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ATHENA SWAN BRONZE DEPARTMENT AWARDS  

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

ATHENA SWAN SILVER DEPARTMENT AWARDS  

In addition to the future planning required for Bronze department recognition, 
Silver department awards recognise that the department has taken action in 
response to previously identified challenges and can demonstrate the impact 
of the actions implemented. 

Note: Not all institutions use the term ΨŘŜǇŀǊǘƳŜƴǘΩΦ ¢ƘŜǊŜ ŀǊŜ Ƴŀƴȅ ŜǉǳƛǾŀƭŜƴǘ 

academic groupings with different names, sizes and compositions. The definition 
of a ΨŘŜǇŀǊǘƳŜƴǘΩ Ŏŀƴ ōŜ ŦƻǳƴŘ ƛƴ ǘƘŜ !ǘƘŜƴŀ {²!b ŀǿŀǊŘǎ ƘŀƴŘōƻƻƪΦ  

COMPLETING THE FORM 

DO NOT ATTEMPT TO COMPLETE THIS APPLICATION FORM WITHOUT 
READING THE ATHENA SWAN AWARDS HANDBOOK. 

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

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

Additional areas for Silver applications are highlighted 

throughout the form: 5.2, 5.4, 5.5(iv) 

 

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

WORD COUNT 

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

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

We have provided the following recommendations as a guide. 
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Department application Bronze Silver 

Word limit 10,500 12,000 

Recommended word count   

1.Letter of endorsement 500 500 

2.Description of the department 500 500 

3. Self-assessment process 1,000 1,000 

4. Picture of the department 2,000 2,000 

рΦ {ǳǇǇƻǊǘƛƴƎ ŀƴŘ ŀŘǾŀƴŎƛƴƎ ǿƻƳŜƴΩǎ ŎŀǊŜŜǊǎ 6,000 6,500 

6. Case studies n/a 1,000 

7. Further information 500 500 
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Name of institution Bangor University  

Department School of Ocean Sciences  

Focus of department STEMM  

Date of application April 2018  

Award Level Bronze  

Institution Athena SWAN 
award 

Date: April 2014 Level: Bronze 

Contact for application 
Must be based in the department 

Dr Martin Austin  

Email m.austin@bangor.ac.uk  

Telephone 01248 382803  

Departmental website www.bangor.ac.uk/oceansciences  

GLOSSARY OF TERMS 
SOS  School of Ocean Sciences 

CNS  College of Natural Sciences 

SAT  Self-Assessment Team 

HoS  Head of School 

SENRGy  School of Environment, Natural Resources and Geography 

DoC  Director of College 

PGT  Postgraduate Taught 

PGR  Postgraduate Research 

T&S  Teaching and Scholarship 

T&R  Teaching and Research 

PVC  Pro-vice Chancellor 

HR  Human Resources 

CELT  Centre for Excellence in Learning and Teaching 

ECR  Early Career Researcher 

NSS  National Student Survey 

CAMS  Centre for Applied Marine Science 

ASSG  Athena SWAN Steering Group 

REO  Research and Enterprise Office 

C3W  Climate Change Consortium for Wales 

 

1. LETTER OF ENDORSEMENT FROM THE HEAD OF DEPARTMENT 

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

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

Note: Please insert the endorsement letter immediately after this cover page. 
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Dear Athena SWAN panel members, 

I give my enthusiastic endorsement of this application from the School of 
Ocean Sciences (SOS), Bangor University for an Athena SWAN Bronze Award. I 
have been the Head of School since August 2016 and it has been the highest 
priority for me to facilitate this application. We were disappointed not to receive the 
award last year, but we have fully taken on board the valuable feedback we 
received. I can confirm the information presented in this application (including 
qualitative and quantitative data) is an honest, accurate and true representation of 
the School. 

