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1. Letter of endorsement from the head of@partment: maximum 500 word§Total: 499 words)

An accompanyintetter of endorsement from the head og¢plartment should explain how the
SWAN action plan and activities in the department contribute to the overall department strategy
and academic mission.

The letter is an opportuty for the head of dpartment to confirm their support for the application
andto endorse and commend any women é&iDEMMAactivities that have made a significant
contribution to the achievement of the departmental mission.

Please refer to the supporting letter from Prof Nik Ruskuc, Head of School, School of Mathematics
& StatisticsUniversity of St Andrews, at the end of this document.

2. The selfassessment processnaximum 1000 wordgéTotal: 997 words)
Describe theelf-assessmenprocess. This should include:

a)! RSAONRLIIAZ2Y 2F (KS aSt 7T | aaithadapaBngniand &l YVY
part of the team) and theirxgeriences of workfe balance

In April 2013, an Equality and DiversiB&D)Committee was established in the School of
Mathematics & Statistics. The team is constituted to be representative of the ttirgésions

within the School A student representative was@wpt ed i n September 2013
Athena Swan selissessment team (SAT).

Dr Vasilis Archonitis (Applied Math3 A Royal Society University ResearcholeWho joined the
School i”006as a postdoctoral researeh He is married antlas two young children (ages 5 and
9) and benefits from (informal) flexible working houwsbe able to pick the children up from
school every day

Zoe Ashwood Zoe Ashwood A final year MPhys, Mathertias & Theoretical Physics student

with a keen interest i n under sttendeddndmegentedrae “ wo
the "Falling Walls" Lab ConfereniceBerlin last NovemberShe balances her undergraduate

studies with a large numbef extra-curricular activities.

Dr Louise Burt (Statistics A member of research staff (on a standard contradtp has been
working in the School since 19%8er worklife is balaaced by keen sporting interests.

Prof Ineke De Moortel (Applied Math$ SAT ChaiRecently promoted professor who joined the
School in 1997 as a PhD student and was appointed in 2005 as a Lecturer. Held a Royal Society
University Research Fellowship from 2e@B.3.Married with two young children (ages 4 asl

and has benfitted from flexible working hours.

Dr Michail Papathomas (Statistic$ A lecturer who joined th&chool in September 2011. Married
with two young children (ages 2 and 5).



Dr Colva Roneyougal- (Pure Math3 A Senior lectar who joined the School as a Lecturer in
2005, after two years as a Postdoctoral Fellow in the School of Computer Stimesewith long
term partner and has no children.

Prof NikRuskuc (Pure Math3 Head of the SchogHoS)of Mathematics & Statist& Nik received

his doctorate from the University of St Andrews in 1995, then progressed through the various
academic levels, reaching professorship in 2004, and was appointed Head of School in 2010. Nik is
married and has two children (ages 16 and 18y bath he and his wife have continued working

in parallel with bringing the children up.

Sukhi Bains (E&DOffice) provided extensive support for the preparation of this document.

b) anaccount of the self assessment process: details of the self assessment team meetings,
including any consultation with staff or individuals outside of the university, and h@& the
have fed into the submission

The SATembers aragepresentative ofa rangeof career stageand appointments andolleagues

with and without children were purposefully includethe team includekloS Prof Nik Ruskuyc

and is chaired by Prof I neke De Moortel, who
SAT.

T h e Sc h basrhet 44imeS #inte beinget upin September 2013with 2 additional
meetings of theEquality and Diversitgommittee All members of the SAT were involved witte t
preparation of this documerdnd an update of the submission procesai Mathematics &
Statistics &ff was presated at School Council Meeting®Sct 2013, Mar 2014Rrogress was
monitored onhttp://www.st -andrews.ac.uk/hr/edi/sex_genaathenaswansupport/maths/

The University’ s SAT members highlight and ex
the University’s At hehttipp/WeaWAN support webpages
andrews.ac.uk/hr/edi/sex_gender/athenaswansupport/

Sudent data were provided by Registry, staff data were provided by HR and an anonymous School
“Staff GendeinclusionSurvey was conductedA voluntary lunchtime discssion meeting was
organised30Jan 2014) for all stafbtdiscuss some of thesues highlighted by theissey. This

discussion mainly focussed on social events withex3choolnd female representation on

School committees (including the risk of overburdening the relatiswdsll number of senior

femalestafffl n addi ti on, the School t ook @M3I)Goodi n t he
Practi@ survey in September 20B2d is a Supporterfdhe LMS Good Practice Scheme
(http://www.Ims.ac.uk/women/goodpracticeschemg. The SAT Chai rWanenirended
Mathematics Good Practice Scheirkshop Preparing for an AthenaSWANo p | i cat i on’
workshop in London on 15 Nov 2012.

The School recognises the imparte of female role models in both its recruitment and outreach
activities. There ialways a strong female representatiahoutreach eventsnd currentlyboth

our Outreach Officer (Prof Clare Parnell) and Admissioffeer (Dr Colva Rondyougal) are
female. The School also ensures that a significant rerobthe Advisers of Studies diemale.


http://www.st-andrews.ac.uk/hr/edi/sex_gender/athenaswansupport/maths/
http://www.st-andrews.ac.uk/hr/edi/sex_gender/athenaswansupport/
http://www.st-andrews.ac.uk/hr/edi/sex_gender/athenaswansupport/
http://www.lms.ac.uk/women/good-practice-scheme

Finally, as the School has a substantial number of female PhD students, many of-ttemeubs
tutors are female.

At undergraduate level, our SAT student renestive, together with the School President (a
female Junior Honours student for the academic year 28QB4)rana lunchtime student
discussion meeting tengagethe wider Maths student body in ol&Dconversation(1 Apr
2014)

As cachair of theRoyalSociety of EdinburglRSEYoung Academy of Scotland, Ineke De Moortel

organi sed a panel discussion on “Strategies t
University of St Andrews (March 2013). She 1is
group “Tapping al/l our Talents”, which aims t
the RSE “Tapping all our Talents” report.

c) Plans for the future of the self assessment team, such as how often the team will continue to
meet, any reporting mechmasms and in particular how the self assessment team intends to
monitor implementation of the action plan

After submission of the School * sresaneitsdongdingh e n a
work asthe Equality & Diversit€¢ommittee. It is foreseen that the Commigétavill meet3 times

per year.Chairing and being a member of this committee has been recognised as an
administrative duty i n ThelCemnBteehndl ceport egularliyhtthe Do e s
S ¢ h o o | CosncilSnedirfgs$

It is the team’s intention to continue suppor
Ashwood.The E&D Chair, with the help of the School President, will try to identify a successor for
Zoe Ashwood at the start of the 2014/20@bademic yeafas Zoe is expected to graduate in June

2014).

Action 2.1 Maintain theE&D committee meetings at a frequency of 3 meetings per yaat
report to Staff Council

Action 2.2 Establishihe student representative on thE&D committee as one dhe standing
roles amongst the School’'s students.

3. A picture of the departmentmaximum 2000 wordéTl otat 2060 words)

a) Provide a peipicture of the department to set the context for the application, outlining in
particular any significant and relevant features.

The Schoabf Mathematics & Statistics in St Andretas 33 permanent acadenstaff © females)
and 12 activeemeritus staff(all male) There are 28 research stdffl females), and 42 PhD

students (7 females). Support staff consists of 7 administrative staff members (6 female) and 6
Computing Officers (1 femaleSenior rolegrotated on a 35 year basisyithin the School are:

Head of School, Deputy Head of School, DirectdiTeaching, Research dadstgraduate Affairs
and the Admissions OfficeCurrently, both the Director of Research and the AdmissionseDff

are femalesln addition, each of the three dsions within the School has its own Head of Division.



Qurrently all three Division Heads are male but until very recently, two of the digibiad a
female Division Head.

Research in the Schaslstructured around Research Groups, all of which are-estdiblished
internationally: Solar and Magnetospheric MHD Tiye&ortex Dynamics, Algebra &
Combinatorics, Analysistafistical Ecology and Statistical Inferendéere is also a History of
Mathematics Group with members drawn from across the School.

The courses offered in Mathematics and Statistics at St Andrews are very popular and frequently
feature highlyin UKleague tabés Over the last few yearsur Senior Honours class has been over
100 in size. Still, the School prides itself on its friendly, sssale and supportive atasphere,

where wtorials are performed inmall class sizes and staff know mariyheir students by name.

Although staff tunover at the University obt Andrews is generally quite slow, there have been
substantial changes in staff in the Schdok to recent retirements Since 2008 the number of
permanent academic staff has increased from 31 to 33 (including 11 Profes&eadérs and 3
Senior Lecturers) of whom 9 are women (3 Professors, 1 Reader and 1 Senior L&dtererjsa
heal thy age bal anB0p35%*5040% < 40; 25% 41

(319words)

b) Provide data for the past three years (where possible with clearly labededigal
illustrations) on the following with commentary on their significance and how they have
affected action planning.

STUDENT DATA

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

The schooturrentlyhas no such courses.

(i) Undergraduate male and female numbecsfull and parttime ¢ comment on the
female:maleratio compared with the national picture for the discipline. Describe any
initiatives taken to address any imbalance and the impact to date. Comment upon any
plans for the future.

Almost all of our students are fttime, so we have not included a bredkwn into fulttime and
part-time numbers. In general, it appears that a far higher proportion of our undergraduate
students are female than the national average, so there is no evidence efeamie bias. We are
slightly concerned to note that the perce&ge of female students appears to be declining year

year. However, looking at the absolute number of students, it is clear that the number of female
students has been essentially flat (in the range-18@), whilst the number of male students has
beensteadily increasingWe have female students and staff working at the UCAS open days, to be
as welcoming as possible to female applicants, and our publicity material for undergraduate
degreesncludes interviews with female students.



Action 3.1a,b We will monitor the number of rale and female studentsf the percentage
continues to decrease, we will investigate in more detail where the change is occurring: in
applcations offers, acceptances, or in changes of degree.

Action 3.2 We willaskour femak students why they chose St Andresging a future student
lunchtime discussion meetirtg uncover the reasons why our numbers are so much higher than
the national averageand how we can keep them high

Action 3.3a,b The School will continue to encage female students and staff assist at the
UCAS open days, amderviewfemale students for the prospectus.

Table 1) dtal number of undergrauate students in Mathematics and Statistics by gender:

Academic Yeal Female Male Total Students | PercentageFemale National Average
200910 161 156 317 51% 37%
201011 162 163 325 50% 36%
201112 140 159 299 47% 37%
201213 150 177 327 46% 36%
201314 150 195 345 43%

Percentage of female Maths and Stats undergraduate students
60% 360
0% - - 340
0,
40% . 320
30% -

20% - - 300
10% - - 280
0% . . . . 260
2009-10 2010-11 2011-12 2012-13 2013-14

mmm Percentage Female National Average ——Total Students

(i)  Postgraduate male and female numbers completing taught courgdsll and parttime ¢
comment on the female:male ratio compared with the national picture for the discipline.
Describe any initiatives taken to address any imbalance and the effect to date. Comment
upon any plans for the future.

The number of students & small that there are big variatie in the data, aneve do not see any
consistent trend. Neither do weeem to be consistentlgbove or below the national average
although for the years 20101 and 201112, when the cohort was slightly bigger and Natib
Averages were available, our percentage of female students compared favaurably

Action 3.4: We will ®ntinue to monitor these numbers annualllf the cohort siz increases
substantiallyjt might become possible to draw more suéstial conclusions



Table 2)Number of postgraduate taught students in Mathematics and Statistics by gender:

Academic Yeal| Female Male Total Students | Percentage Female National Average
200910 2 5 7 29% 35%
201011 11 11 22 50% 37%
201112 13 12 25 51% 38%
201213 7 14 21 32% 42%
201314 8 14 22 36%

Percentage of female Maths and Stats postgraduate taught students
60% 30
50% — 25
40% — 20
30% +—— 15
20% - 10
10% - 5

0% . . . . 0
2009-10 2010-11 2011-12 2012-13 2013-14
mmm Percentage Female National Average = Total Students

(iv)  Postgraduate male and female numbers on research degreéd| and parttime ¢
comment on the female:mal&tio compared with the national picture for the discipline.
Describe any initiatives taken to address any imbalance and the effect to date. Comment
upon any plans for the future.

