical
context of their studieshighlightingimportant contributions of female mathematicians.
Whilst studying with us, students benefit froextra-curricular social andcademic
events organised by thBath University Maths SocietB yMS), and the newly formed
Women in Mathematics group.

by R
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The centrepiece of our postgraduate study offering is the EPSRC Centre for Doctoral
Training in Statistical Applied Mathematics at Bath (SAMB#ering 10 fullfunded
studentships per year, this cohepased PhD training centre is a national exemplar,
achieving full marks iits mid-term review and recently securingh&m-+ continuation

of funding to 2027. From its inception, SAMBa has plaeady emphasis on the value
of diversity, which has positively influendaelepartmental culture In 2018 we were
awarded £27k fundingfrom the EPSRC twild onSAMBaactivitiesand drivediversity

in early career recruitment across the sector.

Figure2.1 SAMBa students in October 2018

Academic stafin the departmentare line-managed by the Head of Department (HoD)
andorganised intdwo teaching andixresearchgroups(all gender mixedjinked to
different mathematical discipline&eadershipof the department is through the
Executive Committee (Exechairedby theHoD, and including the Chair of the
Department Equality and Diversity Committee (DEB&3c rolefave a threeyear

term androtate amongst senior staffwith open calls for expressions of interesl
department activities are supported byteam of professional services sta#rforming
various functios related to administration, widening participation and outreach.

Figure2.2 Academic organisational structure of the department. Colours represent: yeteaehing, blue
¢ research, greeq organisation/culture
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In themost recentanonymous surveyp8% of respondingtaff reportedsupportingthe
Athena SWAN chartegince our Bronze Award in 2016, we have committed a
significant effort to implementingur Action Plan and embeddirgpod practice and an



inclusive ethoscross all our activitieF his effort has had a profound positirepact
on the departmentkeyachievementsnclude:

9 the total number of female academic staff has doubled over five years

1 we haverecruitedtwo internationallyrecognised female mathematicians to
professorships

9 the proportion of PhD studentsho are femat has increased from 20% to 32%

We are committed to continuing this progress

3. THE SELASSESSMENWROCESS
Recommended word count: Silver: 1000 wor@ie00

Describe the selassessment process. This should include:

()  adescription of the selissessment team

Following the 2016 Athena SWAN Bronze Award, a new departmental committee was
set up and charged with successful delivery of the 2016 Action Plan. The Department
Equality and Diversity Committee (DEDC) comprises eight members dtsteghtly

38% femat), each responsible for overseeing a key area of activity. The committee is a
focal point for ED&I within the department and meets monthly. The chair holéxan
officio place onExecwith a standing item of business, ensuring that equality is central
tod KS RS LI NI Y-BakidgpeocessS OA a A 2y

A Department SelAssessment Team (DSAT) was formed in early 2018 to prepare for
this submissionDSAT is an expansion of DEDC comprising all members of that
committee, plus additional volunteers from across tlepartment. DSAT membership
includes representatives of the full range of job fami(iesluding PSS) and contract
types (parttime, fulttime, fixedterm, openended)and career stages, as well as
undergraduate and postgraduate studenkdany of us are art of dualcareer families,
and/or have significant caring responsibiliti#e gender balance of the committee is
50/50. Continuity with the successful 2016 Bronze application is strong, with eight
members of the previous DSAT returning. There issidguficant buyin from senior

staff, with four professors (1 female, 3 male) and five members of.Exec

Table 3.1: Members of the Departmental S&sessment Team

Tim Rogers
Royal Society University
Research Fellow and

Readelin Mathematics

DSATChair,DEDC Chair

Chris Budd OBE Susie Douglas

Professor DEDC member SAMBa Manager

with oversight of flexible

working DEDC member with
oversightof PGR student
experience



Evangelos Evangelou
Lecturer

DEDC member
responsible for student
data gatheringand
analysis SSLC member

Natasha Javed

Undergraduate student
representative

Chair of Women in
Mathematics group

Paul Milewski
Professor

Head of Department

Matt Roberts

Royal Society University
Research Fellow and
Readelin Mathematics

DEDC member with
oversight ofcareer
progression

Hayley Wragg
Postgraduate student

representative, convener
of student focus group

Carlos Galeano Rios

Postdoctoral Research
Associate

DEDC fixetkerm staff
representative

Cécile Mailler

EPSRC Postdoctoral
Researchrellow

DEDC member with
oversight of recruitment

llaria Prosdocimi
Lecturer

DSAT probationary staff
representative convener
of focus group

Myla Watts

Department Ceordinator
DSATProfessional and
Support Staff
representative convener
of focus group

Johannes Zimmer

Professo, Director of
Research

Professional and support staff working in the department are almost athiaeaged
externally to the department (either by the Faculty of Scienceheroctoral College).
However, they are based in the department and form an integral part of our activities
and therefore have been included in our saffsessment process leading to this
submission.

The department benefits from close links to the Institute for Mathematical Innovation

(IM1), aUniversitywide interdisciplinary institute for applied research and consultation.

The IMI is managed entirely separately from the department and therefore dias n
formed part of our selassessment process.



(i)  anaccount of the sefissessment process

In preparation for the seldssessment process, the DSAT chair Tim Rogers attended

GNI AYAYy3 NHzy o6& (GKS | yAGSNARAGEQA WHANzZE f AGe& YR
briefing. Support for Athena SWAN DSAT chairs4grdmated through the University

Athena SWAN Network, and regular meetings take place between Faculty of Science

DSA chairs to share best practice and stay connected with the wider institutional

picture.

The seHassessment process was launched at astaff meeting inearly2018, inwhich
colleagues were invited to volunteer to join DSAT. $taffon the committeewere able
to keep informed of the process by reading the minutes of DSAT megtitich are
posted on theStaff Moodle Zondinternal webpages for admin and teachjiggs show
minutes have been viewed over 100 timesngagement witlsenior leadership was
ensuredthrougha standing item at the departmeneaitive meetingsand throudn
inclusion of the HoD and Deputy HoD in DSAT.

During the past yedDSAT has undertaken a wide varietgelfassessment exercises,
to conduct adepartment-wide consultationon the submissionActivities included:

9 Collectingapplication,enrolment and enployment data on staff and students
¢KS RIGF LINBaSyGSR Ay (KAa adz&otdigaAz2y o SNB
and Diversity Team, drawn from tl@ffice of Policy and PlannirgndHuman
Resources. Unless otherwise stated these are HBStAcentredatafor
academic year to July 31

1 Analysing datao assess the impact of past actions and identify gender equality
issues to be addressed in the Silver Action Plan.

1 Conductingan anonymousStaff Culture Survey61 responders63% response
rate) anda Postgraduate and Postdoctoral Survéy4 responders60%
response rate) t@ather candid views ahembers othe department and
assess the cultural impact of the Bronze Action Plan.

1 Consultation with Undergraduate (UG) and Postgraduate §®&) Student
Liaison CommitteegSSLC)

1 Runningfocus groupdo gather views and explore ED&I issues hittee key
groups within the department: probationary lecturers, professional and support
staff, postgraduate students.

The planning, delivery and analysis of thasévities were discussed in DSAT meetings,
which ran monthly until September 2018 and then fortnightly to December 2018.
Writing of the submission was a collaborative effort led by BI®ATchair, facilitated by
making use of shared file storage providgdthe UniversityA provisional Ation Plan
was circulated to all stafh February 201@nd feedback has been incorporatede

final submission was circulated in March 2019 and sigrfédy Exec.

(i)  plans for the future of the sefissessment team

From May 2019, DSAT will hand over to DEDC to oversee the implementation of the
Silver Action Plan. This approach mirrors that taken after the Bronze Award submission
in 2016, which has been very successful in delivering aAttion Plan. DEDC wiill
continue to be chaired by Tim Rogers (DSAT chair) until at least 2020, to ensure



continuity. Anoperating budget of £2000 annualklyill allow the committee to deliver
bespoke training, social events, and to support the Women in Mathematics group.

DEDC will met monthlyand function as the maifocusof department ED&I activities
including ensuring progress against the Silver Action. Plaa successful delivery of the
2016 Action Plan has had a hugely positive impact on the departarghthere is a
need to gcure the positive legacy of that work. This will be achieved vianana
departmental equality review to monitor the progress of 2019 Action Plan and
continued effectiveness of embedded 2016 acti¢@ker Action 7.3).

DEDC includes representation frarofessional and support staff, postdoctoral and
early career researchers, and members of the UG and PGRHb®ing completed
Bronze Action 6.4, members of DEDC are properly recognised in the workload
allocation model, and theiwork on the committee can form part of promotion case
DEDC membership will be refreshed periodically (with a term of 3 years), to ensure a
broad representation of the department is maintained.

The chair of DEDC represents the department externally on the@8 NE A (1 & Qa 9 lj dzF t A (@
and Diversity Network and Athena SWAN Network, and is responsible for feediing in

the Athena SWAN University SAdsessment Team. The chair of DEDC will continue to

sit on the department executive committee, emphasising the centia that ED&I

considerations now play in the management of the department

4. A PICTURE OF THE BEPVIENT
Recommended word count: Silver: 2000 worg898

4.1. Student data
If courses in the categories below do not exist, please enter n/a.

()  Numbers of men andomen on access or foundation courses

n/a

(i)  Numbers of undergraduate students by gender

Full and parttime by programme. Provide data on course applications, offers,
and acceptance rates, and degree attainment by gender.