During a long sabbatical in Finland and Denmark (July 2010 to November 2013) I 
was able to experience two similar systems that are quite unlike that of the UK in 
terms of gender-equality in the work place and work-life balance in general. Although 
I realise it would be naïve to expect to be able to implement such major overhauls (in 
the short-term) to attain the exemplary practices I experienced in these two 
countries, I did come away with a determination to facilitate as much change as is 
possible in the time I am the Head of School. 

I have been encouraged by the enthusiasm of the team compiling the evidence for 
this application. This in turn has provided new impetus within the School to admitting 
to and subsequently addressing some issues that have resulted in SOS having a 
worrying track-record in terms of gender equality across the career stages. 

In February 2017 we conducted a staff survey, the results of which are more fully 
discussed in the application. Briefly, the survey has highlighted the problem we have 
in the School, with male colleagues having a very different impression of equality 
compared to that reported by female colleagues. This exercise was sobering, but 
has established a position from which we can move forward. It has been reassuring 
to hear how these results have made all staff consider the issues and not just the 
team compiling this application. 

In my role as HoS and also as Director of the Welsh Government funded NRN-LCEE 
(www.nrn-lcee.ac.uk) I have become acutely aware of the problems of ñmaternity-
leaver guiltò whereby colleagues have expressed considerable worry about how their 
absence will affect other members of staff (i.e. who will take on their workload) when 
they are away on maternity leave. It has been a considerable challenge for me to 
address this issue to ensure that my colleagues can take guilt-free absences from 
the work place. In the past year SOS have contributed considerably to the debate 
resulting in real change in wider University attitude and policy. I believe this is an 
important step towards a healthy and successful work-life balance for individual 
parents and towards wider cultural change within SOS. 

As you read the application, it is evident that our track record in terms of gender 
equality and supporting/retaining female senior academics is poor. However, the 
good thing is that we have identified the problems and as a School are prepared to 
do something about it. This Athena SWAN application has greatly facilitated the 
review of our organisational culture and supporting process and provided a 
momentum to consult with staff and introduce change.  We have many positives in 
the School for which we are proud. However, there are deep-rooted issues to 
address and we are committed to sorting these out as described in our action plan. 
Using this we will move forward with an equality and diversity agenda and fully 
embed Athena SWAN principles into the School of Ocean Sciences culture. 

 Prof David Thomas 
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2. DESCRIPTION OF THE DEPARTMENT 

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

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

The School of Ocean Sciences (SOS) is one of the largest university marine 
science departments in Europe and at Bangor University sits within the College 
of Natural Sciences. As of April 2018, we have 31 academic staff (9 female; 22 
male), 41 research staff (20 female; 21 male) and 36 PhD students (15 female; 
21 male), all supported by 14 technical staff (4 female; 10 male) and 9 members 
of administrative staff (5 female; 4 male). 

Research in SOS is wide ranging with well-resourced groups in the principle 
disciplines of physics, biology, geology and chemistry. A research committee 

oversees 6 inter-linked research groups, and optimises multidisciplinary 
collaboration, research funding and resources. In REF2014, the school was 
recognised as being in the top 20 in the UK with 78% of research considered 
World Leading (4*) or Internationally Excellent (3*). In particular, 70% of our 
impact case studies were also regarded as being 4* and 3*, demonstrating the 
application and uptake of our research. Within SOS we have the Centre for 
Applied Marine Science (CAMS), which is our main conduit for conducting more 
applied research and interfacing with industry, stakeholders and policy makers. 

SOS offers 15 undergraduate programmes (11 BSc; 4 MSci) and 5 taught 
postgraduate programmes (all MSc). Combined, these consist of 458 
undergraduate and 67 postgraduate students in 2017/18. Our undergraduate 
and taught postgraduate intake over the past 3 years reflects a good balance 

(46% and 48% female, respectively). However, this is lower than the national 
benchmark figures and the proportion of female PhD students has declined over 
the same 2017/18 period from 55% to 43%. A teaching and learning committee 
oversees all aspects of teaching and quality assurance within SOS, and in 
particular is proud of the role that it plays in promoting and nurturing novel 
teaching and assessment methods. This has been recognised by our students, 
leading to 100% student satisfaction for SOS in the 2016 National Student 
Survey. 