Thepostgraduate datahows a very similar pattern to the undergraduate aas asubstantial
proportion ofour PhD studentfiave a St Andrews UG degree, we would expecreelation
between the undergraduate and postgraduate numbers. However, alththuiglpercentage of
female students is much higher than the national averaiggppears to be steadily declining.
Looking athe absolute numbers shovikat in fact the number of women is fairly flatjth just a
slight downward trendandthat the percentage detie islargelydue to the number bmale
students increasing

Action 3.5a: We willmonitor this data annually, comparimgth the national average when

possible.

Action 3.5: If the relative number of female research students keeps declining (compared to the
national average), we will investigate why female studdrage started to look less favourable
upon St Andrews for postgraduate research through discussions with both the final year
undergraduate cohort and the postgraduate research student body.

Action 36: We will invite a postgraduate student representativelie part of theE&D committee

to make sure their interests are taken into account.



Table 3)Number of postgraduate research students in Mathematics and Statistics by gender:

Academic Year

Female Male

Total Students

Percentage Female National Average

200910
201011
201112
201213
201314

16
16
15
14
13

13
17
16
19
22

29
32
31
33
35

54%
48%
48%
42%
37%

30%
29%
29%
28%

60%

Percentage of female Maths and Stats postgraduate research students

40

50%

40%

- 30

30%
20% -
10% -

0%

k)

20

- 10

2009-10

2010-11

mmm Percentage Female

2011-12

National Average =Total Students

2012-13

(v) Ratio of course applications to offers and acceptances by gender for undergraduate,
postgraduate taught and postgraduateesearch degreeg comment on the differences
between male and female application and success rates and describe any initiatives taken
to address any imbalance and their effect to date. Comment upon any plans for the future.

Ourundergraduateadmissions plicies appear to be either completely fair or very sligliased
towards femals, with the proportion of female offeholders being equal or slightly more than the

proportion of female applicants. The proportion of female offeriders who accept theirféer is

consistently either equal to or greater than theale equivalentpossibly due to the strong female

presence

at

open

days.

The

“acceptances”

their insurance choice. Finally, the proportion ofifale entrants iss one would expect. These
numbers seem healthy to us.

dat a

Note that undergraduatestudents at St Andrews can change their degree intention, and that this

provides for far more of the variation in student numbers through the years than students

dropping out entirely. The proportions olur female new entrantappears to be roughlthe sane

as theoverallproportion offemalemathematics students, so there is no evidence that the
department is either repelling or attracting female students.

For the postgraduate datawe have includedbsolute valuesnd percentages, asumbers are
small. \é see no clear pattern in the change in percentages between applications and offers,

which is the only part of the cycle over which we have complete control, and we also see no clear

pattern as we go from offers, through acceptances, to entrants. We rinatethe percentage of

female applicants is below the percentage of female undeagates, but this might be because

8



our undergraduate population contains substantially more women than the national average, and
so the external applications for PhD study deio be maledominated.

Action 3.7 Monitor our application data.
Action 3.8 Investgatewhether our female undergradate students are less likely to continue to
PhD study than our male students, and if so wi®gee alsd\ction 3.D)

Table 4)Percentag of undergraduate female Mathematics and Statistics applications, offers and
acceptances:

Year of Entry Applications  Offers Acceptances Entrants
200910 41% 43% 50% 56%
201011 39% 42% 43% 41%
201112 41% 40% 44% 47%
201213 40% 44% 44% 47%
201314 37% 38% 39% 45%

Table 5)Number of postgraduate taught Mathematics and Statistics applications, offers and acceptances:

Gender
Year of
Entry Offer Type Female | Male
200910 Applications 29 51
Offers 22 27
Acceptances 6 5
Entrants 2 5
201011 Applications 53 61
Offers 29 35
Acceptances 16 13
Entrants 11 10
201112 Applications 68 94
Offers 39 49
Acceptanceg 18 17
Entrants 13 12
201213 Applications 49 77
Offers 29 52
Acceptances 9 19
Entrants 7 14
201314 Applications 72 101
Offers 47 51
Acceptanceg 11 15
Entrants 8 13




Table 6)Percentage of postgraduate taught female Mathematics and Statistics applications, offers and
acceptances:

Year of Entry Applications  Offers Acceptances Entrants
200910 36% 45% 55% 29%
201011 46% 55% 55% 52%
201112 42% 44% 51% 51%
201213 39% 35% 32% 32%
201314 42% 48% 41% 38%

Table 7)Number of postgraduate research Mathematics and Statistics applications, offers and
acceptances:

Gender
Year of
Entry Offer Type Female | Male
200910 Applications 9 21
Offers 6 13
Acceptanceg 2 4
Entrants 1 4
201011 Applications 12 18
Offers 7 8
Acceptances 4 4
Entrants 4 4
201112 Applications 17 26
Offers 13 9
Acceptanceg 5 4
Entrants 4 3
201213 Applications 6 18
Offers 5 13
Acceptanceg 2 8
Entrants 1 5
201314 Applications 24 49
Offers 7 18
Acceptanceg 3 6
Entrants 3 6

Table 8)Percentage of postgraduate research female Mathematics and Statistics applications, @ffets
acceptances:

Year of Entry Applications  Offers Acceptances Entrants
200910 30% 32% 33% 20%
201011 40% 50% 50% 50%
201112 40% 59% 56% 57%
201213 25% 28% 20% 17%
201314 33% 28% 33% 33%

10



(vi)  Degree classification by gendercomment on any differences in degree attainment
between males and females and describe what actions are beteg to address any
imbalance.

Unexpectedly,dmale students seem to be significantlydaconsistently less likely to get a First

than male sudents. In most years they are also getting far fewer Lower Seconds and Thirds. Whilst
these grades will ensure good success in the graduate jobs market, they are more worrying from
the perspective of continuing in academia, where a First is often essenti

Action 3.%,b: We will investigate whether female students start their degrees with weaker
abilities than male students, by looking at data from our core compulsory first and second year
courses, MT1002 and MT2001. Secondly, we will establish asdienuforum to investigate how

our female undergraduates feel about high performance. It could be that there is an issue of
confidence as regards asking for support, but there are many other factors that could come into

play.

Number and percentage of awds for undergraduate mathematics and statistics by degree classification.
Percentages are presented as a proportion of that yeay&nder group

Undergraduate Mathematics and Statistics degree classification by gender

70%
60%
50%
40%
30%
20%
10%
0%

% of that year's gender group

| 2009-10 | 2010-11 | 2011-12 | 2012-13 |

u % Female m % Male

(949words)
STAFF DATA

(vii) Female:male ratio of academic staff and research staffesearcher, lecturer, senior
lecturer, reader, professor (or equivale@pmmenton any differences in numbers
between males and females and say what action is being taken to address any
underrepresentation at particular grades/levels

Note: Staff dda is provided by the University at the most recent possible date taking into account
SAT analysis time31 Dec data sets used for 30 April (agreed with Athena SWAN 2013).

FTE = staff as Full Time Equivalent.

Staff data is presented as role/ptieh corresponding to the following grades:

11



Overview of Staff Grades/Role

Job Role: Grades:
Research A 5-6
Research B 7-9
Lecturer 7
Senior Lecturer 8
Reader 8
Professor 9
Table9a) Academic Staff and Research Staff as at 31 (@@ernally benchmarkedwith the University)
Mathematics & Statistics All St Andrews SET Schools
% % %
Year | Role Female | Male Female| % Male | Female| Male Female | Male

2009 | Research A | 2.50 12.00 | 17% 83% 67.68 | 147.55 | 31% 69%
Research B | 5.50 8.00 41% 59% 17.60 | 64.33 21% 79%
Lecturer 4.00 6.00 40% 60% 18.00 | 38.41 32% 68%
Snr Lecturer| 0.00 2.00 0% 100% | 5.00 22.37 18% 82%
Reader 2.00 4.00 33% 67% 9.00 34.20 21% 79%
Professor 0.00 8.00 0% 100% | 8.00 70.07 10% 90%
2010 | Research A | 3.00 14.00 | 18% 82% 65.50 | 143.75 | 31% 69%
Research B | 5.00 3.00 63% 38% 18.20 | 56.10 24% 76%
Lecturer 2.50 7.00 26% 74% 21.60 | 40.75 35% 65%
Snr Lecturer| 1.00 2.00 33% 67% 6.00 22.70 21% 79%

Reader 3.00 4.00 43% 57% 10.00 | 34.20 23% 77%

Professor 0.00 7.25 0% 100% | 9.00 71.15 11% 89%
2011 | Research A | 6.55 17.00 | 28% 72% 76.45 | 147.15 | 34% 66%

Research B | 3.00 3.00 50% 50% 20.40 | 60.30 25% 75%

Lecturer 2.50 8.75 22% 78% 20.40 | 46.95 30% 70%

Snr Lecturer| 1.00 3.00 25% 75% 6.00 24.23 20% 80%

Reader 2.00 4.00 33% 67% 9.00 31.00 23% 78%

Professor 1.00 7.00 13% 88% 11.20 | 74.65 13% 87%
2012 | Research A | 11.80 12.00 | 50% 50% 89.10 | 147.25 | 38% 62%

Research B | 2.00 2.00 50% 50% 21.60 | 54.25 28% 72%

Lecturer 3.60 9.75 27% 73% 26.90 | 53.95 33% 67%

Snr Lecturer| 1.00 2.00 33% 67% 7.00 21.51 25% 75%

Reader 2.00 5.00 29% 71% 11.00 | 32.40 25% 75%

Professor 1.00 7.00 13% 88% 11.20 | 74.55 13% 87%
2013 | Research A | 9.66 11.00 | 47% 53% 108.44 | 154.09 | 41% 59%

Research B | 1.00 4.00 20% 80% 25.60 | 56.90 31% 69%

Lecturer 3.60 8.75 29% 71% 36.10 | 60.75 37% 63%

Snr Lecturer| 1.00 2.00 33% 67% 6.50 18.09 26% 74%

Reader 1.00 5.00 17% 83% 10.00 | 37.20 21% 79%

Professor 2.50 7.50 25% 75% 13.70 | 75.75 15% 85%




% of Academics Roles held by Females: Mathematics & Statistics
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Firstly, we ote that the percentages are based on small numbers of employees and therefore, are
unreliable for spotting trends and subject to considerable fluctuations.

Althoughan imbalance between male and female staff is apparent, the overall proportion of
female saff in our Schoohasincreased from 26% in 2009 to%3in 2013. €nerally, it decreass
with seniority.Over the years,he largest difference is observed &rofessorial levadlthough the
balance is improving and better than the St Andrews SET average

The strongmbalance irResearchrs Ahasgradually inprovedtowards abalanced proportion
(50% and 4% in 2012 and 2013 respectivel¥here is npersistentimbalance irResearchrs B
with 50% female staff in years 2011 and 2012, althong2013 itdropsto 20%.(Note though
that this percentage is again derived from very small numbers

The percentagef femaleLecturersappeasto be relatively stable from year 20hwards,
varying from 25% to 28in 2013 Thehigh of 40%n 2009 is based on, appximately, one more
13



female lecturer compared to subsequent yeaFbe percentage of female Senior Lecturisrs
relatively stable from 2010 onwards, with 33% in 2012 and 2013008 there was no female
Senior Lecturer in the School. Theg@mtage of female Readers fluctuate over the hst few years,
with 29%and 17%n 2012 and 2013thesepercentages arebased on twaand onefemale Readers
respectivelyof a total of severand sixReadergwith both promoted to Professor)

Our School did notdve a female Professor #009 and 2010, but there is a steady increase in this
proportion, with 13% of female Professoin2011 and 2012 and 25 in2013.