There are currently around 120thdergraduate (UG) students in the department
studying orour BScand MMath (a fouryear undergraduate MastergrogrammesaAll
our UG programmes are ftllme. Studentscanswitch between programmes while
studying with us, anthayundertake a study yeaabroad or a yealong work
placement Work placements are particularly popular, with 52% of students having
undertaken one since 2014/15.

All our programmes require-level further mathematicshowever,only around a
guarter of further mathematicstudentsnationallyare female.To begin to address the
this issuan the South Westwe nowemploy an outreach cordinator and an area co
ordinatorfor the AdvancedMathematicsupport Programme who have boosteaur
interactions with schoolsdetailed in Sectio 5.6(viii).



All our promotional materials are carefully designed with ED&I principles in. Wed
have maintaied an application rate that iabout 31% femaleg in line with the sector
average and well abowbat of Alevel further mathematics.

Table 4.11 gives details of the gender split of applications since 2014/15. There is no
bias evident in the way offers are mademale applicants arasuallyslightly more

likely to accept their offer then males, leading to an intake that is typically around 35%
female.Recruitment in 2015/16 (highlighted in the table) was anomalously poor for
female acceptance, 5% lower than typical. We have not been able to iddmifause

of this isolated dipwhich wasreversedthe following year. Hwever, there is a clear
need to ensurea consistenyin order to avoid a repeaiVe have recently refreshed our
open days, introducing short talks given by staffl more time for interaction with
student volunteersWe aim to improve female recruitmenttes byincreasngfemale
representationin these eventgSilver Action 1.1).

Table4.1.1: Number of applications received, offers made, and offers accepted by gender across all

programmes since 2014/15; ofeemade as a fraction of applicaticemd offers accepted as a fraction of
offers made by gender

) 2 n

Apps Offers Accepts @ g § L

o< © 0

<

Female 536 478 106 89% 22%

2014/15 Male 1,126 1,062 192 94% 18%
% F 32% 31% 36%

Female 584 539 89 92% 17%

2015/16 Male 1,370 1,237 233 90% 19%
% F 30% 30% 28%

Female 612 555 110 91% 20%

2016/17 Male 1,367 1,234 211 90% 17%
% F 31% 31% 34%

Female 562 501 104 89% 21%

2017/18 Male 1,266 1,152 197 91% 17%
% F 31% 30% 35%

Figure 4.1.1 shows the total number of male and fent#&students over five

academic yeard-igure 4.1.2 compasthe percentage of female UG students to HESA
costcentredatafor the sector We observe thathe proportion ofstudentswho are
femalehas dopped from 36% to 31%lowever, aalysis of the admissions data
indicatesthat thistrend will reverse in future yearsTable 4.1.1 shows that since
2016/17 we have a recruitment rate of 35% female, and hence the total cohort can be
expected to return tahis statein years to come



Figure4.1.1: Total number of female and male students since 2013/14 (bars) and percentage female (line)
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Figure4.12: Percentage of female UG students in Mathematical Sciences at the University of Bath,
compared to the sector average (HESA data)
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Table 4.1.and Figure 4.1.3 show gender differences between our BSc and MMath
programmes. As the department has grown, thles at the same time been a shift
amongst male students towards the BSc degree; the proportion of men taking the
MMath has dropped from 42% to 35%. Despite this,ghaportion of our female
studentstakingthe MMath remainsconsistentlylower at around 8%.To address this
genderimbalance, we wilfocus onencouragng high-performing BSc students to
transferto the MMath programmeWe will increa® the visibility of female role models,
organsea Women in Maths event promoting Mast€'s f sfidySahd end automaed
email invitationgo encoura@ high-performing BSstudentsto considerchanging
programmegSilver Ations 2.1¢ 2.3).
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Table4.1.2: Student numbers by gender for BSc and MMath programmes

2013/14 2014/15 2015/16 2016/17 2017/18
Total 588 648 735 759 757

Male MMath 246 266 288 287 262
BSc 342 382 447 472 495
Total 330 363 364 358 333

Female | \math 85 99 91 86 83
BSc 245 264 273 272 250

Figure4.13:Proportion of female and male students on the MMath degree (as a fraction of the whole
female or male cohort).
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Great @re is taken to ensure our assessment processes are as fair and free from bias as
possible. All exams araarked anonymously, argince our Bronze Award we have
introduced anonymous marking of coursework. Project uaitsmarked by at least two
assessors and moderated by a unit convenor. Figure 4.1.4 shows the number and
percentage of awards of different deze classes over five academic years, broken

down by genderln most years female students are slightly more likely than males to
achieve a for 2:1degree classification, though the difference is small.



Figure4.14: Degree attainment by gender
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We have also examined race/gender intersectionality in student attainment. As shown
in Figure 4.1.5 owtudent resultsare very close to the UK average for both men and
women. Significaneffort is necessary to tackle this problem across the seétor.
opportunity to begin to address this issue locally is presented by an upcoming renewal
of the curriculum for our undergraduate programmes. Supported by the Centre for
Learning and Teaching, ED&ingiples will be a core consideration of this process, with

the goal of improving the experience and outcomes for underrepresented groups
(Silver Action 2.4

Figure4.15: Proportion of students graduatinig 2017 achieving 1st or 2degree classification by gender
and racial categorisatiorgomparisorto ECU data from Students Statistical Report 2017
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(i) Numbers of men and women on postgraduate taught degrees

Full and parttime. Provide data on course aligation, offers and acceptance
rates and degree completion rates by gender.

We offer a oneyear postgraduateéaught (PGTMSc in Modern Applications of
Mathematics(MAM). Running since 2001, this programme has a strong histelping
launch the careers of successful female mathematicians, including two alumna who are
now Senior Lecturer®ata for therecruitmentpipeline for MAM are presented in Table
4.1.2 We note thatthe offer acceptance rate amongst female applicants deeased

from 38% in 2013/14 t@1% in 2017/18Thisis a priority for improvementye will

overhaul MAM recruitment, applying the successful processes developed in SAMBa
see Section 4.1.(i¢pilver Ation 3.1).

Table4.1.3: Numbers of applications, offers and acceptances for female and male applicants to the Modern
Applications of Mathematics MSc programme

Apps Offers Accepts Offers/Apps  Accepts/Offers

Female 51 24 9 47% 38%
2013/14  Male 89 35 12 39% 34%

% F 36% 41% 43%

Female 75 20 6 27% 30%
2014/15  Male 90 30 11 33% 37%

%F 45% 40% 35%

Female 64 12 3 19% 25%
2015/16  Male 125 22 9 18% 41%

% F 34% 35% 25%

Female 50 23 6 46% 26%
2016/17  Male 101 26 11 26% 42%

% F 33% 47% 35%

Female 46 24 5 52% 21%
2017/18  Male 62 33 6 53% 18%

% F 43% 42% 45%

Despite the decrease in the female offer acceptance rate, data for total student
numbers presented in Figure 46lshow that MAM has maintained approximately 40%
female participation, in line with the sector benchmark shown in Figurg4.1.



Figure4.1.6: Total student numbers for the Modern Applications of Mathemafiss
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Figure4.17: Percentage of female PGT students, compared seithor averageHESAlata)
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The same rigorous assessment standards apply to both the exam and project
componentsn PGTas in our UG pragmmes.Degree classificationatia show no
gender bias in degree classification, presented in Table 4.1.3.
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Table4.14: Degree classification for female and male students on the Modern Applications ofrivédite
MSc programme

[Redactedc low numberg

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

Full and parttime. Provide data on course application, offers, acceptance and
degree completion rates by gender.

In 2016 our low percentage female postgraduate research (PGR) students was
identified as a major issue facing the departmeBionze Actions 1.8 1.4were
implementedto address this, led by our centre for doctoral training SAMBa:

1 Promotional materials are cafally worded, department website featimg
case studies of female students

9 Annual series of research talks from a mix of staff to undergraduates
highlighting postgraduate opportunities

1 Interviews batched to avoitemale applicant®eing solated
1 Interviewees introduced to diverse selection of students and staff

Theimpact of these actiondas been an increase the percentage of female PGR
students in the department from 20% in 2014/15 to 32% in 201,/MltdIst the sector
as a whole has not impved.

Full data of the recruitment pipeline is presented in Table 4.1.4, and total student
numbers are shown in Figudel.6. The total number of PGR students in the

department has nearly doubled over five years, primarily due to the creation of SAMBa;
in the same time the number of female students has nearly tripled.



Table4.15: Numbers of applications, offers and acceptances for PGR study

Apps Offers Accepts Offers/Apps  Accepts/Offers

Female 27 5 3 19% 60%
2013/14  Male 89 14 10 16% 71%

% F 23% 26% 23%

Female 45 7 4 16% 57%
2014/15  Male 96 24 18 25% 75%

% F 32% 23% 18%

Female 44 15 8 34% 53%
2015/16  Male 106 27 15 25% 56%

% F 29% 36% 35%

Female 37 16 10 43% 63%
2016/17  Male 92 35 17 38% 49%

% F 29% 31% 37%

Female 37 11 6 30% 55%
2017/18  Male 94 29 20 31% 69%

% F 28% 28% 23%

Figure4.1.8: Number of PGR students by gender
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The increase in female P@Bmbers in Bath is not a reflection of a wider national

trend. As can be seen in Figure £1we have come from below the sector benchmark

to now outstrip it.Importantly, 37% of students in SAMBa are female, compared to 26%
of those funded by other meang/ewill roll out successful practices to all PGT and PGR
recruitment in the departmen(Silver Action 3.}



Figure4.19: Percentage of female PGR students in mathematics at Bath, compared with theasectme
(HESA data)
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PhD completiomatesin our department are consistently high, as shown in Table 4.1.5
and there are no gendered patterns.