The organisational and reporting structure of the school (Figure 1) is led by the 
Executive Committee, which is task-led and constitutes the Directors of SOS 
committees (Teaching and Learning; Research; Recruitment & Marketing) and 
key personal such as the leads for Equality and Diversity, Student Engagement 

and Assessments, and representatives of technical and administrative staff. 
Personnel on the committee change as roles within SOS rotate, thereby ensuring 
that the group remains task-led, rather than becoming a static body of senior 
staff. All committees report to the 6-weekly Board of Studies, which is open to 
all academic and research staff and PhD students, thus ensuring that the 
operations and management of the school are open and transparent to all. Both 
undergraduate and postgraduate student representatives are encouraged to 
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attend the Board of Studies. The Athena Swan SAT report via the SOS Equality 

and Diversity Lead. 

[465 words] 
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Figure 1 ς organogram illustrating the reporting structure of the school. The upper-level of the tree, consisting of the committee leads, forms the Executive Committee. 
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3. THE SELF-ASSESSMENT PROCESS 

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

Describe the self-assessment process. This should include: 

(i) a description of the self-assessment team 

 

Core SAT 

Name SAT role and personal statement 

Susan Allender 

(SA; technical 

officer) 

Technical Team Representative. Representing technical staff, I am a full-

time laboratory technician in CAMS, and have been a member of SOS for 

4.5 years  

Dr Martin Austin 

(MA; Senior 

Lecturer SOS) 

SAT Chair. I am a full-time permanent senior lecturer (T&R). I am 

married, with my partner working full-time in the private sector. 

Previously, I completed 3 fixed-term postdoctoral research contracts at 

other UK institutions. 

Dr Yueng Djern 

Lenn 

(YDL; Senior 

Lecturer SOS) 

Research Representative & SOS Outreach officer. I am a full-time senior 

lecturer (T&R) in physical. Outside work, I am married with two small 

children (ages 5 & 7) and my husband also works full time. Prior to 

taking up my current permanent position, I held a NERC Postdoctoral 

Fellowship at SOS, during which I took two periods of maternity leave, 

followed by several periods of flexible working.  

Dr Suzy Jackson, 

(SJ; Lecturer SOS) 

Representing academics on part-time contracts. I am working in SOS on 

a permanent part-time contract after recently returning from a period of 

maternity leave. 

Prof Michel Kaiser 

(MK) 

Postgraduate Taught Degree Course Representative. I am a Professor 

specialising in Marine Conservation Ecology and lead a team comprising 

two female post-doctoral researchers, one research assistant and three 

PhD students (1 female and 2 male). I have two children in secondary 

education and have previously benefited from the flexible work 

arrangements and nursery at Bangor University. 

Prof. David Thomas 

(Head of School; 

HoS) 

Head of School. I am the Head of School, and have been at Bangor since 

1996. My SAT role is to provide a perspective as HoS as well as acting as 

ƛƴǘŜǊŦŀŎŜ ōŜǘǿŜŜƴ ǘƘŜ ǘŜŀƳΩǎ ŘƛǎŎǳǎǎƛƻƴ ŀƴŘ ƘƛƎƘŜǊ ƳŀƴŀƎŜǊƛŀƭ ƭŜǾŜƭǎΦ L 

am committed to establishing a supportive approach to enabling 

appropriate and productive work-life balance. I have 2 daughters (29 & 

33) and two grandchildren, and well accustomed to the conflicts 

between home life and conducting research in the Antarctic and Arctic 

Oceans which take me away for 3 to 4 months at a time. 
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Dr Katrien Van 

Landeghem 

(KVL; Senior 

Lecturer SOS) 

SAT co-Chair & College and University Athena Swan liaison. I have two 

children under 3.  I previously led the CNS Athena SWAN Steering Group, 

which contributed to the successful Bronze Award for another 

department in CNS. I am the CNS representative reporting Athena SWAN 

actions at CNS and BU level. 