Internal Benchmarking:
Comparing with maléemale proportions in academic and research staff posgin SET &hools
throughout the University of Strlrews 0092013 helps to put our data in contexin the St
Andrews SET Schodise percentage of women academic and resestaff has increased from
25%to 33%.Thisagreeswith the increasen our School over the lagive years (from 26% to 33).
The proportion of femal&kesearch A andBembers of staff has increased over the last 5 years
31%to 41%and 2Pb6to 31% respectively.Here has been an increase Lecturer grade (3&to
37%), anincrease at Senior Lecturer @30 26%) andno increase aReadelevel (21%to 21%).
FemaleProfessordancreased from 10% to 158%er fiveyears.
Considering tts:
1 Our School follows the university tremdth an increase over the last few years in the
proportion offemalestaff.
1 Our School also follows the overall university pattern where the largest imbalance between
males and femalesemainsat more seniorfevels.

In accordance with the latest overélhiversity data available for SET Schools (2@lt)School
was fourth out of eighin terms of the proportion of female academic aresearch staff (with
28% in2011).

Exernal Benchmarking:

For comparative pur poses, Landon Mdtlesnaticat SocietyiDATAr e d
Report Nmty/wewims3at.uk/sites/Ims.ac.uk/files/files/reports/LM8TL

42Report.pdf. The data cover the period from 2006/2007 to 2011/2012. In the Mathematical
Sciences the percentage of female academic staff is quite stable oveetios pwith an

increasingrom 16% to 18%. The current proportion of female academic staff in our School (33%)
compares favorably to this The LMS report also shows a natiwite trend where the proportion

of female staff is smaller at the Professorial level (7.4% at 2011/2012), whilst in the other levels it
varies from 20% to 27%.

Table 9b) All Academic Staff Employed in the UK HE sector: Mathce: HEIDI (HESBData

Academic| Total Total Maths & Stats
Year Female %St Andrews (as at 31 D&013
2009/10 23.1% 25.9%

2010/11 23.2% 28.0%

2011/12 22.6% 27.2%

2012/13 23.0% 36.1%

2013/14 - 32.9%
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Data from HEIDI &CU (see Table 9b) showed a slightly higher ratio of female staff, about 23%
(20092013) but the ratio of female staff in our School comparese favourably.
Action 3.10: Continue to monitor gender ratio of academic and research staff in our School.

(viii)  Tumover by grade and gender comment on any differences between men and women in
turnover and say what is being done to address this. Where the number of staff leaving is
small, comment on the reasons why particular individuals left.

Tablel0) Total FTE of staff and Leaver by Gender of Academic and Research by Role as at 31 Dec
Leavers column = staff who have left the School and the University
FTE column = number of staff who are currently employed within the School

\ Female Males

Leavers Total Leavers Total

(left the Leave (left the Leave

Year | Role FTE | University) | Rate FTE | University) | Rate
2009 | Research A | 2.50 0.00 0% | 12.00 2.00 17%
ResearchB | 5.50 0.00 0%| 8.00 0.00 0%
Lecturer 4.00 1.00 25%/| 6.00 1.00 17%
Snr Lecturer| 0.00 0.00 0% | 2.00 0.00 0%
Reader 2.00 0.00 0%| 4.00 0.00 0%
Professor 0.00 0.00 0% | 8.00 0.00 0%
2010| Research A | 3.00 1.00 33%| 14.00 3.00 21%
ResearchB | 5.00 0.00 0%| 3.00 1.00 33%
Lecturer 2.50 0.00 0%| 7.00 0.00 0%
Snr Lecturer| 1.00 0.00 0%| 2.00 0.00 0%
Reader 3.00 0.00 0%| 4.00 0.00 0%
Professor 0.00 0.00 0%| 7.25 0.00 0%
2011 | Research A | 6.55 0.00 0% | 17.00 2.00 12%
ResearchB | 3.00 2.00 67%| 3.00 0.00 0%
Lecturer 2.50 0.00 0%| 8.75 0.00 0%
Snr Lecturer| 1.00 0.00 0%| 3.00 0.00 0%
Reader 2.00 0.00 0%| 4.00 0.00 0%
Professor 1.00 0.00 0%| 7.00 0.00 0%
2012 | Research A | 11.80 0.00 0% | 12.00 4.00 33%
ResearchB | 2.00 0.00 0% | 2.00 1.00 50%
Lecturer 3.60 0.00 0%| 9.75 0.00 0%
Snr Lecturer| 1.00 0.00 0% | 2.00 0.00 0%
Reader 2.00 0.00 0%/| 5.00 0.00 0%
Professor 1.00 0.00 0%| 7.00 0.00 0%
2013 | Research A | 9.66 3.00 31%| 11.00 2.00 18%
ResearchB | 1.00 0.00 0%| 4.00 0.00 0%
Lecturer 3.60 0.00 0%| 8.75 2.00 23%
Snr Lecturer| 1.00 0.00 0% | 2.00 0.00 0%
Reader 1.00 0.00 0%| 5.00 0.00 0%
Professor 2.50 0.00 0%| 7.50 0.00 0%
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Irrespectively of gender, themajority ofleaversare Researchrs A and Bas these positions are
often not permanentWith regad to gender there are significant fluctuations percentags from
one year to another, due to the small numbers of staffolved making the data unreliable for
confirming trendsFor example 2011, we observe adrger proportion of femalekeaving in the
Research A and B categories (67% femad2% males)yhilst in 2012 only male Research A and
B staff left (33% and 50%).

Action 3.11: We willmonitor whether any gender biased becomagparent in staff turnover data.

(792words)

4. Supportingl Y R

Key career transition points

F ROF Y OAY I maxivBny5008 wobETbis: 260Edrds)

a) Provide data for the past three years (where possible with clearly labelled graphical
illustrations) on the following with commentary on their significance and how they have
affected action planning.

0] Job application anduccess rates by gender and grageomment on any differences in
recruitment between men and women at any level and say what action is being taken to

address this.

Asaresearcla c t i

extend

appointed (one male and one femal@)though internal promotions did increase the number of

at

vV e

school

mo st

st aff

t ur neolessenr

‘ R eTabée d Ishovs thBt here wgre 2Quk@ple recruited to the
department in 2010 to 2013 and of these3®%6 were womenAll womenbut onewere appointed
to the role of ResearchA. No new appointments to senior grades (senior lecturer, reader,
professor) were made in the department until 2013 when t{86% FTH)rofessors were

females holihg senior gradesVithin the Research A grade43% of appointments were to
women; this isa higher proportion of appointments to women than in other SET departments
within the university (using data from 2010 and 2011).

Tablell) New Staff started by @nder for Academic and Research Staff as at 31 Dec:

Year Post Female | Male Total
2010 Research A 3 1 4
Research B 1 1
Lecturer 1 1
2011 Research A 3 8 11
Research B 1 1
Lecturer 2 2
2012 Research A 4 2 6
2013 Research A 2 2
Professor 1 1 2
TOTAL 11 19 30
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Since ApriR010 the School has begmartly usingtheo n | i n&®ReldR u‘i E me hoivevery st e m
a more consistent use of this facility is requir@dble12illustrates that thesuccess rate of female
applicantscompared to malegs generally higheso there is certainly no evidence of females being
disadvantaged by a recruitment bias.

The main problem is thahe overall numbef female applicants is rather small, especially at
more senior levels

To positively address thithe School has endorsed the University positive action initiative for all
vacancies for academic and support staff where there is a low number of females itopststie

within the adverts that theschool welcomes applications from women who are under

represented in this post. The Athena SWAN logo is also advertised and the Head of School can be
contactedby the applicanfor information on what theSchool is doing to ensuriis an inclusive

working environment for women and those with caring respbiiisies.

Action4.1a: The school will step up efforts to ensure that applications are made viarthee HR
‘Recruitment system’

Action4.1b: We plan to make the famifriendly culture within the School more visible to
potential applicants by: Xicontinuing to improve th& ¢ h o o | * sn pavteWas by tn@easing
the visibility of female staff (as role models) and making relevant policies and practices more
visible; (ii)including a statement on the fam#yiendly ethos within the School wur recruitment
material (job adverts and further particulars)

Action 4.1c To determine the impact of these measures, we will continue to monitor
improvement and application success rates and gender ratio of applications will be reported
annually to the School’'s Staff Council.
Action 4.1d The Schoglalong with other Schoolsarking on Athena SWAN at the University, has
recognised that staff who have been named on
an action, the School will be monitoring the gender profile of staffui#ted who are named on
grants to help detamine trends and further actions.

Action 4.%e: Support the University fordaitive Action in recruitment.

Table12) Application/Offersmade success rate by Gender for Academic and Research Staff as at 31 Dec
viathe University ERecruitment online system

Applications Offers Made Success Rate
Year Post F M Total F M Total F M Total
2010| Research A 9 22 31 1 2 3 11.1%| 9.1% | 9.7%
Research B 7 8 15 1 0 1 14.3%| 0.0% | 6.7%
Lecturer 13 107 120 0 2 2 00% | 1.9% | 1.7%
2011 | Research A 46 130 176 5 7 12 10.9%| 5.4% | 6.8%
Lecturer 4 28 32 0 1 1 0.0% | 3.6% | 3.1%
2012 | Research A 4 1 5 1 1 2 25.0%| 100.0%| 40.0%
Lecturer 0 4 4 0 0 0 - 0.0% | 0.0%
2013 | Research A 15 30 45 2 2 4 13.3%| 6.7% | 8.9%
Professor 2 18 20 0 0 0 0.0% | 0.0% | 0.0%
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Applications Offers Made Success Rate
Year F M Total F M Total F M Total
2010 29 137 166 2 4 6 6.9% | 2.9% | 3.6%
2011 50 158 208 5 8 13 |10.0%| 5.1% | 6.3%
2012 4 5 9 1 1 2 25.0%| 20.0% | 22.2%
2013 17 48 65 2 2 4 11.86| 4.2 | 6.2%
(480words)

(i) Applications for promotion and success rates by gender and grademment on whether
these differ for men and women and if they do explain what action may be taken. Where
the number of women is small applicants may comment on specific examplbe ref
women have been through the promotion process. Explain how potential candidates are

identified.
Table13) Applications for promotion and success raby Gender as at 31 Dec:
Female Male

Succesg Succesgq

Year | Role Successfu| Unsuccess Rate | Successfu| Unsuccess Rate
2009 | Snr Lecturer 0 1 0% 0 1 0%
Reader 0 1 0% 1 1 50%

2010 | Snr Lecturer 1 0 100% 1 0 100%
Reader 0 0 0% 0 1 0%
Professor 0 0 0% 1 0 100%

2011 | Reader 0 0 0% 1 0 100%
Professor 1 0 100% 0 2 0%

2012 | Reader 0 0 0% 1 0 100%
Professor 0 0 0% 0 0 0%

2013 | Snr Lecturer 0 1 0% 0 2 0%
Reader 0 0 0% 0 1 0%
Professor 1 0 100% 0 1 0%
Overall 3 3 50% 5 9 36%

Table 13summarises the applications for promotions and succatsfor male and female staff.
Since 20083 staffmembersin the School have been promoted to Persb@aairs, 3 to

Readerships andt® Senior Lectureshipé/e find no evidence of bias against women in the
promotions outcomes. In fact, in recent years, the promotions success rate at all levels is higher
for females than for male staff. The total number of applications for promotion (6 for females, 14
for males) is in line with the general staff gender ratio.

The promotions panels are appointed by the University and are of mixed gefuetimetable for
promotions is set by the Universjtyith the annual closing date for applications usually near the
end of January. Once the dates have been announced, the HoS invites staff membevssivio
apply for promotionto come forward.In addition, HoS consusltwith professorial staff in the
School to identify potential applicants amongst staff memb&rsavoid HoS patronagé&hese
discussions have a longrm, strategic aspect to them, in that staff suitability for promotion is
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assessed for the subsequerdars as wellSenior staff will often assist applicants preparihg
best possible applicatioand previously successful applications are often sharddsuccessful
applications receivéormal feedback from the promotions panahd informal feedback froriioS.