Table4.16: Thesizompletiondata for fullime PGR students by gender and year. *This cohort analysis is
organised by year of entry, not year of graduation.

[Redactedc low numberg
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(v) Progression pipeline betweamdergraduate and postgraduate student levels

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

We run an annualeventwhere staff deliver short talks highlighting opportunities for
postgraduate studyadvertised to all finayear undergraduate@Bronze Action 1.B).
Careis taken to promote gender equalite.g.in the most recent session 3 of 7
speakers were femal@®ersonal tutors providadvice oracademic career optiong a
recent anonymous surye75% of students who reported discussing future study
optionssaid theyfound the conversation helpful.

Since 2016IMIhasco-ordinatedan Undergraduate Research Internship programme for
students to undertake a paid summer placement working with acadewn research
projects with a mathematical elemefBronze Action 1.3clt is open tostaff and

students across the universijtin 2018 this scheme supported 29 students (9 female,
28% of total). Students on the scheme receive additional training aarek project

skills and gain a valuable insight into life as a researcher.

Figure4.1.10: Mathematics student Alice Paddock winning a prize for her poster summarising her
Undergraduate Research Internshipject

Bath UG students also benefit from activities in the wider region. Bristol Univeusgy

Iy I yWodzenfin Mathematics: Opportunities for the Futare S@Sy > (2 6 KA OK
UG students are invitedn 2018 Bath PhD student Hayley Wraggk part in a panel

discussiorat this event

Data on the dstinatiors of graduating students apgesented inTable4.17 and Figure
4.1.11, taken from our graduate survey (over 80% response rate). Over a quarter of our
graduates go on to further study of s@ kind, though women are more likely to

combine this with workWe will increase our promotion of further studly female
undergraduates through supporting ttWiM annual careers eveiSilver Action 2.5

Othercommondestinationsinclude employment irSTEM fields and finance/analytics.
The data show ae graduates are more likely to be unemployexi months after
graduating We will increase our targeted efforts to promotareers guidance
opportunities (see Section 5,3)ith the goal of brintpg male gaduate employment
closerin line with female $ilver Action 26).
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Table4.17: Graduate destination2017 by HESA activity category (excluding "other")

Male Female % Female
Further Study 29 10 26%
Work +Further Study 9 8 47%
Work 79 52 40%
Due to Start Work * * 14%
Unemployed * * 11%

Total 132 72 35%

Figure4.111: Destinations of graduating students by gender
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4.2. Academic and research staff data

(i)

and research or teachirgnly

Academic staff by grade, contract function and gender: reseanty, teaching

Look at the career pipeline and comment on and explain any differences between
men and women. Identify any gender issues in the pipeline at pdatic
grades/job type/academic contract type.

Figure4.2.1: Career pathways in the Education and Research job family. The dotted arrow to Reader from
{SYyA2NJ [ SOGdzNBENJ RSy 2 Satthwdame gfasle. | G A2y Q |
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Since engaging with Athena SWAN, the department has made significant progress in
gender equality in academic staff at all career stages. Fg@r2shows a comparison

between the percentage of female mathematicians in different job roles in 2013/14 to
the most recent census at the end of 2017/18.

Figure4.2.2: Percentage of female staff ligh role comparison of 2013/14 to 2017/18
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Over this period the department has expanded significantly, as shown in FiguseAd.2.
strongemphasids placed ongender equality in staff recruitment, following the strategy
laid out in the 2016 Bronze Award. Full &iét of our recruitment processes are laid out

in Section 5.1. Thiempact of these actiondias been a doubling of theumber of

female staff in the departmentncludingthe appointment oftwo female professors.
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Women are most represented at Senior Leetubout this drops markedly at Reader and
Professor. Despite the overall good increase in female representation, we must work
harderto support women moving into the most senior leve&ection 6 of the action
plan is dedicated timproving support for fenale career development and promotign
with the goal toincrease the rate of promotion of female staff to more senior roles.
Further details of specific actions are given in Section 5.1.

Figure4.2.3: Numberand percentage of female academic staff
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Our2016Bronze Action plarset a target of 23% female new starters in permanent
academic roles, matching the sector average percentage of female staff. We have
greatly exceededhat target with 35% female new stars since 2014. Consequently,
the percentage of female staff in the department has risen significantly, and is now in
line with the national average as shown in Figure4.2.

Figure4.2.4: Percentage femalacademic staff in the Department of Mathematical Sciences at the

University of Bath, compared to the HESA sector benchmarking data
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Fullstaff numbersby job role contract typeand gender are displayed in Table 4.2.1
These data are gathered annualljthwa census date of 31 July, meaning that teaching
only staff with fixedterm contracts lasting a single academic year (Octahime) are



not includedhere. Since 2013 we have had four female teaclkomly staff with this
type of contract.

Table4.2.1: Academic staff numbers by grade and functio

- Openended contract
Fixedterm contract )
(teaching and research)

_ S 2 5 5 5 2

Mathematics 38 s 5 3 4 T @
Academic Staff 2 2 s 8 5 g kS

o — - c o

[
n

Eemale 9 3 0 2 3 1 0

2013/14 Male 58 10 0 10 6 11 21
%E 13% 23% - 17% 33% 8% 0%

Female 10 2 0 3 4 1 0

2014/15 Male 61 10 0 12 8 7 24
%F 14% 17% - 20% 33% 13% 0%

Fema|e 17 6 0 5 5 1 0

2015/16 Male 67 13 2 12 9 8 23
%F 20% 32% 0% 29% 36% 11% 0%

Female 19 7 0 5 5 1 1

2016/17 Male 63 9 4 12 10 7 21
%FE 23% 44% 0% 29% 33% 13% 5%

Female 18 5 0 3 7 1 2

2017/18 Male 68 11 5 13 8 11 20
%F 21% 31% 0% 19% 47% 8% 9%

Table 4.2.2 provides gender/race intersectional data for staff in the department.
Numbers aresmall, particularly for BME women who are concentrated at the Senior
Lecturer and Reader levelss show in Figure 4.2.5, the profile of our department is
very close to that of the sector as a whole.

Table4.2.2: Staff numbers in 2017/18 by job role, gender and fae# reported)

[Redactedc low numberg
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Figure4.2.5: Proportion of staff by gender and ra@xcluding staff for whom race data is not held)
compared to UK sectavide data from Advance HE Staff Statistical Report 2018
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(i)  Academic and researdtaff by grade on fixeterm, openended/permanent
andzero-hour contracts by gender

Comment on the proportions of men and women on these contracts. Comment
on what is being done to ensure continuity of employment and to address any
other issues, includopredeployment schemes.

Over the past five years, the percentage of staff with open ended contracts who are
female has increased steadily from 11% to 20%, a reflection of the overall increase in
recruitment of women to permanent academic positions ie tepartment.

We employ staff on fixetkerm contracts for two reasons: teachiugly staff who cover
a specific gap in teaching provisi(ue toe.g.iliness, sabbatical, secondmént
researchonly staff taken on as postdoctoral research assistants (BDR#king on a
specific externalifunded research project.

Table 4.23 gives a complete breakdown of staff numbers by contract type and gender
since 2013/14; the percentage of female staff with fisxedn contracts is comparable

to the sector average d¢13% female mathematicians. Not included in this talske a
student teaching assistants gig undergraduate tutorialswho are engaged via casual
agreements as per University polickhese roles are allocated on the basis of
expressions of interest frorstudents. We do not employ srzero-hour contract staff.

C



Table4.2.3: Numbers of staff by contract type

£ g c £

o k= S o

[ L Z -

° P 8o

£ g o

x o = X

L (@) o w

Female 3 6 33%

2013/14 Male 10 48 17%
= 23% 11%

Female 2 8 20%

2014/15 | Male 10 51 16%
%E 17% 14%

Female 6 1 35%

2015/16 Male 15 52 22%
%E 28% 17%

Female 7 12 37%

2016/17 | Male 13 50 21%
= 35% 19%

Female 5 13 28%

2017/18 | Male 16 52 24%
= 24% 20%

Employees nearing the end of fixé@dS N O2y (i N} OGa F dzi2Yl GAOFf f @&

Redeployment Register. They receive email alerts of vacandigs the Universityand
are gien preferential consideration for anguchpostthey apply to As detailedn
Section 5.3(iii), the department has a strong traekord in developing the career
prospects of fixederm staff; threesuchstaff members have been hired permanent
positions in the department in the past five years.

(i)  Academic leavers by grade ageinder and full/partime status

Comment on the reasons academic staff leave the department, any differences
by gender and the mechanisms for collecting this data.

The large majority of staff leaving the departmeme research or teachingnly staff

whose fixedterm contracts have ended. From the permanent staff we recently had one
or two retirements per year (all male, due to our historically heavily rdal@inated
academic staff) and a handful of staff leaving to pursue other opportunities, often
overseas returning to their country of birth. Table 4.8ives a full breakdown of

leavers dad from 2013/14 to 2017/18.
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Table4.2.4: Number of staff leaving by gender, grade and contract type since 2013/14

[Redactedc low numberg
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5. SUPPORTING AND ADVANb D 2 ha9bQ{ /! w9 9w{
Recommended word count: Silver: 6500 wor6498

5.1. Key career transition points: academic staff
()  Recruitment

Break down data by gender and grade for applications to academic posts
includingshortlisted candidates, offer and acceptance rates. Comment on how

GKS RSLINIYSydiQa NBONHZA GYSyld LINRPOS&aasSa Sy adz

there is an underrepresentation in numbers) are encouraged to apply.