Dr Sophie Ward 

(SW; post-doctoral 

researcher) 

Post-doctoral Researcher Representative. LΩƳ ŀ ǇƻǎǘŘƻŎǘƻǊŀƭ ǊŜǎŜŀǊŎƘŜǊ 

and on my second fixed-term contract at the School of Ocean Sciences. I 

have recently returned full time from a second period of maternity 

leave.  

Dr Gareth Williams 

(GW; Lecturer SOS) 

Postgraduate Research Degree Course Representative I am a full-time 

permanent lecturer (T&R) in marine. I previously worked as a 

postdoctoral researcher and then as an assistant project scientist for 5 

years in the USA. I am married and became a father for the first time in 

May 2017. 

Dr Sarah Zylinski 

(SZ; Lecturer) 

Student Engagement Representative. I am a full-time lecturer (T&S) in 

marine biology and joined Bangor University in 2016. I am the director of 

student engagement for SOS. 

 

Internal Consultants 

Dr Alison Wiggett, Athena SWAN & Research Concordat Manager, HR 

Prof. Morag McDonald, Head of School SENRGy, and former CNS Director of Teaching 

Dr Helen Glanville, Post-doctoral researcher in CNS, leader of CNS Woman in Science Group 

Antony Halsall, CNS College Manager 

 

 

(ii) an account of the self-assessment process 

The initial examination of the Athena SWAN principles was undertaken at 
College of Natural Sciences (CNS) level comprising SOS, the School of Biological 
Sciences and the School of Environment, Natural Resources and Geography 
(SENRGy). Three meetings were held with a cross section of staff in 
autumn/winter 2013-2014 and discussions identified perceived key issues in CNS 
and priorities for collating baseline datasets. In spring 2014, the focus shifted 
towards gathering qualitative and quantitative data, with the formation of a CNS 

ASSG (led by Katrien Van Landeghem). 

In April 2014, Professor Colin Jago (DoC) reviewed the baseline datasets and 
ASSG ideas with the ASSG. Following this consultation, a decision was made by 
the College that Athena SWAN applications should be undertaken at School level 
as the organisational culture and structures within each School differ. SENRGy 
has since been successful in its application for an Athena SWAN Bronze award 
(November 2016). 
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At the start of August 2016, when David Thomas became the HoS, SOS began its 

own consultation and has met frequently to undertake the following actions: 

Formed the school SAT with a broad range of staff, student and technical 
representation. Initially, the SAT chair invited a range of staff at different 
academic levels, who undertake different roles and who have different personal 
circumstances to join the SAT. This was reviewed with the HoS to ensure full 
representation of SOS, and a further open invitation presented at a School Board 
meeting. As new staff members have arrived in SOS they have been invited to 
join the SAT. Presently the gender balance of the SAT is 60:40 female to male 
and we will strive to make that better in line with the future profile of SOS ς we 
ultimately aim for a 50:50 balance in both SOS and the SAT. (ACTION 3.1) 

Å The HoS is a key member of the SAT and has led the application alongside 
the Chair. The HoS attended all SAT meetings. 

Å Collected and analysed the statistical information held at University level 
(i.e. student and staff data for sections 4.1 and 4.2). 

Å Conducted a school-level survey to examine SOS staff roles within external 
scientific organisations and advisory groups. Key areas included roles 
within peer-review colleges, journal editorial boards and regulatory 
advisory groups. 

Å IŜƭŘ ŀ ǎǳǊǾŜȅ ŦƻǊ ŀƭƭ {h{ ǎǘŀŦŦ ǘƻ ŀǎǎŜǎǎ ǘƘŜƛǊ ǇŜǊŎŜǇǘƛƻƴǎ ƻŦ ǘƘŜ {ŎƘƻƻƭΩǎ 
culture, policies and procedures in order to understand how male and 
female staff experience their working environment  

Å SAT meetings are minuted, including their action points, the completion of 
which are monitored by the SAT chair. The SAT chair reports on the 

Athena SWAN progress at the school Board of Studies meetings and at 
the school Executive meetings. Athena SWAN progress is now a standing 
item on the agenda of these two meetings. The SAT chair also holds the 
position of SOS Equality and Diversity Lead, which is a position on the 
school Executive Committee.  