Action4.2a We will continue to maitor the uptake of the annual appraisal for all staff
Action 4.2h HoS will keep a log of meetings with staff unsuccessful in their promotion application.

(254 words)

b) For each of the areas below, explain wtiet key issues are in the department, what steps
have been taken to address any imbalances, what success/impact has been achieved so far
and what additional steps may be needed.

(i) Recruitment of stafitO2 YYSyYy G 2y K2¢ (GKS RSLI Nmsdsy (G Qa N
that female candidates are attracted to apply, and how the department ensures its short
fAaGAYy3IT &aSEtSOGA2Y LINRPOSaasSa FyR ONRGSNRIE
policies.

As stated on t Intg:/vBve hmatbslncssandrevs.ad.uk/eguality.shtrpthe
School is alignedwithhe Uni versity’s Equal ihtipy/wwawstd Di ver s
andrews.ac.uk/staff/policy/hr/equalitydiversityinclusipn School staff understands, furthered by

the online training, that there ian institutional legal obligation to fully practice equality of

opportunity throughout its recruitment and selection process.

Il n November 2012 the University’s HR Unit pub
Recr ui t mehtd:/w@nmst -ahdréws.fc.uk/hr/edi/inclusivergc The online guidance has

been created in consultation with equality groups; feedback from ECU; alignment with the

Equality and Human Rights Commission EquAlit (2010) Statutory Code of Practice for

Employment; plus factors in the good practice guidance which was published by the UK Resource
Centre for Women in SET.

Our Head of School haset with the E&D Officer to go throughtheéni ver si ty’ s Equal
Diversity Inclusion Policand the remit of the aline Inclusive Recruitment Guides provided. As

an action, theHead of School has requestedmpletiondata on thenumberof staff who have

completed the onedayRecruitment& Selectioncourse provided b APOCentre for Academic,
Professional and Organisational Developmeimt addition to sending communication to staff on
registering to book onto the course. Note that an overview on discrimination in recruitment has

been provided to all staff who havempleted the onlindiversity in the WorkplacéHE module.

The School ' s wferimgii@a grethe@bboee\polides.s i n
Action4.3The School has committed to undertake tr:

Recruit ment Gsure tdat denderequalitly is practiced throughout the stages of the
recruitment process.

(261words)
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(i) Support for staff at key career transition pointshaving identified key areas of attrition of
female staff in the department, comment on any interventions, programmes and activities
that support women at the crucial stages, such as personal development training,
opportunities for networking, mentoringrogrammes and leadership training. ldentify
which have been found to work best at the different career stages.

Staff at the School of Mathematics & Statistics can take partinthe St Andi2wsn d e e - “ Cr 0 s
Il nstitutional Ear |l y <Lleme & predecessododtims scheme waseset upo r |
in 2005 and was originally only open to female academics. However, since 2008, the scheme is
accessible to &karly career academicseior academic staff are regularly invited to take part in

theschemea mentors. The University’s mentoring Wwa
example of good practice in their 2012 pmaper

addition, new Academic staff are allocated a mentor to guide them and help theife g&th life

in the School and the School has a strong tr a

more junior colleagues.

Leadership training i s avGentre rbAtademic,dProfedsibnaland a f f
Organisational Bvelopment (CAPOD).

Action 4.4 Monitor participation (of both mentees and mentorig) the crosanstitutional
mentoring scheme.

(161words)
Career development

a) For each of the areas below, explain what the key issues are in the department, what steps
havebeen taken to address any imbalances, what success/impact has been achieved so far
and what additional steps may be needed.

0] Promotion and career developmemrtcomment on the appraisal and career development
process, and promotion criteria and whether theake into consideration responsibilities
for teaching, research, administration, pastoral work and outreach work; is quality of work
emphasised over quantity of work?

The University provides a range of support for the professional and career developirnt
research staff via CAPODn our recent *“Staff I nclusion Genc
that they were not aware of how to access professional training opportunities.

Apprai sal i's done through t healaspectvotcareart y’' s “ Q
development. The Head of School (or another senior member of staff if a preference has been
expressed by the appraisginterviews academic staff. Note that theaee not formal interviews

but discussiosduring which staff have thepportunity to reflect and consider future options.

The Q6 interviews are entirely confidential and their content is not reported to senior university
management, unless, and with mutual agreement, very specific issues have been raised. As staff
can requesa senior member of the School other than HoS to conduct their Q6 appraisal, female

staff have the opportunity to be interviewed by a female senior colleague if they wish.

Up unt i | 2013, thei 8choohema,n iQ6e anemaldidnf'thevod r e
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HoS to all staff) to arrange for appraisal if they wished. As one of its first actions, the E&D
commi ttee decided toawtchasmcdie meh it tnma kaen s‘uaet | e
staff do not miss out as we recognize thergghtibe gender and/or cultural issues at play.

In addition to Q6, REF interviews were conducted during the-20021 3 wi t h al |l of t
academic members of staff. The interview panel was mgeader and prior to the interviews
taking place, all patenembers took mandatory Equality & Diversity training.

At the University of St Andrews, promotion applications are initiated by the candidates
themselves. This avoids patronage by the H0S
avoid that lack of confidence, gender or cultin@ds potential candidatesdzk, the HoS also

holds extensive discussis withprofessorial staffn orderto assessvhich colleagues should be
encouraged to apply for promotioim that and/or subsequent years.

As part of the promotion application, the HoS is required by the Universjyadeidea detailed
assessment of each applicartgainas part of this task;1oS will consult with senior colleagues to
gain broad information about all aspects of the applicdns academi ¢ career .

Action 4.5a We willset out a timescale for Q6 to ensure reviews are carried out on a regular

basis, suggesting an annual review for junior staff but perhaps a review every second year for

senior staff.

Action 4.5bh We willmonitort he ef fect of <changing tihnee Q6o a' popr
out’

(440words)

(i) Induction and trainingc describe the support provided to new staff at all levels, as well as
details of any gender equality training. To what extent are good emplolprantices in
the institution, such as opportunities for networking, the flexible working policy, and
professional and personal development opportunities promoted to staff from the outset?

The University of St Andrews hasrversitywide Staff Inductiom programme which all new staff

attend. This induction programme includes a session on Diversity Awareness training, which
outlines the responsibilities of all staff towards rdiscrimination on the grounds of sex/gender,
pregnancy and mradteemtigdy camalr adtl e r htptwwe.st: . The
andrews.ac.uk/staff/ppd/newstaffinductior)/provides details of how to apply for flexible working

and familyfriendly pdicies.

During 2013/14, the School has beentraining itself through the newnandatory’ On | i n e

Diversity in the WorkplaceH E ’ m (tth Wwwev.st -andrews.ac.uk/hr/edi/training Building

upon previoustaining, it ensures thaall staff fully understandlatest exampleselating to gender

and carers biaslt is monitored by HR andthechai of t he Schooahdpoomdef D cor
by the Head of School in staff meetings.

Action 4.6a:The Head of School will ensure that all new staff attend the University Staff Induction
Programme.
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Action4.6b:The <chair of the School’'s E&D committee
Diversity in the WorkplaceHE' t r ai ni n g porocdnpleteon ratesdo the Hdad of r e
School and Staff Council.

(178 words)

(i)  Support for female studentsg describe the support (formal and informal) provided for
female students to enable them to make the transition to a sustainable academic career,
particularly from postgraduate to researcher, such as mentoring, seminars and pastoral
support and the right to request a female personal tutor. Comment on whether these
activities are run by female staff and how this work is formally recognised by the
department.

All our PhD students amdlocated a second supervis@nd the students could request 472

supervisor of a specific genddmit the School doesurrentlynot operate aformal personattutor

scheme for PhD studentslowever, the PhD studemopulation is about 50% female and each of

the School’s divisions has a number of femal e
conversationApart from regular, individual meetings with supervisors, PhD students receive
feedback at their annugrogression meeting

All postgraduate students have access to the GRADsKkills programme, which includes aafumber
workshops and seminars thate particularly relevant to female researchers. The GRADsKkills
programme provides postgraduate researcherthvaipportunities to develop their transferable

skills, both broadening and enhancing their future employment prospects. Of particular academic
relevance are the postgraduateGhange seminars organised by GRADskills which gives
postgraduate studentthe opportunity to present their work to an interdisciplinary audience or to
chair aresearch seminar.

During the last five yearthere have been 3 pregnant PhD students. All 3 had their studentships
extended and completed their PhDs. RBaiministrative reasos, one of thesePhDstudent was

registered both as a student and a member of stiffthis case,tte pregnancyrelated
administration revealed some communication is
(responsible for staff) and Registry (respotesitor students).

Action4.7a We will monitor the gender ratio of our PG committee and make PhD students aware
that it is possible to request a female member of staff to conduct their annual review.

Action 4.7h We will make supervisors aware thatsome cases, both HR and Registry have to be
informed if a stident is planning to take maternity/paternity/adoption leave.

(281words)
Organisation and culture

a) Provide data for the past three years (where possible with clearly labelled graphical
illustrations) on the following with commentary on their significance and how they have
affected action planning.
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0] Male and female representation on committeesprovide a breakdown by committee and
explain any differences between male and female representatioraixmw potential
members are identified.

The School has a limited number of committees and the senior administrative roles are appointed
by the Head of School. Senior roles within thedathre: Head of SchooDeputy Head of School,
Director of Teachig, Director of Research, Director of Postgraduate Affairs and the Admissions
Officer.At the time of writing, wo of these six roleare held by female members of staffh

addition, each of the three divisions within the School has its own Head of Div@ziomntly, all

three are male but until very recently, two out of the three divisions had a female Head of
Division.

Tablel4) Representation on Groups/CommitteesylGender for Academic/Research staff as at 31 Dec:

Name of Group/ Meeting | F (%) | M (%) | F (%) M (%) | F (%) M (%) | F (%)| M (%)
Committee frequency

2010 2011 2012 2013
School Management| 1 per2months | 1 6 1 6 2 5 1 6
UG Teaching Comm.| 1per 2 months| 1 4 1 4 1 5 1 4
Research Comm 2 peryear 0 4 0 4 0 4 0 4
PG Comm. 4 per year 0 4 0 4 0 4 0 4
StaffStudent Council 4 peryear 2 5 2 6 2 5 2 5

The main committees in the School are the School Management Group, the Undergraduate
Teaching Committee, thResearch Committee, the PeGraduate Committee and Staftudent

Council. The gender balance on these outtees is reflected in Table 1#lote that the Research
Committee has 1 female and 3 male members as of Jan 2014 as the Director of Research, who
chars this committee, is currently female. In additiohete is the E&Rommittee as described in
Section 2(a) and Staff Council, which consists of all the Academic Staff within the School and meets
roughly twice per year.

Membership of all the above conittees is determined by the Head of School and based on

factors such as seniority, workload, balance across the three divisions, gender balance and

personal circumstances whenrelevaitn our recent “Gender I ncl usi
of staff manbers felt that gender didiot affect the opportunity to join decisicmaking

committees in the School, with a further 20% neither agreeing nor disagrdeiagdition, 80% of

staff members believe that there is gender equality in the School, with aduftf% neither

agreeing nor disagreeing.

Survey Feedback from Female & Male staff (Oct/Nov 2013):

23.1 believe there is gender equality within the School:

Strongly agree: 1 30.9% |17
Agree: l | 49.1% |27
= e s |
Disagree: 0 3.6% 2
Strongly disagree: 0 1.8% 1
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Action 4.8 Promotefemale representation on the above committees, in particular the Post
Graduate Committee.

(300words)

(i) Female:maleatio of academic and research staff on fixedrm contracts and open
ended (permanent) contractg comment on any differences between male and female
staff representation on fixeterm contracts and say what is being done to address them.