Since 2014/15 we have made 20 new appointmaritsermanent academic staff. Our
previousAthena SWAN submission identified two serious issues in our track record: low
female application rates and a historical lack of female recruitment, particularly at
senior levelsWe have implemented aew recruitment strategywith key changes to

our search procedures. Thmpact of these action$ias been an increase in the rate of
applications from female candidat&®m 13% to almost 20%&s shown in Figure 5.1.1
HESA data shows that the overall percentage of femethematicians in the UK has

not changed substantially over this time period.

Figure5.1.1: Percentage of applications from female candidates, across all job types
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When a newpermanentacademic positiolmpens, a senior academic is appointed by
the HoD to lead the search committee. At the start of the search the @E&IOwill
approach the head of the committee to discuss ED&! isatmsnd recruitmentand
supply theRecruitment Checklist a crib sheetletailing agreed actions relating to
gender equalityincluding:

9 Adverts use an agreed templaitecludng a female contact and atatement on
department culture and encouraging applicants seeking to work flexibly

1 Adverts posted on WISE

1 Asystematic search for strong female candidates is conducted, asking research
leaders worldwide for suggestions.

1 Interview candidates invited to meet a cressction of colleagues

GO



CompletedRecruitment Checklists are returned to DEDC for review. Thiegs@uide
search committesin good practice and providea transparent record.

A committee of around ten academi@acludingfemale colleagues, proportionate to

the number of women in the departmentjill shortlist candidates for interview.

Shortlistirg panels must provide explicit justification to the Dean of Science i{vérg
rare) event that they returra singlegendershortlist.

Interviews are conducted by a panel composed of senior members of staff, always
including female representatioanelchairs are required to have undertaken recent

training from HR in fair and effective recruitment; this is checked by the HR contact for

the role prior to the confirmation of the panel.

Fullapplications datare given inTable 51.1. When making offersye routinely allow

considerable flexibility in start daf@.g.to aid newjoinerswho may need time to

organise moving their family to BattConsequentlythere is often a long gap between
an offer being made and a new colleague arriyirence the datdh y (i K S
columns ofTable 51.1 do not always align witthe other columns.

Table5.1.1: Numbers of applications, shortlisted applicants and new starters at different levels

New Starters
Applications Shortlisted (may not .a||gn with
academic year of
application/shortlisting)
Academic Recruitment L= L= Co=
() () ()
(Permanent) 2 ) _ 2 = _ 8 8 _
O QO o (ORI o [CRR) o
g ¢ g | 3 % g | 3 2 3
§ig ° §g °© §g ©
a5 P =4
Female | 44 44 0 | | | | 1 i
2014/15 Male 341 341 0 B B ] | | |
% Female | 11% 11% - 21% 21% - 50% 50% -
Female 38 38 0 ] | ] | | |
2015/16 Male 192 192 0 B B ] | | |
% Female | 17% 17% - 30% 30% - 50% 60% 0%
Female 40 21 19 ] | ] | | |
2016/17 Male 176 115 61 | I | | ] | |
% Female | 19%  15% - 29% 13% 38% | 20% 0% 50%
Female 55 53 2 | ] ] | | |
2017/18 Male 248 236 12 | IR B | ] | |
Other 2 2 0 ] | ] ] | |
% Female | 18%  18% 14% | 14% 18% 0% 20% 0% 33%

It is evident thabur focus onmproving ourrecruitment strategy has hadwaery
positive impact with 35% of new startens permanent academic postver the past
four years being feme ¢ far exceeding the target of 23% set in the 2016 Bronze

submission.

The recruitment cycle starting in 2016/17 was particularly successiili the

appointment of two female professors. In both cases, these members of staff joined at
the sametime astheir partner, also appointed to a permanent position in the

Gy So
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department.To increase our chances of repeating this sucogeswillin future group
new appointmentsnto a biannual cycléSilver Ation 5.1), ensuring multiple posts are
advertised simulineously

We succeed in attractingery strong female candidatesyerthe pastfour years, the
shortlisting rate was 24% for female candidates and 19% for k& percentage of
women shortlisted in 2017/18 was slightly lower than in previous yderaever,
drivenlargelyby two professorial appointments for which no women were shortlisted
Thisoccurreddespite a substantial effort to attract applications from strong female
candidates. We will continue foroactivelymonitor recruitmentdata to ensure
improvements in the coming yeansrgetingat least30% of appointmentso be
womenat lecturer level and 20% atore senior levels

Currently,posts are either advertised ascturer / Senior Lecturer / Reader or
separately aProfessor. This practice may induce a genbias in applicants self
selecting a lower grade, or nbeingsufficiently encouraged to apply as professie
will combat this by advertisingeniorpostsat Senior Lecturer / ReadéProfessor
(Silver Ation 5.2).

Recruitment to researcbnly and teachingnly postds handled directly by the line
manager for the new positigrwho is required tdave undertaken training in fair
recruitment and unconscious biaBhe data ififable 5.1.2 showtrong performancén
attracting female research associatesth 31% femalaew starterson averageln
contrast, our small teachingnly groupappearsheavily male dominated, with only one
female recruit over the same period. This figigetatistically consistentith the low
proportion of female applicants to these postand no gender difference is evident in
the rate of shortlisting (22% for female candidates compared to 24% for rivéa)ill
develop improved advertising materials for teachimgly postsJisting a fenale contact
point and emphasising career development opportunities open to all our-tied
staff (Silver Action 5.3

Table5.1.2: Numbers of applications, shortlisted applications, and new startaesstarchonly and
teachingonly posts

Applications Shortlisted New Starters
Research and Teaching § _E’ § _E’ § _E’
Recruitment § § § § § {:‘é
: ¢ e B g L
Female 15 16 8 3 | ]
2014/15 Male 73 67 19 9 | |
% Female 17% 19% 30%  25% 25% 0%
Female 16 1 5 0 | ]
2015/16 Male 67 17 11 5 | |
% Female 19% 6% 31% 0% 27% 0%
Female 16 4 6 2 ] |
2016/17 Male 43 31 9 6 | |
% Female 27% 11% 40%  25% 45% 25%
Female 12 6 2 1 | |
2017/18 Male 44 7 12 9 ] |
% Female 21% 46% 14%  10% 17% 0%
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(i) Induction

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

Incoming colleagues are assignestaff member to act as their main contact point.
New staffmeet the Department Coordinator and receive their Welcome RRAobnze
Action 6.1a), which includes information on flexible working, parental leave, etc.

All new permanent academic staff are iradtto meetinformallywith the HoD to
discuss their transition to Batlt a biannuaWwhole-departmentstaff meeting new
academic staff give short introductisto their researchFeedback about induction is
very positive.

G2 KSy L Y2 @SR 162 was buichly infroducatidayh@v things work
in the department, and given lots of opportunities to meet people and get to
know my colleagues| found the department environment very welcoming, and
there was a chance to introduce myself at a departmeSt&i A y 3 ® £

¢ Silvia Gazzola, Lecturer

Currently new fixedterm staffdo not takepart in these activities by default. DSAT
consultation with fixeeterm staff revealed that some staff felt they were not well
known by colleaguedVewill address this issugy including teachingnly and
researchonly staff in coffee with key departmental staficgintroducingthem atthe
new staff welcomemeetings (Silver Actions 4.1 4.2)

(i)  Promotion

Provide data on staff applying for promotion and comment on applications and
success rates by gender, grade and ardld parttime status. Comment on how
staff are encouraged and supported through the process.

Academic promotions are decided at Univgrddvel by the Academic Staff Committee

6!'{/ 02 6FaSR 2y (KS OF yRARHiDSudettefsfram I § SGGSNI 2
independentexternal referees.

Our2016 Athena SWAN submissidentified a gender imbalance in thate of

promotion applicatims. To address this issue, the Department Promotions Committee

(DPC) was created to bettitentify and supporfpromotion candidatesThe committee

is chaired by the Deputy Haihd meets quarterly Members of the committee reach

out to eligible staff to enourage them to applyassign mentors and internal reviewers,

and provide feedback to improve cases.

Theimpactof the DPGs visible in a substantial increase in the number of applications
made, particularly by female statis shown ifrigure 5.2.2ln the staff survey, 100% of
female academic respondents reported being aware of the work of the DPC, and being
aware of the criteria for promotion. Feedback on the function of the DPC is positive:

GLG @1 & NBIf { &-to-dne Sdetap with SoméafrénbthelDP@ y S
3S4G RSGFAESR FSSRoFOl 2y K2g (2 AYLNROGS Y@
¢ Female lecturempromotedto senior lecturer irR017
G



Figure5.1.2: Number of promotiompplications made by female and male staff in three years prior to the
formation of the DPC, and three years post

[Redactedc low numberg

Full data on academic promotioisshown in Table 5.1ahd Table 5.1.4. All colleagues
promoted over the period shan have been fultime. However, the criteria take paft

time work into account and two female members of staff have previously been

promoted to Senior Lecturer while working pdirme. The overall success rate is 83%
duringthe period shown, although it lsigher for malethan femalesUnsuccessful

applicants are offered PersahAction PlansSilver Action 6.3will reaffirm the

RSLI NIYSYyidiQad &dzLJLl2 NI F2NJ 4KSasS O2ftf S| 3dzSa

Table5.1.3: Academic promotion application numberates,and success rassince2013/14

[Redactedc low numberg

Table5.14: Academic promotions since 2012/13

[Redactedc low numberg

The lower femalesuccess rate suggestmaed to ensure everyone eligiblesispported
from an early stage to write a strong ca¥ée will male better use of Staff
Development and Performance Reviews (SDPR) and imjmtavnal guidanceon
promotion processegSilver Attions 6.1¢ 6.2). Our target is for at least two female
colleagues to achieve promotion to professor by 208atchingthe universitywide
target of 20% female professors.