Å The HoS reports the progress of Athena SWAN to the CNS College 
Executive Committee (every eight weeks). 

From September 2016 SAT meetings have been held on a monthly schedule, 
with a review of the minutes of previous meetings and a report on the progress 
of the action points. The relevant statistical information was discussed, and 
tasks were allocated to all SAT members to quantitatively analyse the data, 
provide graphical summaries and textural descriptions. Findings were discussed 

within subsequent SAT meetings, areas for further investigation identified, and 
the action plan developed. The submission was discussed in SOS Executive 
Committee meetings to ensure that input was received from across the school, 
and was reported in CNS weekly HoS meetings, which include the College 
manager and Dean. The HoS also regularly updates all staff via email on Athena 
SWAN developments, such as results from the staff survey. 
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Consultations were also held at University level through sharing ideas and best 

practice with other Schools who have achieved or have applied for Athena 
SWAN aǿŀǊŘǎΦ ¢ƘŜ ¦ƴƛǾŜǊǎƛǘȅΩǎ !ǘƘŜƴŀ {²!b ¢ŀǎƪ DǊƻǳǇ ŀƭǎƻ ǇǊƻǾƛŘŜŘ 
feedback regarding the application and two additional meetings were scheduled 
when drafts required review. 

 

(iii) plans for the future of the self-assessment team 

From Sep 2018, the SAT will meet quarterly to monitor the progress towards 
meeting the objectives of the Action Plan. The initial surveys and assessment 
have provided the baseline with which to compare ongoing and future 
assessments, and to monitor progress against the action plan. Athena SWAN will 
remain as a standing item on the SOS Board of Studies and Executive Committee 
under the recently established Equality remit to ensure that progress on action 

points and dissemination of best practise is reported across the entire school 
from undergraduate student to management level. Furthermore, staff will 
continue to be informed of developments via the quarterly staff newsletter, 
which contains a regular Athena SWAN section. The HoS chairs these 
committees, so will ensure that the school remains proactive in the 
implementation of the Athena SWAN actions (ACTION 1.1; 1.2). 

[804 words] 

4. A PICTURE OF THE DEPARTMENT 

Recommended word count: Bronze: 2000 words  |  Silver: 2000 words 

4.1. Student data  

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

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

N/A 

 

(ii) Numbers of undergraduate students by gender 

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

Female undergraduate student numbers were stable 2012/13 to 2014/15 at 46-
47% but dropped in 2015/16 to 44% (Figure 2); lower than the HESA numbers 
for Biological Sciences (62%), but higher than those for Physical Sciences (40%). 

Reflecting on the multidisciplinary make-up of SOS (i.e. degrees including Marine 
Biology-Oceanography) this suggests that our undergraduate female student 
numbers do not differ significantly from the national picture. However, the 
physical science female representation is low at the national and SOS level, 
therefore ACTION 2.2 will Encourage female participation in the physical 
sciences degree courses. I.e. those that involve geology, physics, chemistry and 
computing. 
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Due to the low number of part-time students (<10 per year), it is not 

appropriate to assess their trends in gender distribution. Absolute numbers of 
female part-time students have been consistent (~2, Figure 3), but the relative 
number has dropped from 83% to 24% between 2012/13 and 2015/16. This 
coincides with a rapid increase in male part-time students in the last three years. 
The decrease in female numbers are not significant (because n is very low), 
however, the male increase is significant. These UG students are repeating a 
limited number of credit-bearing modules in a part-time manner to redeem 
failure. It is unlikely these figures reflect differences in what appeals to men but 
does not appeal to women; rather there is a small but increasing number of 
male students who are performing badly and perhaps not engaging with aspects 
of their course (ACTION 2.1). Investigation of the ARQUE reports (below) did not 
provide further insight to this issue. 