Table 15howsthe percentage of females on fixed term contracts in the School of Mathematics &
Statistics, as well as in the St Andrews SET Schools overall. In general, the number of females on
fixed term contracts in the School is comparable to the SET Schoolsndréwna overall.

Again, it has to be noted that the numbers involved are relatively small and hence small changes
have a disproportionally large effect on the percentages.

Tablel5) Analysis of Fixed Term Contradts Academic and Research staf$ at31 Dec

Mathematics & Statistics All St AndrewsSET Schools
Year Role Female Male % Female Female Male | % Female
2009 | Research A 1.50 9.00 14% 55.88| 115.55 33%
Research B 3.50 7.00 33% 12.00 34.83 26%
Lecturer 0.00 0.00 0% 3.00 1.41 68%
SnrLecturer 0.00 0.00 0% 0.00 0.67 0%
Reader 0.00 0.00 0% 0.00 0.00 0%
Professor 0.00 0.00 0% 0.00 0.37 0%
2010 | Research A 2.00 11.00 15% 55.00f 115.75 32%
Research B 3.00 2.00 60% 12.60 25.20 33%
Lecturer 0.00 0.00 0% 3.00 1.75 63%
SnrLecturer 0.00 0.00 0% 0.00 0.66 0%
Reader 0.00 0.00 0% 0.00 0.00 0%
Professor 0.00 0.25 0% 0.00 0.45 0%
2011 | Research A 5.55 14.00 28% 66.45| 124.15 35%
Research B 1.00 1.00 50% 12.60 29.60 30%
Lecturer 0.00 0.00 0% 1.00 3.00 25%
SnrLecturer 0.00 0.00 0% 0.00 0.33 0%
Reader 0.00 0.00 0% 0.00 0.00 0%
Professor 0.00 0.00 0% 0.20 2.75 7%
2012 Research A 11.80 8.00 60% 78.10| 119.05 40%
Research B 0.00 0.00 0% 10.60 21.35 33%
Lecturer 0.00 2.00 0% 3.00 5.00 38%
Snr Lecturer 0.00 0.00 0% 0.00 0.61 0%
Reader 0.00 0.00 0% 0.00 0.20 0%
Professor 0.00 0.00 0% 0.20 3.75 5%

24



m Mathematics & Statistics

All SET Schools

2013 Research A 9.66 9.00 52% 96.14 130.89 42%
Research B 0.00 1.00 0% 16.60 22.00 43%
Lecturer 0.00 2.00 0% 7.00 6.00 54%
Snr Lecturer 0.00 0.00 0% 0.00 0.19 0%
Reader 0.00 0.00 0% 0.00 0.20 0%
Professor 0.50 0.50 50% 0.70 3.05 19%

% Fixed Term Posts held by Females between Mathematics & Statistics
and All SET Schools
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Table 16shows the percentage of female staff on Standard contradis. number of females in
the School of Mathematics & Statistics is relatively luigimpared to the SET Schools in St
Andrews overall

Tablel6) Analysis of Standard Term/Open Ended Contracts as at 31 Dec:

Mathematics & Statistics All St AndrewsSET Schools
Year Role Female Male % Female Female Male | % Female
2009 | Research A 1.00 3.00 25% 11.80 32.00 27%
Research B 2.00 1.00 67% 5.60 29.50 16%
Lecturer 4.00 6.00 40% 15.00 37.00 29%
Snr Lecturer 0.00 2.00 0% 5.00 21.70 19%
Reader 2.00 4.00 33% 9.00 34.20 21%
Professor 0.00 8.00 0% 8.00 69.70 10%
2010 | Research A 1.00 3.00 25% 10.50 28.00 27%
Research B 2.00 1.00 67% 5.60 30.90 15%
Lecturer 2.50 7.00 26% 18.60 39.00 32%
Snr Lecturer 1.00 2.00 33% 6.00 22.03 21%
Reader 3.00 4.00 43% 10.00 34.20 23%
Professor 0.00 7.00 0% 9.00 70.70 11%
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2011 | Research A 1.00 3.00 25% 10.00 23.00 30%
Research B 2.00 2.00 50% 7.80 30.70 20%
Lecturer 2.50 8.75 22% 19.40 43.95 31%
Snr Lecturer 1.00 3.00 25% 6.00 23.90 20%
Reader 2.00 4.00 33% 9.00 31.00 23%
Professor 1.00 7.00 13% 11.00 71.90 13%

2012 Research A 0.00 4.00 0% 11.00 28.20 28%
Research B 2.00 2.00 50% 11.00 32.90 25%
Lecturer 3.60 7.75 32% 23.90 48.95 33%
Snr Lecturer 1.00 2.00 33% 7.00 20.90 25%
Reader 2.00 5.00 29% 11.00 32.20 25%
Professor 1.00 7.00 13% 11.00 70.80 13%

2013 | Research A 0.00 2.00 0% 12.30 23.20 35%
Research B 1.00 3.00 25% 9.00 34.90 21%
Lecturer 3.60 6.75 35% 29.10 54.75 35%
Snr Lecturer 1.00 2.00 33% 6.50 17.90 27%
Reader 1.00 5.00 17% 10.00 37.00 21%
Professor 2.00 7.00 22% 13.00 72.70 15%

% Standard Posts held by Females between Mathematics & Statistics
and all SET Schools
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® Mathematics & Statistics = All SET Schools

Table 17 shows number and grade of staff leaving the School (and the University), by gender. In
addition, the number of FTE staff is shown. Numbers in this table vary substantially from year to
year (and the percentages are somewhat misleading due tortral siumbers involved) but there
does not seem to be an indication of a gender bias in staff (mostly FTC Research A) leaving.
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For example, in 2011, two female but no male Research B staff members left. However, in the
following year (2012), four male bab female Research A staff members left.

Tablel7)Leaver FTE by Gender for Academic and Research by role on Fixed/Standard Term Contracts as
at 31 Dec (Leavers column = staff who have teéhe School and the Universitye TE column = number of
staff who are currently employed within the Schopl

Female Male
Total Total
FTC STD Leave FTC STD Leave
Year | Role Leavers| Leavers FTE Rate | Leavers| Leavers FTE Rate

2009 | Research A 0.00 0.00 2.50 0% 2.00 0.00| 12.00 17%
Research B 0.00 0.00 5.50 0% 0.00 0.00 8.00 0%

Lecturer 1.00 0.00 4.00 25% 0.00 1.00 6.00 17%
Snr

Lecturer 0.00 0.00 0.00 0% 0.00 0.00 2.00 0%
Reader 0.00 0.00 2.00 0% 0.00 0.00 4.00 0%
Professor 0.00 0.00 0.00 0% 0.00 0.00 8.00 0%

2010 | Research A 1.00 0.00 3.00 33% 3.00 0.00| 14.00 21%
Research B 0.00 0.00 5.00 0% 1.00 0.00 3.00 33%

Lecturer 0.00 0.00 2.50 0% 0.00 0.00 7.00 0%
Snr

Lecturer 0.00 0.00 1.00 0% 0.00 0.00 2.00 0%
Reader 0.00 0.00 3.00 0% 0.00 0.00 4.00 0%
Professor 0.00 0.00 0.00 0% 0.00 0.00 7.25 0%

2011 | Research A 0.00 0.00 6.55 0% 2.00 0.00| 17.00 12%
Research B 2.00 0.00 3.00 67% 0.00 0.00 3.00 0%

Lecturer 0.00 0.00 2.50 0% 0.00 0.00 8.75 0%
snr

Lecturer 0.00 0.00 1.00 0% 0.00 0.00 3.00 0%
Reader 0.00 0.00 2.00 0% 0.00 0.00 4.00 0%
Professor 0.00 0.00 1.00 0% 0.00 0.00 7.00 0%

2012 | Research A 0.00 0.00| 11.80 0% 4.00 0.00| 12.00 33%
Research B 0.00 0.00 2.00 0% 1.00 0.00 2.00 50%

Lecturer 0.00 0.00 3.60 0% 0.00 0.00 9.75 0%
snr

Lecturer 0.00 0.00 1.00 0% 0.00 0.00 2.00 0%
Reader 0.00 0.00 2.00 0% 0.00 0.00 5.00 0%
Professor 0.00 0.00 1.00 0% 0.00 0.00 7.00 0%

2013 | Research A 3.00 0.00 9.66 31% 1.00 1.00| 11.00 18%
Research B 0.00 0.00 1.00 0% 0.00 0.00 4.00 0%

Lecturer 0.00 0.00 3.60 0% 1.00 1.00 8.75 23%
Snr

Lecturer 0.00 0.00 1.00 0% 0.00 0.00 2.00 0%
Reader 0.00 0.00 1.00 0% 0.00 0.00 5.00 0%
Professor 0.00 0.00 2.50 0% 0.00 0.00 7.50 0%
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(207words)

b) For each of the areas below, explain what the key issues are in the department, what steps
have beertaken to address any imbalances, what success/impact has been achieved so far
and what additional steps may be needed.

0] Representation on decisiemaking committees; comment on evidence of gender equality
in the mechanism for selecting representatives. Yhadence is there that women are
encouraged to sit on a range of influential committees inside and outside the department?
| 26 A& GKS AaadzsS 2F WO2YYAGGSS 20SNX 21 RQ
female staff?

A substantial number adommittee members are selected by role rather than by individual. These
leadership roles, as well as other committee members, are allocated on an annual basis, usually
during JWAug. This allows for a regular review of committee membership and close onagiof
committee overload for female members of staff.

The number of decisiemaking committees, outside Departments/Schools, at the University of St
Andrews is relatively low. Currently, the School has female representatives on the Research Forum
and Academic Counciln addition, female members of staff arer, recently have been, members

of influential (research) committees (such as grants panels, fellowship panels, education
committees, the Council of the London Mathematical Society and editoriatisha

(115words)

(i) Workload modelg describe the systems in place to ensure that workload allocations,
including pastoral and administrative responsibilities (including the responsibility for work
on women and science) are taken into account at appraisalimpromotion criteria.
Comment on the rotation of responsibilities e.g. responsibilities with a heavy workload and
0K24S GKFG N’ aSSy Fa 322R F2NJ Iy AYRAODAR

Survey Feedback from Female & Male stadfct/Nov 2013):

7.1 feel that the type of work allocated to me is appropriate to my role:

Strongly agree: l J 45.8% |27
Agree: l J 50.8% |30
feersgeeer g s 2
Disagree: 0.0% 0
Strongly disagree: 0.0% 0

Il n order t o ac haspossile, worldoad isncentinsiduslyansnitdrea and, if
necessary, adjusted by the HoS and the Heads of the three divisions within the School. Teaching is
allocated on a divisional level but in general, levels of teaching load are fairly even between the

three divisions. Admini strative tasks are all
Does What " . The workl oad table i s emailed to
“expected” workloads for gtaff with different

28



Most of the administrative tasks in the School are fairly light or intermittent, with a few notable
exceptions namely the Director of Teaching, Director of Research@adtateDirectorand the
Admissions Officer (as well as the HoS and the DepaB).Hn addition, there are the three Heads
of the divisions and the Advisors of Studies. Although there is no general rule, these major tasks
typically rotate on ta & year cycle. At present, the Director of Research, the Admissions Officer
and 3 of theAdvisors of Studies are female.

When allocating the more burdensome (and generally more senior) administrative roles, several
considerations are carefully tensioned against one another such as suitability for the role,
seniority, division, and gender, some extent. With regards to gender, in particular,
overburdening the small number of more senior female staff is monitored clogelyninistrative
service is readily recogniseds an i ntegr al part of Academic
promotions procedures.

Action 4.9a The School witontinue to monitor workload on an ongoing basis.

Action 4.9h We will consider whether a more refined workload model is desirable and will
identify example®f good practice workload models both within the University of St Andrews and
from other Mathematics Departments around the country through LMS.