(iv) Department submissions to the Research Excellence Framework (REF)

Provide data orthe staff, by gender, submitted to REF versus those that were
eligible. Compare this to the data for the Research Assessment Exercise 2008.
Comment on any gender imbalances identified.

Five of the six eligible female staff (83%) were submitted to REFeopared to 40
of the 51 eligible male staff (78%). There is no substantial gender imbalaender
breakdown of the RAE 2008 submission is not available.

Table5.15: REF 2014 submission by gender

Submitted to REF Submitted to REF Total eligible % of eligible staff submitted
Female 5 6 83%
Male 40 51 78%
Total 45 57 79%

Iy R
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5.2. Key career transition points: professional and support staff
()  Induction

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

There are 10 Professional and Supstef in the Department; six (5 female, 1 male
staff in the departmental office, managed throutite Facultyof Sciencetwo (both
female) in the SAMBa Centre for Doctoral Training, manageldeboctoral College,
and two (1female 1 malg in the Outreach team, managed through the Department.

New startershave the same departmental induction as acadestaff.They arealso
introduced to the whole department via an email which describes their responstailitie
working hours, and location.

There is a Universithevel induction fomew starterswhich provides a oneay welcome
session describing the Unigdty, its role and culture and a chance to meet key teams
(Security, Estates, HR etc.)

(i)  Promotion

Provide data on staff applying for promotion, and comment on applications and
success rates by gender, grade and ardld parttime status. Commeron how
staff are encouraged and supported through the process.

There is no formal promotion process for professional and support staff. The two routes
for progression are

1. Job Evaluation and Grading Review, whichreatassifyexisting job rolest a
higher grade if appropriate

2. Applying for a different job at a higher grade

PSS are also eligible for thenual Recognising Excellence Award (R&AN
Outstanding Contribution Award (OCA) rewardaxgeptional performancever a
period of at least 2 yars with an additional salary increment.

As there is no route for promotion ¢fSSvithin the department, and all routes for

career progression are managed at a University level, there is no relevant data available

on application and success rates for paimon by PS&olleagues in the department.

Nonetheless, the department takes an active role in supporting career development of

professional and support staff. For example, in 2018 a member of staff was supported

by the department to further develop her i®and apply for regrading:
GhodSNI GKS frad 62 @SINA L KIFI@S 0SSy SyO2dzNg
new challenges and experiences. | have grown in confidence with the extra
expertise and responsibilities, and as a result was able to successfujlyiaygl



regrade. | was fully supported by my line manager and academic team through
GKA&d SYGANB LINRPOSaadé
- SAMBa AdministratgiRedacted name removed)

Unlike academic staff, ol#SSlo not currently have access to personal funds for
pursuing career deelopment opportunitiesin future wewill provide a dedicated CPD
budget forPSSn the department(Silver Ation 6.4).

Lastyear, Dr Susie Douglas (SAMBa Centre Manager) was nominated by a group of

colleagues in the department for the University of B&taff Recognition Award for

h@dSNI tt 9EOSttSyO0Sed (i (GKS {GFIFF wSO23yAridArzy 9
contribution to the life of the department was acknowledged and she was announced

as winner of the overall award.

Figureb5.2.1: Professor Dame Glynis Breakwell (then Mbancellor) presents Dr Susie Douglas with the
Staff Recognition Award for Overall Excellence

Discussions in theSSocus group identified a need to be more systematic in
devebpingsuchnominations.We will expand the mandate of théepartment
Executive committee tdevelop nominations foPSSontribution pay awards and
other awardgSilver Attion 6.5).

5.3. Career development: academic staff
(i)  Training

Describe the trainingvailable to staff at all levels in the department. Provide
details of uptake by gender and how existing staff are kept up to date with
training. How is its effectiveness monitored and developed in response to levels
of uptake and evaluation?

TheUniversiy provides a broad suite of training for staff at all leyéeludingresearch
integrity, unconscious bias and diversity in the workplace. Staff joining the department
in their firstUKbasedteaching role all undertaka bespoke workbased course leadin

to Fellowship of the Higher Education Academy.

Staff taking part in recruitment processes are required to undergo training
Recruitment and Selection, which includes a component on gender eqaatityther
protected characteristicsA breakdown of tininguptakeby gender is given in Table

<§5



5.3.1; uptake amongvomen(21% over all courses) is almost exactly in line with the
percentage ofvomenin the department.

Staff career development, including training, is monitored thro8gHPR The
effectivenes of training is continually monitored by thea§ Development Unit via
feedback questionnaires and consultation with departments.

Table5.3.1: Number of academic and research staff enrolments on traitwogses since 2014/15 by
gender. Data from Academic Staff Development Unit.

Academic training course attendance 2014/12017/18
Course Female| Male | Total (%F)
Bath Course * * 13 (31%)
Prize Fellow Programme * * 7 (29%)
Recruitment and Selection félanelMembers * * 38 (20%)
Academic Staff Developme(®Dther) * * 76 (18%)

Y2y 34ad +FOFRSYAO adGFFF gAGK G fSFad 2yS &Sk ND
in the workplace training, and 32% have completed unconscious bias training. This falls

below the target set ilBronze Action 6.afor all staff to complete these traingn

modules.To improve engagement with ED&I training, we will implenmabtannual

induction/re-induction programmeSilver Action 72). All new staff will attend one

session in their first year; existing staff will be expected to attend at least once every

three years.

(i)  Appraisal/development review

Describe current appraisal/development review schemes for staff at all levels,
including postdoctoral researchers and provide data on uptake by gender.
Provide details of any appraisal/review training offesetl the uptake of this,
aswell as staff feedback about the process.

All daff are required to take part in an annual SORRIuding PDRAS since 2017)

During this processhey meet withtheir reviewerto engage in a reflective discussion

to identify development needs and set goadompleted SDPR reports should then be
uploaded to the central HR system. Although SPDR is mandatory, until now no action
has beertaken to ensure reports are uploaded, and Table 5.3.2 shows é&law
increasingrompletionrate. New University rules from 2019 will enforce completion of
the SDPR paperwork. We will further incentivise effective engagement by providing a
talking points guide for SDRBveringgrant applications, student supervision, track to
promotion andwork-life balance(Silver Action 6.1

Table5.3.2: Numbers and rate of completed SDPR repgrtsaded to the HR system

SPDR reports uploaded Completion Rate

2015/16 Female 5 29%

C



Male 31 45%

Total 36 42%

Female 4 21%

2016/17 Male 11 17%
Total 15 18%

Female 11 61%

2017/18 Male 42 61%
Total 53 61%

Staff on probatiorare more closely supported vieequent meetings with thie mentor
and annual meetings with the HoD.

(i)  Support given to academic staff for career progression

Comment and reflect on support given to academic staff, especially postdoctoral
researchers, to assist in their career progression.

The culture of the department is to encouragarly-careerresearclkers to begin

developing a research profile that is distinct from their supern@dDRAsare

embedded in the research group structure outlined in Figure 2.2 and take an active role
in organising conferences and seminar setliethe anonymous survey aarly-career
researchers80% reported being happy with the support offetegthe departmentor

their career developmentPDRAS are encouraged to apply to appropriate positions
within the department when they open, and three such appointments (2 male, 1
female) have been made in the past five years.

When earlycareer academics are preparing for interviews (e.gefaernaljobs or

funding schemes) it is common for mock panels to be organised; one such staff member

reported thistobethe&x & A y 3t S Y 2 atley flzdd6né siate th@ikPh. 3 €
Currently, mock interview panels are handled in arhad fashion andhe opportunity
isnot clearly advertised to the whole departmei&ilver Action 6.&will formalise this
provision, with theDHoDacting as single contact point for enquiries and the scheme
advertised to all fixederm staff (including teachirgnly staff).

TheDHoDis also the Mentor Gordinator responsible fooverseeingth(R S LIF NIl YSy 1 Q&

implementation of the Universityide mentoring schemeAmongst permanent
academic staff 33% have been assigned a meiitoere is no imbalance in uptake of
the scheme by geret; however, very few staff at Senior Lectute Reader levedre
benefitting. We will promote the mentoring scheme with a departmeiuinded coffee
card for mentor/mentee pairs to use, advertised with an annual email to all staff
inviting them to requesto take part(Silver Action 4.4

Feedback on the mentoring scheme is positive
G¢KS YSYyidiz2NRAy3a aOKSYS KItansiHoBSI i8R Y S
initially sceptical about meeting my mentor, thinking that if | neededcadVi
couldaskinformallyto colleagues, but | soon realisthat | would never dare
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¢ FemaleResearch Fellow

However, discussion in the probationary lectuogus groupalsoreported some
mentorsoccasionally nobeing wellprepared for the meetinglo address thishe
coffee-card proposed irsilver Action 4.4vill come with a guide for talking points,
coveringgrant applications, student supervision, next career stépsk to promotion,
and mantaining a healthyvork-life balance

(iv) Support given to students (at any level) for academic career progression

Comment and reflect on support given to students at any level to enable them
to make informed decisions about their career (including the tithmsto a
sustainable academic career).