 

 
Figure 2 ς Numbers of female (dark shading) and male (light shading) undergraduate students at SOS over 
four years and nationwide numbers for Biological (HESA B) and Physical (HESA PS) sciences in the year 
2015/15. The percentage of female students is given.  

 

 
Figure 3 ς Numbers of full-time and part-time undergraduate students at SOS over four years. The 
percentage of female students is given. 
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Figure 4 ς Numbers of undergraduate applications, offers, and accepted offers at SOS over four years. The 
percentage of female applicants/students is given. 

The percentage of female applications and offers has been stable in the last four 
years (48-51%, Figure 4), and female acceptance rates have increased from 43% 
to 48% between 2012/13 and 2015/16. 

This may reflect a conscious decision to have a higher female representation at 
opendays than the present SOS staff profile. The employment of enthusiastic 
female peer guides has further increased the visibility of female role models. 

  
Figure 5 ς Degree attainment by gender at SOS over four years. 

The percentage of female 1st class students has increased marginally from 28% 
(2012/13) to 29% (2015/2016) (Figure 5). The average number of female 
students per year being awarded a 1st class degree was 15 for the period 2012-
2016, compared to 11 for males, despite the overall number of UG male 

students being higher (Figure 2) This indicates that female students on average 
perform slightly better than males, consistent with the UK trend of females 
academically outperforming males. The average annual number of third class 
degrees awarded is low and similar for females (3.6) and males (3.8), although 
there was an unexplained increase in male recipients in 2014/15 compared to 
the previous two years. This reverted to more typical levels in 2015/16.  
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Figure 6 ς Example ARQUE report for the 2015 3rd year undergraduate dissertation module, highlighting no 
gender-effect for the module. 
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Figure 7ς Example ARQUE report for the 2014 1st year undergraduate research skills module, highlighting a 
small gender-effect for the module. 

To help ensure gender neutrality, marking is blind wherever possible across all 
assignments. A range of assessment methods are used to give a measure of the 
ǎǘǳŘŜƴǘΩǎ ǇŜǊformance from presentations, posters, essays through to 
examinations, providing ŀ ǘǊǳŜ ǊŜŦƭŜŎǘƛƻƴ ƻŦ ŀ ǎǘǳŘŜƴǘΩǎ ŀŎŀŘŜƳƛŎ ŀōƛƭƛǘȅ ǿƛǘƘ 
ample opportunity for support and reflection independent of gender. 

To validate gender independence, BU produces statistical ARQUE reports per 
module, prior to the annual examination boards, which compare mean module 
ƎǊŀŘŜǎ ǿƛǘƘ ǎǘǳŘŜƴǘΩǎ ƳŜŀƴ ƎǊŀŘŜǎ όFigure 6 and Figure 7). A sub-team of the 

SAT (KVL and MA) analysed four years of ARQUE reports of all modulus at four 
academic levels and identified the following: 

¶ no gender effect for the majority of modules (41/45)  
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¶ four modules (ONS-1001; OSX-1002; OSX-3003; OSX-4020) were identified 

with three out of four years (2012/13 ς 2015/16) of a consistent gender 
effect, two in favour of females, two in favour of males. Further analyses 
and reflection indicates: 

o OSX-4020 has class numbers <10 and statistical analysis of gender 
effect is deemed insignificant. If the trend of gender effect 
ǇŜǊǎƛǎǘǎ όǿƘƛŎƘ ƛǘ ŘƛŘƴΩǘ ƛƴ нлмрκмсύΣ ƛǘ ǿƛƭƭ ǊŜǉǳƛǊŜ ŦǳǊǘƘŜǊ ŀƴŀƭȅsis 

o the other three modules have large classes (80 ς 500) and the 
mean difference between mark and average mark for either 
males or females is 2 ς 3% greater.  

o no gender effect propagates through the academic progression. 
I.e., no cohort-effect where males outperform females (or vice 
versa) in successive years 

o gender effects are not biased towards either lower of higher 
academic years. 