(299words)

(i) Timing of departmental meetings and social gatheringgrovide evidence of
consideration for those with family responsibilities, for example what the department
considers to be core hours and whether there is a more flexible system in place.

Core hours are considered to be 10aBpm and as far as possiblmeetings are organised within
this time frame. This includes most, but not all, research seminBi®wvever, inour recent
“Gender | ncl u stafodid nabshawfafstror®ypneferengefor meetings to be
scheduledduring core hours (I preferred meetings to be scheduled during these times, 30% fell
into the ‘“nditshgreagr eat Boglisagrged with dcheduling meéetings3
during these times)There was no significant gender bias in these resuilis. School is comntéd

to holding its key large meetings within the core hours. In particular, it has been decided to move
Staff Council meetings from their former shit4-5pmto either 122pm or 1-3pmin one of three

fixed days each semester. For the smaller committeetmgecore hours are encouraged, but the
actual timing is left to the consensus of the committee members.

Survey Feedback from Female & Male staff (Oct/Nov 2013):

18.1 would prefer that meetings be scheduled between 10am and 3pm:

Strongly agree: ] 8.8% 5
Agree: 1 28.1% |16
heirersoreor | o o |1
Disagree: 1 26.3% |15
Strongly disagree: (] 7.0% 4
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In addition as described below in Section (b)@#xrademic staff arree to work from home

(taking into account teaching and other commitments) and there are no formal working hours in
the School . The University’s ‘" Event and Meet
webpageslittp://www -maths.mcs.sandrews.ac.uk/equality.shtml

Regular social gatherings includes an annual meeting to weloewestaff (usually held at 5pm),

a School Christmasilnch and a weekly inwitati dpnt @n’ d&ofiif
addition, coffee is available to staff at 11am every day many staff members gather daily in the

coffee room at this time for a brief conversation

Action 4.10 Forthose seminars and meetings not currently schedwadng ore hours, we will
askthe relevant convenors to consider varying the time of the meetings so that at least a certain
proportion takes place inside core hours.

(300words)

(iv)  Culturecdemonstrate how the department is femaéfeNRA Sy Rt & 'y R Ay Of dza A ¢
to the language, behaviours and other informal interactions that characterise the
atmosphere of the department, and includes all staff and students.

Dalily life in the School of Mathematics & Statistics is characterised by a friendly and relatively
informal atmosphere. Academic staff, support staff and postgraduate students generally use first
names, without reference to titles. Many of the staff alateract outside office hourdpr
example,going out for a walk at the weekend or a drink on a Friday eveifimg Head of School,
along with many staff members, operates an ogor policy. Staff can often speak to the Head

of School immediately or canrange a meetingt a short notice

Most people in the department are aware of ea
after the weltbeing of children and other relatives. In faas St Andrews is a small town, many of

the children attendthe same nursery or school. Colleagues are generally very understanding about
the difficulties of combining work ith bringing up a young family. Unexpected absences due to ill
children are often covered by colleagues on arhad basis and it is not unoomon for staff to

bring their children into the School for a few hours if the need arises. This is always done with the
greatest mutual respectn addition, our Equality webpaghbt{p://www.mcs.st-

and.ac.uk/equality.shtml i ncl udes |l inks to information on
and ‘Health & Wellbeing at Work’ initiatives.

From our Gender Inclusion Staff Survey, less th&83 individuas = 1 male and 2 femalgefelt

that gende equality has not yet been reacheaid anly 2 peoplgboth female)hought social

events were not equally welcoming to men and women. More than 90% of the respondents felt
that their line manager or supervisor would deal effectively with issues of gdassd
harassmen(1 female and 3 males disagreeéd)though there are gender differences in these
replies the numbers are too small to be significant.

An update from the Athena SWAN SAT team is a
Council meeting.
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Action 4.11 The School has committed tepeat our Staff Surven April 2015 anét regular
intervals The SAT will analyse and discuss positive/negative feedback to form actions to ensure
that the gender difference imepliesis acted upon to ensure the Schooirislusive

(357 words)

(V) Outreach activities; comment on the level of participation by female and male staff in
outreach activities with schools and colleges and other centres. Describe who the
programmes are aimed aand how this activity is formally recognised as part of the
workload model and in appraisal and promotion processes.

Members of the School take part in a wide range of outreach activities, ranging from lectures for

the general public to talks and adties in local schools and even a local nurserg participation

in local sciencefestivals The School’'s current Outreach coor
Academic staffAlthough the outreach activities are often coordinated by an academic member of

staff, they are always supported by a (voluntary) mixgshder team of postgraduate students and
postdoctoral research assistants.

Since 2008wo staff members, Profs De Moortel (F) and Neukirch (M), have been responsible for
the School '’ sy lclo@$ r.Fhd idiadivie @volting most of the schools in the

Science Faculty, s part of the Univer si tandisamkdg primay Wi d
school children aged 1@rof De Moortel (F) has just been awarded the Lord Kelvin Akectlire

2014 to be delivered at the British Science Festival (Birminghdrh,Sept 2014).

Dr RoneyDougal (F) regularly takes part in radio broadcasts which popularise Maths and Science
in general such as ‘" The InfiertefMedkeyo@agef
(seehttp://www -groups.mcs.stind.ac.uk/~colva/other.html

Outreach is considered a standard component in Academic Staff workload and recognised in the
University’s promotion process.

Action4.12 We will monitor and addressnale/female participatiorratios in outreach activities.
(219words)
Flexibility and managing career breaks

a) Provide data for the past three years (where possible with clearly labelled graphical
illustrations) on the following with commentary on their significance and how they have
affected action planning.

0] Maternity return rate ¢ comment on whether maternity tern rate in the department has
improved or deteriorated and any plans for further improvement. If the department is
unable to provide a maternity return rate, please explain why.

Tablel& | early shows that all of trétenb8&towakl ' s ac:
after being on maternityleaved | i nk has been included on the
(http://www.mcs.st-and.ac.uk/equality.shtmito the HR Familyrlendly policies, which includie
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Maternity Leave policy as well as the Paternity, Adoption and Parental bea\rdexible Working
policies

In additiont her e are | inks to ‘“Carers, Chi |lGhideaee an
Voucher scheme in which the UniversitySt Andrews takes parAs of 31 Dec 2013, 6 academic

staff members are taking part in the University Childcare voucher schiettpe/fvww.st -
andrews.ac.uk/hréalariesandpensions/childcarevouchgrs/

Action 4.13aEnsurg hat the | ink on the School’'s webpag:

Family Friendly policies is updated regularly to include any future changes.

Tablel18) Academic/Research Staffho started Maternity Leavdas at 31 De2013 by Headcount

Maternity Leave Year (Start Returned| Return
Role 2009 | 2010| 2011| 2012| 2013| Total in post | Rate %
Research A 0 1 1 0 0 2 2| 100%
Research B 1 0 0 0 0 1 1| 100%
Lecturer 1 0 1 0 0 2 2| 100%
Snr Lecturer 0 0 0 0 0 0 - -
Reader 0 1 0 0 0 1 1| 100%
Professor 0 0 0 0 0 0 - -
Total 2 2 2 0 0 6 6| 100%

Table19) School stafivho take part in the childcare voucher schenfas at 31 De2013 by Headcount

Managerial
Figures Academic| Academic| Specialist &
as at: Academic Teaching | Research| Administrative | Clerical| Technical| Total

AC AY AO AR AD CG TG

Jukll 3 0 0 4 0 0 0 7
Decll 5 0 0 2 0 0 0 7
Juk12 6 0 1 0 0 0 0 7
Decl12 6 0 0 1 0 0 0 7
Juk13 5 0 0 0 0 0 0 5
Decl3 6 0 0 0 0 0 0 6
(i) Paternity, adoption and parental leave uptake comment on the uptake of paternity

leave by grade and parental and adoption leave by gender and grade. Has this improved or
deteriorated and what plans are there to improve further.

Rates of paternityeave have been very low over the last 5 years with only two fathers requesting
and receiving paternity leave. Following feedbackfrot h e SGerder &thff Iclusion
Survey’, the |Iink to the HR P ahasbeenrncludegdonthed opt i
School ’ s htpévwp.angsetsand@c.uk/equality.shtn)l

Action 4.13bEnsure¢ hat the | ink on the School’s webpag
Parental Leave poliand Family Friendly policies is updated regularly to include any future
changes.
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Table20) Academic and Research Staff on Paternity Leaa®dt 31 Dec) by Headcount:

Paternity Leave Year (Start) Returned| Return
Role 2009 | 2010| 2011| 2012| 2013| Total in post | Rate %
Research A 0 0 0 0 0 0 - -
Research B 0 1 0 0 0 1 1| 100%
Lecturer 0 0 0 1 0 1 1| 100%
Snr Lecturer 0 0 0 0 0 0 0 -
Reader 0 0 0 0 0 0 0 -
Professor 0 0 0 0 0 0 0 -
Total 0 1 0 1 0 2 2| 100%

(i)  Numbers of applications and success rates for flexible working by gender and grade
comment on any disparities. Where the number of women in the department is small
applicants may wish to comment on specific examples.

The number of academic staff requesy flexible working arrangements has been consistently

low. A number of informal arrangements for a period of time have been made over the past few
years (see e.g. | n edneon®reembéoad staff leak besefittecefrerea st udy
phase return ® work after a period of illness

Action 4.13cEnsurd hat the | ink on the School’'s webpag:¢
(which includes the Flexible Working Policy) is updated regularly to include any future changes.

(297 words)

b) For each of thareas below, explain what the key issues are in the department, what steps
have been taken to address any imbalances, what success/impact has been achieved so far
and what additional steps may be needed.

0] Flexible workingg comment on the numbers of stafforking flexibly and their grades and
gender, whether there is a formal or informal system, the support and training provided for
managers in promoting and managing flexible working arrangements, and how the
department raises awareness of the options alzé.

In a sense, all the academic staff in the School benefit from flexible working hours (outside of
teaching commitments). Spending some research time outside of off&€s is not uncommon

most usual alternative location being home. There is no &rsystem to follow, butttere is an
expectation thatstaff will inform the School secretary. The Head of School and other senior staff
frequently suggest this as one of the strategies for dealing with weldted stress, time

management issues etc. Indltase of one member of staff returning from a period of sick leave,

an explicit encouragement was given to spend at least one day a week doing research at home as
part of a phased return.

Some members of staff with young families stop working in the®tarlier in the day, to collect
children from school/playgroup, and then make this time up in the evening. The practice of course
has some negative sides as well: some colleagues makeuse ofthe workingfrom-home

option than others, and this creasea perception of imbalance in sharing the burden of dealing
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with issues that arise in the ddg-day operation of the SchoolWe are mindful that gender

and/or cultural issues might come into play hefenumber of support staff on patime contracts
also enjoy flexible working hours, which is managed through an informal pool of secretaries and
computing officers.

Il n our recent “ Gender .4%ofcStafingeiersitelt hat théirfsupSwsorv ey ”
or line manager would not be supportiwé# flexible working.

Survey Feedback from Female & Male staff (Oct/Nov 2013):

22.1 feel that my line manager/supervisor is supportive of flexible working:

Strongly agree: l J 52.5% (31
Agree: 1 30.5% |18
heihersgesor | g Lo |
Disagree: 0 1.7% 1
Strongly disagree: 0 1.7% 1

Action 4.14a We will monitor any real and perceived gender imbalance in informal flexible
working (mainly “working from home”) by means
Action 4.14b Formal Flexibl&Vorking requests to be provided from HR for monitorgender

balance on an annual basis.

(301words)

(i) Cover for maternity and adoption leave and support on returexplain what the
department does, beyond the university maternity policy package, to sufgpoale staff
before they go on maternity leave, arrangements for cimgework during absence, and to
help them achieve a suitable walife balance on their return.