The primary point of contact fddG and PG3tudents are the personal tutors and the
Directors of Studies (Do&am. Students can request a change of tutor, including
requesting a female tutor, if they wish.

a 5 dg\dy ¥irst year in particular, the support from my personal tutor was
invaluable in helping me settle into the University and feel welcome. Importantly,
it meant that | had someone | could contact if | had any questions or concerns and
so | was always grgR S R v ¢

¢ (Redacted name removedPhD student and former Bath undergraduate

The DoS team and the Senior Tutor curate and disseminate information and guidance
for staff via the Staff Moodle Zone. Thff survey showed that 91% of staff agree or
strongly agree that they have the support they need to be an effective personal tutor.

GThe DoS team does a wonderful job of both helping personal tutors to be
STFSOOUADS I YR A AroogmiRsilngmnyber a4 G dzZRSy (& ®¢
The University Careers Servic#ers oneto-one career advice and guidance sessions to
students uptake data ishown in Table 5.3. In lightof falling uptake amongst female
undergraduates, andigher rates of uamploymentfor male graduategFigure 4.1.11)
we will increase pomotion of careers guidance opportunities to fimgear students,
particularlytargeting those studentbelowa2:1 predicted classificatiofBilver Action
2.4).

Table5.3.3: Uptake of 1:1 careers service appointment by gender for Undergraduate and Postgraduate
students

Undergraduate Postgraduate
Year Female Male Total (%F) | Female Male Total (%F)
2014/15 52 54 106 (49%) 2 4 6 (33%)
2015/16 48 60 108 (44%) 3 6 9 (33%)
2016/17 40 57 97 (41%) 3 10 13 (23%)
2017/18 34 51 85 (40%) 7 9 16 (43%)

PGR students join the department as a cohort at the start of the academic year. The
Doctoral College provides a wekdng induction to life at the university and PhD study.
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Incoming students to the SAMBa programme are assigned an academic first year
supervisor to advise them on option choices and other academic issnga,senior

PhD student apeer mentor Students are encouraged to present in research seminars,
includingthe dedicaed Postgraduate Seminar Series.

All newpermanentacademics are required to undertake training on effective PGR
supervision. 91% atspondentgo the staff culture survepgreed they are supported
to be an effectivesupervisor.

Discussions ithe PG studenfocus group revealed a lack of understanding of processes

for dealing withanydifficulties in the supervisory relationship, andlp 39% of PG

survey respondentagreed with the statement "I know who to talk to if | experience or

observe any unacceptable behavioufd address this, @will develop and disseminat

Fg&l G (G2 RE2AGKI NI F2 N SavérAclion32.y R t D aiidzRSyda

Anonymoussurvey responss alsddentified some worries about working hours in

academiae.gd Al Aad O2yaARSNBR Yy 2 NYinthe dia¥ suavyNJ RdzNRA y 3
26% ofrespondersagreedthat the department has a longours culture. Flexibility in

working schedule is an jportant aspect of academic life, however, it is important not

to convey unhealthy working practices students and colleagueSilver Ation 7.1

requiressenior staf@ @mail signatures toemind readerghat responses ar@ot

expected outside normal woikg hours

Our2016 Athena SWAN submission identified a need to promote engagement with
nationaléwomen in mathematicsactivities.Adverts for such events are disseminated
via email by the DEDC chair, dnddingis nowavailable to Bath students to attend
(Bronze Action 2.2p

G¢KS (g2 22YSy Ay alGKSYFdAO0&a RlIeé&a |G GKS L3
inspirational and informative. | encourage everyone to try and attend one of the
F dzii dzZNB  § BethglldiRnRbstudent

(v) Support offered to those applying for research grant applications

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

Prior to the 2016 Bronze Award, there was a substantial gegapiin the rate of grant
application submissioq see Table 5.3.4 below. Several actions hameebeen put in
place to provide better support for all colleagues to develop grant applications. These
include:

9 Advertisements of relevant open calls
9 Successil proposaMbraryCavailable to all staff
1 Internal peetrreview of draft proposals

1 Mock interviews for fellowship candidates



1 £500 additional research funds for colleagues submitting large (>£100k)
proposals to support e.g. the development of future resdeproposals in the
event that the submitted bid is unsuccessful

Theimpact of these actions has beeam increase irthe rate of grant submission, and a
considerable closing of the gender gabown in Table 5.3.4)ith many more large
grants being won bfemale colleaguesAs shown in Figure 5.3.1, the grant income per
staff member now shows no gender imbalantaesedata are backed up by anecdotal
reports:
aL Y @ SmhidheiphbrilrécEivd ipreparirg my fellowship
applicatiorX ®stronglybelieve that the support of the department was keyny
success

¢ Cécile MaillerEPRSC Postdoctoral Fellow

Table5.3.4: Grant application numbers, rates, and success rates by gender.

Applications Applications per Awards Success rate
. staff member
Mathematics D ) ) )

Grants S @ - E @ - ] @ — ® @ —
= 8T 0z E 8T 0z = T = T
A e =2 e = e =

2015/16 6 40 46 | 055|077 073| 5 19 24 | 83% | 48% | 52%

2016/17 17 50 67 | 1.42| 1.00 | 1.08 | 12 18 30 | 71% | 36% | 45%

2017/18 19 66 85 | 146 | 1.27| 1.31| 10 22 32 | 53% | 33% | 38%

Figure5.3.1: Annual totalvalue of successfutant applicationsper staff member by gender
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5.4. Career development: professional and support staff
(i)  Training

Describe the training available to staff at all levels in the department. Provide
details of uptake by gender and how sting staff are kept up tdate with



training. How is its effectiveness monitored and developegkgponse to levels
of uptake and evaluation?

All PSstaff cantake advantage of University training areteivemonthly notifications

of courses. There isspecific budget for training for PSS staff, which is held at Faculty
level and an online staff Development Toolkit with over 2000 resources-fiesraing.

We are boosting this provision with additional funds for personal CPD activities such as
externally provided training $ilver Action 6.4

Saff from the Outreach team have been supported to attend leading science
O2YYdzyAOFi2NEQ O2yFSNByOSa -léelpublisS RSLI NIYSyd |
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All staff have an annu&@taff Development and Performance Revigsae section 5.4(vi)
below) at which they are invited teflect on their longterm career aspirations and
discuss activities or training that could help to achieve these.

(i)  Appraisal/development review

Descrile current appraisal/development review schemes for professional and
support staff at all levels and provide data on uptake by gender. Provide details
of any appraisal/review training offered and the uptakela$, as well as staff
feedback about the procss.

Annual SDPRs are conductadhe line managers of PS stafiostexternal to the

department Where appropriate, rambers of staff from the department are involved in

the review meeting®r provide feedbackThese reviews include discussion and

recording of achievements over the past year; objectives for the coming year; training

and development needsindwork-life balance. Copies of all documents are maintained

on the central University HR system and inform the consideration for performance pay

awards All line managers have training in how to conduct an effective review and all

members of staffire encouragedtd G G SY R GKS OGN} AyAy3d O2dz2NESY GaDS
2F 282dz2NJ NBOASGE @

(i)  Support given to professional and support staff for career pregjon

Comment and reflect on support given to professional and support staf§s$ast
in their career progression.

PS staff are given time to attend relevant career development opportunities within their
working hours and staff have been nominated by the department for Universig
training opportunities (e.g. the Aurora Leadership Foundation training).

Staff are ecouraged to get involved in Universigveluser groups and committees.

This gives experience and allows them to raise their profile outside of the department
which isvital given thata major route for PSS progression is through promotion into
new roles.



Several professional and support staff have been nominated by academic colleagues for
annual recognition awards (which can include pay awards) but this has been handled on
an adhoc basis. To make this process more transparent, in future ¢pardmentExec
committeewill consider all PSS fpossiblenomination and assign academic staff to
helpbuild a cas€SilverAction 6.5).

5.5. Flexible working and managing career breaks

Note: Present professional and support staff and academic staff data separately
()  Cover and support for maternity and adoption leave: before leave

Explain what support the department offers to staff before they go on maternity
and adoption leave.

The Staff Moodle Zone has links to relevant HR policies and guidance regarding
maternity and adoption leave. Once the line manager of the member of staff taking
leave has been informed, they will discuss how the department and University will
support them through the process of taking leave and returning to wbhiks includes
how continuity d teaching and research will be managed during their absence.

(i)  Cover and support for maternity and adoption leave: during leave

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

Staff are encouraged to use their éfgment to 10 Keeping in Touch days at full pay in
order to maintain their involvement in research groups, PhD supervision and in
planning their return to work. Staff on leave remain on department mailing lists and are
invited to all social events.

Since2016/17 all major departmental seminars and department meetings are recorded
and made available to staff onlirfBronze Action 6.5a

(i)  Cover and support for maternity and adoption leave: returning to work

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

Return to work can be phased in through the use of accrued annual leave or through
flexible working. A welfare room for breastfeeding is availabtau® on campus.

Two key actios arising from our Bronze awarfrobnze Action 7.2-d) improve
provision for staff returning to work from long term leave

1 lower teaching load in the first year

9 priority access to funds for travel and hosting visitors.



Although we have not had an instance of maternity leave since these policies were
implemented, they havéad enormouslybeneficialimpactfor a member of staff who
has returned to work following lonterm sick leave (see case study), enabling him to
resumehisresearch career as smoothly as possible.

(iv) Maternity return rate

Provide data and comment on the maternity return rate in the department.
Dataof staff whose contracts are not renewed while on maternity leave should
be included in thesection along with cmmentary.

Since 2013/14 one member atademicstaff and one member of P3fave taken
maternity leave. The rate of return from maternity and employment 18 months-post
return is 100%The PS staff member was ftithe before her maternity leave but has
returned on a partime basis to the same role.