ACTION 2.1 will Ensure no gender imbalance with student performance 

 

The Ψ¢ŀƭŜƴǘŜŘ ²ƻƳŜƴ ŦƻǊ ŀ {ǳŎŎŜǎǎŦǳƭ ²ŀƭŜǎΩ ²ŜƭǎƘ DƻǾŜǊƴƳŜƴǘ ǊŜǇƻǊǘ 
recommends that imaginative initiatives should be developed to challenge 
gender stereotypes and encourage girls and boys to consider non-traditional 
occupations. SOS have put in place a number of initiatives to promote widening 
participation of females:  

Å Women representing the offshore geo-science industries dominated the 

list of speakers at the Careers Fair in 2014. 

Å aŀǊŎƘ нлмн ŀƴŘ нлмоΥ ά5ƛǎŎƻǾŜǊ {ŎƛŜƴŎŜΗ {ŀǘǳǊŘŀȅ {ŎƘƻƻƭ ŦƻǊ DƛǊƭǎΗέ 9ǾŜƴǘ 
organised by Dr Andy Davies: Marine Biology through Jewellery and T-
Shirt making.  

Å Nov 2012: CNS provided Professional Development Placements for 
secondary teachers and FE lecturers in STEMM Subject areas via Careers 
Wales. 

Å Links with local Primary and Secondary School Teachers in SET subjects via 
the newly appointed Directors of Student Engagements 

Å Careers Fair 2014 and 2015: >100 local pre-A-level and A-level students 
participated per event. Impact: with support from central BU services, 

we are following the study trajectory of the pre-A-level students who 
attended our careers fair. 

Å Award of £16k for 2016/17 from Coleg Cymraeg Cenedlaethol to promote 
Environmental Sciences to Welsh language school children across Wales.  

Å Active participation in the annual Bangor Science Festival as part of British 
Science Week. 
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Å Employment of a female Welsh medium schools liaison teacher at CNS 

level. 

Å Yueng-5ƧŜǊƴ [Ŝƴƴ Ƙŀǎ ōŜŜƴ ƴƻƳƛƴŀǘŜŘ ōȅ ƘŜǊ ǎǘǳŘŜƴǘ ŦƻǊ ǘƘŜ άнлму 
²ƻƳŜƴǎǇƛǊŜ .ǳƛƭŘƛƴƎ ²ŀƭŜǎέ ŀǿŀǊŘ (https://www.cteg.org.uk/womenspire-

18/) and has been shortlisted. 

Å Working with STEMCymru to support outreach events for girls.  Four 
events during Jun ς Dec 2018 are financially supported by the Ser Cymru. 
These are all day events for groups of 20-30 Year 9 girls from schools 
across north Wales who will visit SOS to engage with practical ocean 
sciences activities in physics, chemistry and biology, and panel 
discussions on careers in ocean sciences. 

Å Partnering with STEMCymru and SYNERGY to host a 2-day HEADSTART 
ǊŜǎƛŘŜƴǘƛŀƭ ǇǊƻƎǊŀƳ ƻƴ ά9ŀǊǘƘ {ȅǎǘŜƳǎ {ŎƛŜƴŎŜέΦ  This will be open to all 

Year 12 students across north Wales and will be held 2-3 July 2018.  The 
staff leading these engagement activities include female role models. 