Prior to maternity leaveHead of School has several meetings with the member of, stafvhich

he outlinesthe various options available to them. It is generally very encouraging for staff about to
go on maternity leave to know that there is considerable flexibility in the date and modalities of
their return to work.Saff retain their dfice/desk space during theleave, and are welcome and
encouraged to visit the School from time to tirfether for informal visits just to say hello or more
formally using KIT days)

TheUniversity haso fixedpolicy on covering work during maternity lea¥@ftenit is possible to
combine several instances of staff maternity and other types of leave, to ask the University
management to approve temporary teaching cover.

There are two such successful instanaes where one staff's maternity leave and another's
participation in an RAE panel were sufficient grounds for appointmeatedching fellow; in the
second instance one staff's maternity leave was ‘combined’ with another staff's sick leave. The
arrangemaets on return often have a great deal of flexibility. For example, a member ofjssaff
back from her maternity leave (Apr 2014l not be expected to perform any teaching or
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administative duties till September 2014, giving tsrace and tira to devde to rebuilding her
research. Requests for special considerations by staff with young families in terms of days and
times e.g. foteaching,are routinely viewed sympathetically.

(243 words)

5. Any other commentsmaximum 500 wordg§Total: 477 words)

Pleasecomment here on any other elements which are relevant to the application, e.g. other
STEMMspecific initiatives of special interest that have not been covered in the previous sections.
Include any other relevant data (e.g. results from staff surveysyjgg@ commentary on it and
indicate how it is planned to address any gender disparities identified.

School of Mathematics and Statistics Gender Inclusion Staff Survey

With full support fromour Head of School, the survey was designed in consultatiamtivé SAT

built uponquestionsused in other schools within the University who are working on Athena

SWAN; and checked by t h@ndSctetirono2d Ocs201B30 iNoxw s Co mm
2013(staff invited to participate by email and with the flyechired below) the confidential

survey provided the SAT with a further understandafigtaff opinions and experiences within the

School.

58 staff members replied (20 female, 34 male, 4 unspecifieditr8in/IT/Technical, 4 §aching
only, 11Research only34Teaching &Research, 2 unspecified/other. 2Bspondentshave caring
responsibilities, 26 do not and 6 preferred not to specify.

The guantitative feedback was presented as female and male which waisletifiable, with the
gualitative feedbackresented on its own to protect identity.

Key positive results

Most staff

- feel that the type of work allocated to them is appropriate to their rate that their
contribution is valued within the Schqol

- feel that School social events are etjyavelcaning to men and women;

- know how to access professial training opportunities;

- believe that paritime staff and those on temporary breaks (e.g. carer leave or sabbaticals)
are included in orgoing lifein the department if they wish

- feel that theirline manager/supervisor isupportive of flexible angvould deal effectively
with issues of gendebased harassment.

Areas of concern

- Substantial number of staff feel th#te full range of skills and experienisenotvalued in
the promotion process
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- More than 20% of staff agreed that they would attend more social eweiitsn the school
if organised at different timed.ack of social events also featured in a number of the open

responses.

- 4 male and 2 female staff members believe that gender affgepportunity to join
decision making committees in the Schaall 2 male and 5 female staff members think

that decision making committees aret representative of School diversit{Staff

discussion meeting 30/01/14)

- Longhours culture and stress lewelvere mentioned by several staff members in the open

comments.

Following thesurvey,the SAT decided the School would benefit from informal staff lunchtime
discussion meetings (in addition to the formal Staff Council meetings) to discuss some oféise issu
raised in the Staff Survey. An initial meeting took plac8@dan 2014 to discussh e

decisionmaking committees (see above).

Refer to Action 4.11 to reun the survey.
Action 5.1 Continued staff lunchtime discussion meetings.

Image of thesurvey flyer promoted in staff communication throughout the School:

Gender Inclusion Staff Survey

Have your say...

A survey open to All Staff in the School of Mathematics and Statistics

Complete by: Friday 8 November 2013
How long does it take to complete? Just 10-15 minutes

What is the purpose of the confidential survey?

As part of the School of Mathematics and Statistics' Athena SWAN
Initiative, we are seeking everyone’s feedback to help ensure that our
staff policies and practices are inclusive to the diversity of all our staff.

The results will be confidential and used to create positive equality
actions by the School’s Self Assessment Team.

How can | participate in the survey?
To complete the survey online please log onto website:

http://www.st-andrews.ac.uk/hr/edi/sex gender/athenaswansupport/maths/

hAthena
SWAN

School of Mathematics and Statistics Equality webpage

School

A rew webpagelfttp://www -maths.mcs.sndrews.ac.uk/equality.shtpivas created as a result

from the * Gender pravidngenkancedawsaness td theSSahool community
of different diversity and family related services as already discussed througtiswubmission.

Acton52Publ i sh the School ' s At hena

successful).

Swan

S ubmi
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[EAT]

School of Mathematics and Statistics

Home | About the school | Contact | Courses | Research | Personnel list

b ity of
€Y St Andrews

Equality

+ Map of this Website The School actively supports equality and fairness irrespective of race, disability, age, faith, gender and sexual orientation and is taking active steps to prevent and
eradicate any explicit or implicit discrimination of staff and students on the basis of these differences.

+ Information for applicants
School of Mathematics and Statistics and University of St Andrews Equality Statement

» Careers in Maths and Statistics X L
Good Gender Equality Practice in Employment

RLestschootNeRBicter University's Equality and Diversity Inclusion Policy

» Previous School Newsletters University's Inclusive Recruitment Guide

» Entry to honours Family Friendly Polices

» Picture gallery Family Friendly Flowchart

» School documentation Carers, Childcare and School Holidays information
+ Equality Health and Wellbeing at Work initiatives

+ Link to MMS Athena SWAN progress and meetings record

+ Past examination papers Guidelines for scheduling meetings
+ Contact us

+ MacTutor History of Mathematics archive

» Map of the university

+ Google Map: Mathematical Institute
» Google Map: Observatory (CREEM)

6. Action plan

Provide an action plan as an appendix. An action plan template is available on the Athena SWAN
website.

The ActiorPlan should be a table or a spreadsheet comprising actions to address the priorities
identified by the analysis of relevant data presented in this application, success/outcome
measures, the post holder responsible for each action and a timeline for camplEte plan
should cover current initiatives and your aspiratibmsthe next three years

Pleaserefer to the Appendix.
Note: the SAhas establishedrmescales per action as a result of consultation with those who
have responsibility to carry ouhé actions.

7. Case atdy: impacting on individualsmaximum 1000 word§Total: 995 words)
5S5a0NAROGS K2g GKS RSLI NI YSy ina @dividdals workinginithed A (0 A S a

department. One of these case studies should be a member of the self assessment team, the other
someone else in the department. More information on case studies is available in the guidance.
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Athena SWAN Departmental Award Action PlgBchool of Mathematics & Statistics, University of St AndrefReviewed: 30 April 2014)

No

Description of action

Actiontaken to date (April

2014)

Action planned

Responsibility

Timescale

Evaluation/Success
Measure

Section 2- SelfAssessment: Continue to promote the Athena SWAN activities, review progress and share good practice:

2.1 Regular meetings of the 6 meetings held so far Maintain theE&Dcommittee SAT Chair ongoing Minutes of meetings.
S ¢ h oE&Dconsmittee meetings at a frequency of 3
meetings per year and report to
Staff Council.
2.2 Ensur e t he Sc hl Thecommittee currently has | Establish the student SAT Chair Apr-Oct Student rep.
undergraduate students are an undergrad rep. representative on thé&e&D 2014
represented on the&eommittee. committee as one of the standin
roles amongst t
undergraduate students.
No Description of action ACHE ELE 10 RS (] Action planned Responsibility | Timescale SENETASEeEeE
2014) Measure
Section 3- A picture of the DepartmentSTUDENd@ata
3.1a | Monitor undergraduate student Data presented in this We will monitorthe number of | SAT Sept 2014/ | Report to Staff Council.
gender ratios submission. male and female students on an 15/16 +
on-going basis. annually
3.1b | Monitor undergraduate student| Data presented in this If the percentage of female SAT Seqt 2014/ | Report to Staff Council
gender ratios submission. undergraduate students 15/16 +
continues to decrease, we will annually
investigate in more detail where
the change is occurring: in
applications, offers, acceptances
or in changes of degree.
3.2 Monitor undergraduate student Data presented in this We will speak to our female SAT Chair, AQ Academic | Summary report to Staf
gender ratic. submission. students and ask why they chos{ SAT student | year Council. Findings will bg
St Andrews during a future rep. 201415, shared with the
student lunchtime discussion then Universitywide SAT
meeting. It will be interesting to annually to | team.
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uncover the reasons why our

build upon

numbers are so much higher thg common
the national averages and how positive
we can keep them high. reasons
3.3a | Encouragean inclusive culture | All staff are encouraged to | The School will continue to HoS, AO ongoing Attendance of female
within our School at all levels. | attend occasionally. encourage female students and staff atOpen Days.
staff to assist at the UCAS open
days.
3.3b | Encouragan inclusive culture | None so far. We will arrange for female SAT, AO 2014 Updated student
within our School at all levels. students to be interviewed for prospectus.
the prospectus.
34 Monitor postgraduate student | Data presented in this We will continue to monitor the | SAT Seq 2014/ | Report to Staff Council.
gender ratios. submission. ratio of female:male 15/16 +
postgraduate taught annually. annually
3.5a | Monitor postgraduate student | Data presented in this We will continue to monitor SAT Seq 2014/ | Report to Staff Council.
genderratios. submission. female:male ratio of students on 15/16 +
research degrees annually, annually
comparing with the national
average when possible.
3.5b | Monitor postgraduate student | Data presented in this If the relative number of female | SAT, DoPG Academic | Summary report to Staf]
gender ratios. submission. research students keeps declinir year 2014 | Council. Findings will bg
(compared to the national 15+ then | shared withthe
average), we will investigate why annually Universitywide SAT
female students have started to team.
look less favourable upoit
Andrews for postgraduate
research through discussions wi
both the final year undergraduat
cohort and the postgraduate
research student body.
3.6 Ensure t he Sc hjNonesofar. We will invite a postgraduate SAT Chair Apr-Oct PG Student Rep
postgraduate students are student representative to be part 2014

represented on the committee.

of the E&Dcommittee to make
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sure their interests are taken intg
account.

3.7 Monitor gender bias in Data presented in this We will continue to monitor our | SAT Sept 2014/ | Report to Staff Council.
application data. submission. application data for gender bias. 15/16 +
annually
3.8 Monitor gender bias in student| Data presented in this We will investigate whether our | SAT, DoPG Academic | Reportto SAT and Staf]
performance. submission. female undergraduate students year 2014 | Council.
are less likely to continue to PhO 15+ then
study than our male students, annually
and if so why.
(See alsa@\ction 3.9
3.9a | Monitor gender bias in student| None We will investigate whether SAT, DoT Apr-Oct Report to SAT and Staf]
performance. female students start their 2014 Council.
degrees with weaker abilities
than male students, by looking a
data fromour core compulsory
first and second year courses,
MT1002 and MT2001.
3.9b | Monitor gender bias in student| First meeting held on We will establish a discussion | SAT Chair, SA| 2-3 Report to SAT.
performance. 01/04/14. forum to investigate how our student rep meetings
female undergraduates feel per year
about high performance.
No Description of action AT S 0 RIS Al Action planned Responsibility | Timescale SR SUEEEEE
2014) Measure
Section 3 A picture of the DepartmentSTAFEata
3.10 | Monitor Staff data. Data presented in this We will continue to monitor SAT Seq 2014/ | Report to StaffCouncil.
submission. gender ratio of academic and 15/16 +
research staff in our School. annually
3.11 | Monitor Staff data. Data presented in this We will continue to monitor SAT Sep 2014/ | Report to Staff Council.
submission. whether any gender biased is (o 15/16 +
becomes) apparent in staff annually

turnover data.
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No

Description ofaction

Action taken to date (April
2014)

Action planned

Responsibility

Timescale

Evaluation/Success
Measure

Section 4-{ dzLJLJ2 NIi A y 3

I YR

| RO YyOAY 3 &

2YSyQa OF NBSNAY

4.1a

Monitor gender biased and
inclusiveness
recruitment processes.