(v) Paternity, shared parental, adoption, and parental leave uptake

Provide data and comment on the uptake of these types of leave by gamde
grade. Comment on what the department does to promote and encourage take
up of paternity leave and shared parental leave.

Since 2013/14 there have been five instances of paternity |fsweweeks, paid)and
none for shared parental, parental or@gtion. There is a culture of staff taking
paternity leave and colleagues supporting this through covering duties (including
teaching) at short notice, which is facilitated by the Heads of Group.

GL Y 3SydzAiySte KI LILR ¢ A (mvds made tolfdeli SNy AG& f St ¢
very comfortable by the department. My teaching was covered with enthusiasm
and when | returned to work it was easy to adjust my schedule of meetings to fit
Tt SEAOf @ HAGK f 221 AyBectirdfrGSNI I yS6062NYy i K2)Y

Reduced duties and priity travel budget are available to all staff taking letegm
leave, including paternity, shared parental, adoption and parental leave.

A (male)member of DSAT will stait Y 2 \Slinfedip@rental leave in May 2019.

(vi) Flexible working
Provide information on the flexible working arrangements available.

The department is wholly supportive of flexible workiAdl.academic staff are given

the opportunity to request that their teaching duties are restricted to certain hours,

often to faclitate arrangements around caring and childcare responsibilities. These

NEBljdSada FNB KFEyRESR 68 GKS ! yAGSNAAGEQA O8YyiN

wherever possible.
<44



The seHassessment focus group for professional and support staff highlighted the
positive departmental culture around flexible working:

1 At the request of the office staff, the department office opening hours have
been reduced to 9:3Q 16:00, in order to improve flexibility for office staff

1 Members of the team have beeupportedto organise their duties to enable
them to work from home one day a week.

aL ¢ ke whelrl dtarted working in the department, but was subsequently
allowed to reduce my hours, and also to work from home one day a week. These
changes have greatly impred my ability to balance work and family life

¢ PSS staff member

(vii) Transition from partime back to fultime work after career breaks

Outline what policy and practice exists to support and enable staff who work
part-time after a career break to trar&in back to fultime roles.

Transitions between pattime and fulitime work arewell supported by the
department. The process ®veredby University Flexible Working and Leave Policy,
available on the HR web pages and signposted on the departmdhiadle zone.
Staff wishing to transition to a fulime role from parttime discuss this with their line
manager and Faculty HR adviser, who supgtbiem with the process.

Since 2015 we have had two members of staff transition from-iaue to full-time

work, both of whom had previously taken maternity leave, and had been promoted to
Senior Lecturer while working patitne. For one member of staff the process was very
straightforwardc a request was made and immediately accepted. In the other case, it
was necessary for the department to gain central financial approval for the change, due
to the way the original appointment was made:

GL 22AYSR GKS RSLINIYSYydG Ay wnnp +Fa F GSYLRN
maternity leave was appointed to a permanent piosi, working paritime. | was

promoted to Senior Lecturer in 2012 and decided in 2017 to go up-toriell

work. It took some time to get approval from the Centre, but féoD]
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5.6. Organisation ad culture
()  Culture

Demonstrate how the department actively considers gender equality and
inclusivity. Provide details of how the Athena SWAN Charter principles have
been, and will continue to be, embedded into the culture and workings of
the department.

Inclusivity lies at the heart of the department culture and underpins many activities. In
the 2018 staff surveyg4% ofstaffr AINBSR gA G K GKS aidliSYSyid aaé R
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L2 AAGA DS ¢ AMdringyadeasdIIE thisiENBchanged since the previous staff
survey in 2015)and 98% stated that they support the Athena SWAN Chatrter.

The department has been a member of thelSGood Practice Scheme since 2014. Staff

in the department are very aste inED&Ilissues on a national levaionze Action

6.2b), contributing to activities including: Athena SWAN panels; LMS Good Practice

G2N)] AaK2LJAT [a{ 22YSy Ay al iKSYFLGiA0a RIFI&aT [ QhN
award review panel.

Over recent years both feale staff and postgraduate numbers have increased
significantly which both is testament to, and an ongoing driver for, our culture change.

We have recently instigated a Women in Maths network, driven by the undergraduates
but including members of stafinal postgraduates. This will gain visibility as it grows and
will be actively promoted throughout the department with financial support for
activities(Silver Actions 2.2, 2.5)

Postgraduates organise regular social events, away days and conferencesedimyyor
departmental budgets. Consideration is given to those with caring responsibilities and
speaker gender balance is alwayhigh priorityin conferences this culture has been
embedded within the postgrad community and thegw usually deliver it whout
prompting.

The department hosts annualimmer social evesfor academic and support sta#

Christmas Dinner and a weekly coffee morniBgonze Action 6.5 The impact ofhese

actions is that, sampared to the previous staff survey in 2015, a kighiaction of staff

y2g F3INBS 6A0K GKS aidlFidSYSyd aLG A@%SIae G2 TFA
scoringat least 3/5in 2018).

We recently introduced &ode ofConduct for all departmental eventss a preemptive
measure with the dual purpos of setting out expected standards of behaviour and
explicitly stating support provided to anyone reporting an issue. Thesiafty
showed that 81.7% of departmental staff are aware of the code of conduct.

The built environment of the department is wa and welcoming, with a shared social
space for staff and PG students, as well as several open seating areas. At the
department entrance there is a widescreen television used to advertise events (e.g. run
by the WiM network), campaigns (e.g. #NeverOK)@dbrate successes, suchzs

Apala Majumdar winning 2019 FDM Everywoman in Technology Award.



Figure5.6.1: Celebratinddr Apala Majumdar's succe@sthe FDM Everywoman in Technology Awards at
the department entrance

(i)  HR policies

Describe how the department monitors the consistency in application of
HRpolicies for equality, dignity at work, bullying, harassment, grievance
anddisciplinary processe Describe actions taken to address any identified
differences between policy and practice. Comment on how the department
ensures staff with management responsibilities are kept informed and updated
on HR polices.

The HoD works jointly with the HR Busm&sartner for the Faculty of Science to ensure

HR policies are correctly applied in the department. e A Iy A& FyR wS&aLISOI
{ G dzR Sy (i a pdicyifcludesiduidelinés relating to harassment, bullying or

victimisation. All policies are accompaniggadvice for managers and staff and are

developed in consultation with staff and students, trade unions and the Student Unions.

HR policies are subject to an Equality Impact Assessment to ensure that there is no
direct or indirect discrimination inherenthe University Equality and Diversity

Committee receives an annual report which reviews the application of HR casework
processes by protected characteristic to determine whether application is consistent.

A dedicatedHR contacts available to departmeinstaff to offer advice and supporAll
students and staff can access the HR policies directly from the University website.
However, the survey of PGR students and PDRAs highlighted a gap in knowledge, with
only 29% of femaleespondentseported being aware of HRpolicies on career breaks
andflexible working We will seek to rectify this byuplishngup to date informatioron

these policies on the staff and postgraduates Moodle z&@iwér Action 4.3.

The University has recently introduced a #Neved@iipaign, which empowers
students and staff to speak out against sexual harasspienexample, using the

T2
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department has embracednd promoted this campaigrthroughmultiple chanrls.
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Figure5.6.2: SAMBa leadership team wearing #NeverOK badges and tweeting support for the campaign

> SAMBa EPSRC CDT @S... - 29 Jan 18
&»@ SAMBa and #SAMBalTT7 support
#NeverOK @thesubath @MathsatBath
@UniofBath @DoctoralBath
@1752Group

You and 5 others

© s Q12 <

(i)  Representation of men and women on committees

Provide data for all department committees brokdown by gender and staff

type. Identify the most influential committees. Explain how potential committee

members are identified and comment on any consideration given to gender

equality in the selection of representatives and what the department is doing

tol RRNBX&da |yeéd 3ISYyRSNIAYOSIflyOSad /2YYSyild 2y ¢
2PSNI 2FRQ A& I RRNSaaSR gKSNE GKSNB FNB avlhfft

The highestevel committee in the department is Executive, chaired by the HoD. The
committee consists of the cliva of other departmentvide committeesandthe heads

of groups (HoGsAll committees are gender balanced at least in line with overall
department figuressee Figure 5.6.1 for a gender breakdown of committee structure.

68



Figure5.6.3: Department committee sticture and gender split of membershgrowsdenotereporting
lines viashared membership, e.g. a student member of SSLC sits on DLTQC

Head of Department (Male)

Executive
2F/5M
Director of Director of Learning Deputy Head of
DEDC Chair (Male) and Teaching Department
Research (Male)
(Female) (Female)
Department Equality Department Learning Department
Research Committee and Diversity and Teaching Quality Promotions
4F/7M Committee Committee Committee
4F/5M 3F/7TM 3F/6M

Staff Student Liason Committee
8F/12M

Committee membergipsrepresent a breadth of career stages, research interests, and
expertise.Gender diversity is considered when determining membegygBronze

Action 6.3h. However, we also take seriously the possibility of overload and there is no
guota enforced for womemo be part of the committeesFollowingBronze Action 6.3c

the HoD emails all academic staff when any vacancy arises for a senior role in the
department asking for expressions of interest and emphasising thapnoiessorial

staff are encouraged to appl Committee membership and leadership is recognised in
the workload allocation model.

Theimpact of these action$has beeran increase in female representation on the five
main committees from 21% in 2014/15 to 35% in 2018/19. At the same time there has
been no imbalance of workload (see section (v) below). Moreowsr2018 staff survey
shows an increassgatisfaction with department governance. Amongst female academic
responses, 100% agreed or strongly agreed with the statentritsclear to me how

G2 3Sh 2y (2 AYLERNIIyd O2YYAlGSSats

(iv) Participation on influential external committees

How are staff encouraged to participate in other influential external committees
and what procedures are in place to encourage women (or men if they are
underrepresentefito participate in these committees?

~ s
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promotions criteria. Opportunities arising, e.g. for research council strategy groups and
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REF panelsire regularly advertisedy the HoDwho will approach suitable members of
the department to encourage them to apply

Dr ApalaMajumdar has beeselected to serve on therestigious GCRF Strategic
Advisory Committee

"I have been widely supported by my colleagues, HoD and SANsBi#ding my
national and international profile which has played an important role in my
appointment to this strategic committee, with both external and internal support

- Apala Majumdar, Reader
(v) Workload model

Describe any workload allocation model in place and what it includes. Comment
on ways in which the model is monitored for gender bias and whether it is taken
into account at appraisal/development review and in promotion criteria.
Comment on the rotation ofesponsibilities and if staff consider the model

to betransparent and fair.

The workload allocation model has recently been standardised across the University,
with the new model developed in consultation with staff to ensure fairness and
transparency. It includes teaching, administrative roles, research and scholarship.

HoGs areesponsible for oversight of the workload of their group, including monitoring
for gender bias. Any anomalously high or low workloads will be queried by the faculty
Dean. Current workload data show no gender imbalance: the mean allocation for
female staffis 102% of the nominal annual hours, for male staff it is 103%.

Workload is discussed as part of SDPR, and staff with high workloads can be given
reductions for subsequent years by reassignment of teaching or administrative duties.
Workload is noformally recognised as part of the promotion criteri@ avoid

promoting overwork

Only 2% of academic staff responding to the culture survey reported dissatisfaction
with the way roles are assigned in the department.

(vi) Timing of departmental meetings and so@akherings

Describe the consideration given to those with caring responsibilities and part
time staff around the timing of departmentaleetings and social gatherings.

Academic seminars, departmental committees, and staff meetings are scheiduled
occurwithin core hours (10:0Q 16:00) to ensure the widest participation of staff. In
the 2018 staff surveyg0% ofrespondentd INBESR gA G K GKS adlFrdiSYSyid GKI
RSLI NIYSyiGrt YSSiAay3a INB GAYSR a2 GKFdG Fa Yly
(scoring ateast 3/5) FollowingBronze Action 6.5aboth the departmental
G FyRaOl LISa Ay al dKSY!I (A Gt degadnient hdjetimysdzY a SNA S & >
are recorded using our lecture capture systBanoptoand made available online for
staff who are not abléo attend, for example because of caring responsibilities.
G.SAy3a ofS (G2 1SSLI dzLJ 6 AGK S@Syda GAl tlyz2lL
YS F88t AGAff AyOftdaisfRtosddafe L QPS8 KER (2 YAA&S
NB & LI2 y agViala deriol |&cRigert
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The department holds a weekly coffemorning, thetiming ofwhichwas recently
changed at the request of the office staff to fit better with their worklo&adffee
mornings are used to celebrate success or bid farewell to. slaitiren are welcome
enabing staff on parental leave or absent for caring responsibilities to attend.

An evening Christmas dinner is held in December and a daytime barbecue in June. Both
events are open to staff arldGRstudents. In the 2018 staff survey, 69% of responding
staff, and 80% of female respondenteported having attended a department social

event.

(vii)  Visibility of role models

Describe how the institution builds gender equality into organisation of events.
Comment on the gender balance of speakers and chairpersons inasmin
workshops and other relevant activities. Comment on publicity materials,
AyOf dzZRAYy3d (GKS RSLINIYSyGdQa 6SoaAiidsS FyR AYIF 3
All seminar and conference organisers are expected to consider gender balance of
speakers and chairpersons for internal anteexal events and are reminded of this
regularlyby the DEDC chaifiollowingBronze Action 6.5bOver the academic year
2017/18,27% of our visiting speakers were femééove the national figure of 23% of
UK mathematicians being femayend 20% of intmal speakers were female (in line
with the proportion of female staff in the department).

Figure5.6.4: Proportion of internal (staff/student) and external (visitors) seminar speakers by gender in
2017/18

Staff/Students (female)

12,10%
Staff/Students (male)

45, 38%

Visitors (female)

Visitors (male)
46, 38%

The duty of chairing seminar series rotates amongst group members, typically with a
preference for more junior staff as hosting visitors is a useful opportunity to buaild
external profile. Four of the eight seminar series are currently chaired by female
colleaguesThere is an annual Athena SWAN lecture run by the University, which is
widely advertised to all department staff.

Electronic and prinimagery for the departmenis developed to showcase gender and
wider diversity We will increaseisibility of female role models, particularly year
oneltwo lecturers(Silver Action 23). Thenewly-formed Women in Maths (WiM) group



will become a visible focus for female mathematicians in the department, with a
programme of events funded by the department.

Seekng to promote further study options, from 2019 we are supporting the Women in
Mathematics group to run an annual careers eveSitver Action 2.%. The first edition
of this event ran in March 2019 and featured talks from a range of femalenwotiels.

Figure5.6.5: Prof Vicky Pope (Met Office) presents at the Women in Mathematics conference 2019

In 2019 we will award honorary degrees to Profeddame Celia HoyléMathematics
Education, UCland Kelly @llagher MBE. Kelly studied in Bath in 2@086 and was
instrumental in the creation of our Large Print Notes programme which has helped
countless partially sighted students in the years since its incepflatside of Bath,lse
is better known for beinghe first ever British gold medallist in the Winter Paralympic
Games.

(viii) Outreach activities

Provide data on the staff and students from the department involved in outreach
and engagement activities by gender and grade. How is staff and student
contribution to outreach and engagement activities formally recognised?
Comment on the participant uptakof these activities by gender.

A large number o$tudents and stafctivelypartakein outreach/ engagement /
wideningparticipation (OEWP) activities. Thaseludeschool visitsscience festivals
such as Pint of ScieneadBathTaps into Sciencéan awardwinning science fair which
has roots in the departmentjocalandnational media. As a department we achieved
over 600 hours of OEWP activities in 2018.

Table5.6.1: Participation in outreach, publengagement, and widenirgarticipation activies by gender
and role in2018.

Time spent on OEWP activities Number of presenters
Female Male %FF Female Male %F
UG 8lhours | 520hours 14% 7 12 37
PGR 20 hours 18hours 53% 2 4 33
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Staff 74 hours 90 hours 45% 2 8 20

*includes one male undergraduate student who logged 260 hours working for the Widening Participation
Since 1990 we have riRoyal InstitutiorMasterclassefor localyear 8 studentsas of
todayapproximately 50% of the studenttandees are female. Sessions are delivered
by members of the department, including one session annually from undergraduates as
part of thedcommunicating math énit in which around 65% of students are female.

Currently, he gender balance of department representatives iseqilicitly

considered during the planning ofitreach activities, and occasionally some activities
have been exclusively led by male stafffuture, we willrequire at least 33% female
department repesentatives in outreach activities wherever possitddver Action 13).

In 2016 the department established a studdntS R 2 dzi NB I OK 3INR dzZLJ G KS W. | {
Each othe 12 events they undertook in 201&d at least one female volunteer and
57% (21/37pf the studentvolunteers overalvere female.

Figure5.6.6: Bathematicians and Communicating Mathematics students at the Bath Taps science festival

\ N
Bath mathematiciaibr Geoff Smith MBE is Chair of thadvisory board of the
InternationalMathematicalOlympiadand in 2012 founded the European Girls

Mathematical OlympiadEGMO)Alessandra Caraceni, a PDRA from the department,
gra al/2YYFYRSNIAY [/ KASTeé 2F (GKS wnmy 9Dah Ay C

In 2014the depatment strengthened its ties to school mathematics by jointly

appointing an assistant area-codinator with theAdvanced Mathematics Support
Programme (AMSPTheAMSP has a remit from thedpartmentfor Educationto

develop initiatives to address the géer imbalance in numbers of female students
choosing to study (Further) Mathematics at A level. As part of our commitment to
stimulate and inspire children to take up mathematics and to increase the proportion of
women the department, in 2018 we appointadfemale) outreach coordinator. Part of
her remit is to address the undeepresentation of females in the undergraduate

degree course through a special focus on widening participation.

OEWRP activities are logged centrally. Staff can (and do) usedbtsgities to address

several different promotion criteria in the areas of research and teaching. Students can

(and do) use OEWP activities to as evidence of voluntary service on student scholarship

FYR t K5 LINPANIYYSa YR | AY&OARSYOWNI TEING kK DO SEAWKI
year unit.
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Figure5.6.7: Tamsin Smith delivering a widening participation session for secondary school children.

6. CASE STUDIES: IMPAOTINDIVIDUALS
Recommended word count: Silvdi000 words1016

Two individuals working in the department should describe how the

RSLINIYSyiQa OGAGAGASE KIF@S 0SYSTFAGGISR GKSY
studies should be a member of the safsessment teanThe second case study

should be relatedo someone else in the department. More information on case

studies is available in the awards handbook.

[Casestudies redacted]

7. FURTHER INFORMATION
Recommended word count: Silver: 5@@ords 369

Please comment here on any other elements thatr@levant to the application.

We hope it is clear from this submission tghena SWANMas hada hugely positive

impact for us in recent yearStaffand students are aware of the importance of ED&I to

the positive and welcoming culture of the departmeandare engaged an@nergised

toll 1S FOGA2yd al KSYII GAOA y2¢ KIfoRED& NB LIzl GA2Y
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