Datapresented in this
submission.

The school will step up efforts to
ensure that applications are
made viatheonlinélR - * E
Recruitment sy{

HoS

Ongoing

Improved use of the
Univer-sity’
Recruitmentsystem

4.1b

Monitor gender biased and
inclusiveness
recruitment processes.

Improvements to the website
are ongoing

We plan to make the family
friendly culture within the School
more visible to potential
applicants by: (i) continuing to

i mpr ove t hebsiteSic |
particular by increasing the
visibility of female staff (as role
models) and making relevant
policies and practices more
visible; (ii) including a statement
on the familyfriendly ethos
within the School in our
recruitment material (job adverts
and further particulars).

HoS, SAT Cha|

Ongoing

Attractive and user
friendly School website
with up to date
information.

4.1c

Monitor gender biased and
inclusiveness
recruitment processes.

Data presented in this
submission.

To determinethe impact of these
measures, we will continue to
monitor improvement and
application success rates and
gender ratio of applications will
be reported annually to the
School’'s Staff

SAT

Seq 2014/
15/16 +
annually

Report to Staff Council.

4.1d

Monitor gender biased and
inclusiveness
recruitment processes.

None

The School, along with other
Schools working on Athena SWA
at the University, has recognisec

that staff who have been named

HoS, HR

Ongoing

Improved staff data.
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on grants are also part of the
“New Stta A$ am actiod, 4
the School will be monitoring the
gender profile of staff recruited
who are named on grants to helj
determine trends and further
actions.

4.1e Increase the number of femal None. Support the UniHoS, HR Ongoing Monitoring number of
applicants. Positive Action initiativéor all female applicants
vacancies for academic and applying for posts.
support staff where there are low
numbers of females in post, to
state within adverts the school
welcomes applications from
women who are under
represented in this pstplus
promote Athena SWAN logo.
4.2a Monitor gender biased and | No formal monitoring has so | We willcontinue to monitor the | HoS Ongoing Data on Q6 uptake,
inclusiveness in personal far taken place uptake of the annual appraisal fg reported to Staff
development and career all staff. Council.
progression.
4.2b Monitor gender biased and | None. HoS will keep a log ofieetings HoS May-Aug More accurate overview
inclusiveness in personal with staff unsuccessful in their annually of staff appraisal and
development and career promotion application. feedback.
progression.
4.3 Monitor gender biased and | Some staff members have The School has committed to HoS Ongoing Greater pool of staff

i nclusiveness
recruitment processes.

beentrained.

undertake training on how to
utilise the onl
Recruitment Gui
ensure that gender equality is
practiced throughout the stages

of the recruitment process.

members who have

been trained to use the
online ‘1 nd
Recruit ment
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4.4 Monitor gender biased and | None. Monitor participation (of both HoS, SAT Chal Ongoing Better understanding of
inclusiveness in personal mentees and mentors) ithe the need to encourage
development and career crossinstitutional mentoring participation.
progression. scheme.

4.5a Monitor gender biasedand |Fi r st r ocium’d @€ We will set out a timescale for Q| Hos, SAT FebAug Improved participation
inclusiveness in personal currentlytaking place to ensure reviews are carried ou 2014 in Q6,leading to regular
development and career on a regular basis, suggesting a appraisals for all staff.
progression. annual review for junior staff but

perhaps a review every second
year for senior staff.

4.5b Monitor gender biased and | None We will monitor the effect of SAT Sep 2014/ | Improved participation
inclusiveness in personal changing the Q6 appraisal 15/16 + in Q6, leading to regulal
development and career scheme firnom #0aoff annually appraisals for all staff.
progression.

4.6a Ensurestaff receive Ongoing The Head of School will ensure | HoS As reeded | Higher rates of staff
appropriate training. that all new staff attend the attendance at Induction

University Staff Induction Programme.
Programme.

4.6b Ensurestaff receive Staff currently taking the The chair of t I SATChair Ongoing Report to HoS and Staf

appropriate training. latest version of thenline committee will monitor Council.
training (completionrateto [compl et i on r at ¢
date: 58%)-this is in addition | Diversityin the Workplace-H E ’
to previous equality law trainingmoduleand will report
training modules and session| completion rates to the Hahof
School and Staff Council.

4.7a Encouragen inclusive culture| Data presented in this We will monitor the gender ratio | SAT Academic | Report to DoPG

within our School at all levels] submission. of our PG committee and make year 2014
PhDstudents aware that it is 15 +
possible to request a female ongoing
member of staff to conduct their
annual review.

4.7b Ensurestaff are aware of Informal action only. We will make supervisors aware| HoS, SAT Academic | Improved guidelines for
correct procedures. that in some cases, both HR ang Chair, DoPG | year 2014 | PhD supervisors.
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Registry have to be informed if g 15+
student is planning to take ongoing
maternity/paternity/adoption
leave.
4.8 Encouragen inclusive culture Informally taking place. Promote female representation | HoS Ongoing. ImprovedE&D
within our School at all levels, on the Schooih’ g t hroughout
particular the PG ommittee. committees.
4.9a We will work towards a Data presented in this The School will continue to HoS Ongoing Improved workload
culture within the School submission. monitor workload on an ongoing model.
allowing all staff members to basis.
achieve an optimal workfe
balance.
4.9b We will work towards a Workload model discussions | We will consider whether a morg SAT Ongoing Improved workload
culture within the School ongoing both at School and | refined workload model is model.
allowing all staff members to | University level. desirable and will identify
achieve an optimal workfe examples of good practice
balance. workload models both within the
University of St Andrews and
from other Mathematics
Departments around the country
through LMS.
4.10 Encouragen inclusive culture| None. For those seminars and meeting SAT Chair Apr-Oct More seminars
within our School at all levels, not currently scheduled during 2014+ then | scheduled during core
core hours, we will ask the annually hours and/or taking
relevant convenors to consider place at varying times.
varying the time of the meetings
so that at least a certain
proportion takes place inside cof
hours.
4.11 Encouragen inclusive culture, Data presented in this The School has committed SAT Repeat in | Report to Staff Council.
within our School at all levels] submission. repeat our Staff Survey in April Apr 2015
2015 and at regular intervals. Th And more
SAT will analyse and discuss regularly
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positive/negative feedback to
form actions to ensure that the
gender difference in replies is
acted upon to ensure the Schoo
is inclusive.

4.12 Monitor outreach activities. | No formal monitoring has so | We will monitorand address Outreach Seqt 2014/ | Report to SAT.
far taken place. male/female participation ratios | Officer 15/16 +
in outreach activities. annually
4.13a | Ensure access to policies witl Equality website updated Mai Ensure that the link on the SAT Chair, Ho| Ongoing Attractive and user
promote equality and diversity Apr 2014 School s webpac¢ friendly School website
is readily available and up to Maternity Leave policy and with up to date
date. Family Friendly policies is information.
updated regularly
4.13b | Ensure access to policies witl Equality website updated Mai Ensure that the link on the SAT Chair, Ho{ ongoing Attractive and user
promote equality and diversity Apr 2014 School s webpacg friendly School webts
is readily available and up to Paternity, Adoption and Parenta with up to date
date. Leave policy and Family Friendly information.
policies is updated regularly.
4.13c | Ensure access to policies witl Equality website updated Mair Ensure that the link on the SAT Chair, Ho{ ongoing Attractive and user
promote equality and diversity Apr 2014 School ' s webpag friendly School website
is readily available and up to Family Friendly policidsvhich with up to date
date. includes the Flexible Working information.
Policy) is updated regularly.
4.14a | Monitor gender bias in flexiblg No monitoring has taken plac| We will monitor any real and SAT 2014 Report of survey
working arrangements. so far. perceived gender imbalance in findings to Staff Counci
informal flexible working (mainly
“working from |
of a regular staff survey.
4.14b | Monitor gender bias in flexiblg None. Formal Flexible Working request HR, SAT Chainl Sep 2014/ | Report to SAT and Staf
working arrangements. to be provided from HR for 15/16 + Council.
monitoring gender balance on af annually

annual basis.
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No Description of action AGUEELCIN U9 RS (A2l Action planned Responsibility | Timescale SN
2014) Measure
Section 5 Any Other Comments:
51 Continued staff lunchtime First meeting on 30 Jan 2014| Organise Zinformal lunchtime | SAT Ongoing Increased awareness o
discussion meetings discussion meetings for staff E&Dissues amongst all
focusing on a patrticular issue staff.
raised in the Staff Survey
52 Wider awareness for Web space allocated. Publish submission documeoh | Website lead, | Aug/Sep Notify School and
transparency of document. webpage (without case studies) | E&D Officer | 2014 University academics,
once successful. plus Athena SWAN to
hyperlink.

Abbreviations

SAT | SelfAssessment Team

HoS | Head of School

E&D | Equality & Diversity

AO Admissions Officer

DoPG| Director of PostGraduate Affairs
DoT | Director of Teaching
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University of St Andrews

Professor Nik Ru g k
Head of School
Univefrsity School of Mathematics and Statistics

St Andrews

Athena SWAN Coordinator

Equality Challenge Unit

Queen’s House

55/ 56 Lincoln’”s I nn Fields
London WC2A 3LJ

30 April 2014

Dear Athena SWAN Coordinator,

| am writing to wholeheartedly support my School's aspiration to develop stronger, more overt,
equality policy and practice by participating in the Athena SWAN schewee. before thestart of
preparing this application, | and the Convenor of the Schoohly and Diversity Committe@rof
Ineke De Moortelhave formulated alear underlying policy that this process should be used as an
opportunity for the Schodlo selfreflect in the genderelated areas, but also more broadly on all
equality and diverisy issues. | believe we have achieved some initial successes, such as the
formation of an excellent, broadlyased and broadaninded Self Assessment Team, identifying
some unexpected potential problem are@sg. the apparent gender bias in degree clasaion),

and initiatingsome good discussions among staff and students. Howesxeare aware that these
are only first steps on what will be a long and transformative journey.

| firmly believe that fairness is one of the few attributes that are abséjutssential to an

educational establishment. This applies across the board, to all staff and students, and all areas of
activity. And | do recognise that the area of gendelated issues has been one where some of the
most troubling examples of systemiequality, affecting the largest number of people, has been
allowed to persist for far too long. From this point of view it is appropriate and timely to engage
with these issues, while keeping our minds open to lessons that can be learned for all possible
contexts of equality and diversity.

We are a worldeading department delivering top quality education and cutting edge advances in
research. | believe that by opening up the equality and diversity issues, and in particular
participating with the Athen&WAN process, we can develop further by nurturing a broader range
of skills and approaches, springing from diverse backgrounds. Conversely, a failure to do so would
represent a regressive step, showing a lack of respect, and ultimately wasting valuabteated
resources. We also must remember that in the educational context, staff members are role
models for the new generations, and have the responsibility to prorpodgressive and inclusive
behaviour.

47



On balance, | am content that the School alngadhievesa high levebf promoting gender

balance and equal opportunity. For example, in the past three yeacsfemale staffmembersat
reasonably early stages of their careers, and both with families, have been promoted to
professorshig. Sveral femae staff membershave been on maternity leave, and subsequently
successfully returned to active and productive academic work, supported by formal and informal
flexible arrangements. School consultations and discussions have demonstrated a high level of
engagement from both women andhen on gender issues, presentiadnealthy range of diverse
opinions,but without pinpointing any major problematic areas.

| am confident that our application reflects fairly these successes, as well as seriousness and
sincerity of our thinking about the relevant issues, and our commitment to axgang
engagement and improvement.

Faithfully yours,

NI PR

Ni Kk RusSkuc

Mathematical Institute, North Haugh, St Andrews, Fife KY16 9SS, Scotland, U.K.
Tel: 01334 463787 Fax: 01334 463748 email: nik@mcs.st-and.ac.uk
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