ACTION 2.2 will Encourage female participation in the physical sciences degree 
courses. I.e. those that involve geology, physics, chemistry and computing 

 

 

(iii) Numbers of men and women on postgraduate taught degrees  

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

Women taking PGT courses remained relatively static with a mean level of 48% 

for 2012 ς 2016 (Figure 8). This female representation is lower than the HESA 
Biological Science benchmark (68%), but very similar to the Physical Science 
benchmark (46%) and mirrors our undergraduate distribution. Apart from one 
female student in 2012/13, there have been no part-time PGT students in the 
last three years (Figure 9). 

https://www.cteg.org.uk/womenspire-18/
https://www.cteg.org.uk/womenspire-18/
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Figure 8 ς Numbers of female (dark shading) and male (light shading) taught postgraduate students at SOS 
over four years and in purple the nationwide numbers for Biological (HESA B) and Physical (HESA PS) 
Sciences in the year 2015/16. 

 
Figure 9 ς Numbers of full-time and part-time taught postgraduate students at SOS over past three 
academic years. 

 
Figure 10 ς Numbers of taught postgraduate applications, offers, and accepted offers at SOS over four 
years. 

Female applications for PGT courses has remained relatively constant during 
2012 ς 2016, but a small decrease was observed in 2014/15 (42%, down from 
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48%; Figure 10), which has continued into 2015/2016. A similar trend was 

observed for offers. However, the acceptance rate was almost equitable at 48% 
for females. There have been no significant adjustments to our PGT courses 
from 2014 ς 2016 or their admissions process to which we can attribute this 
small decrease, but ACTION 2.3 will Carefully monitor the trends in female 
acceptance rates for PGT courses to ensure that there are no underlying causes 
for the decrease. 

Mean PGT completion rates were 90% for female and male students (Figure 11). 
However, there was a sharp drop in male completions in 2015/2016, but this is 
linked in part to deferred submission of theses by several international students 
who struggled with the language and writing aspects of the thesis. ACTION 2.4 
will Continue to monitor the completion rates for PGT students to ensure no 
underlying causes are responsible for the lower completion rates for males  

 
Figure 11 ς Completion rates for female and male students studying postgraduate taught courses within 
SOS. 

 

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

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

The percentage of female PGR students at the SOS has fallen consistently from 
2012 to 2015 (from 55% to 31%, Figure 12) and is considerably lower than the 
national benchmark for Biological Sciences (60%), but on average closer to the 
benchmark for Physical Sciences (38%). This is explained both by an increase in 
male PGR students, particularly between 2014/15 and 2015/16, and a decrease 
in female students within the same years. Part-time PGR students are 
predominantly male, with female percentages of 11% - 29% in the last 4-years 

(Figure 13). There is a slight trend of female numbers being approximately 
constant at 1 to 2 over the past 4 years, while male numbers have increased 
marginally from 5 to 8 over the past 3 years. ACTION 2.5 will investigate why 
Proportionally fewer female PG Research students are being recruited. 

Many part-time PGR students are employed as part-time researchers within 
CAMS  ŀƴŘ ǳƴŘŜǊǘŀƪŜ ǘƘŜƛǊ tƘ5Ωǎ ƛƴ ǇŀǊŀƭƭŜƭΤ ƘƻǿŜǾŜǊΣ ǘƘƛǎ ŘƻŜǎ ƴƻǘ ŜȄǇƭŀƛƴ ǘƘŜ 
observed gender imbalance. Rather, many male part-time PGR students are 
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writing-up their tƘ5Ωǎ and have received a part-time extension to submit their 

thesis. ACTION 2.6 will Initiate a survey for PGR students to identify, amongst 
other things, what factors are contributing to part-time PGR study 

 
Figure 12 ς Numbers of female (dark shading) and male (light shading) research postgraduate students at 
SOS over four years and nationwide numbers for Biological (HESA B) and Physical (HESA PS) Sciences in the 
year 2015/16. 

 

 
Figure 13 ς Number of full-time and part-time research postgraduate students at SOS over four years. 

PGR recruitment significantly increased between 2012/13 and 2013/14 onwards 
with large increases across the applicant, offer and acceptance phases (Figure 
14) due to the emergence of the KESS and ENVISION PhD schemes during this 
period. In 2012/13, the number of male and female applicants were 
approximately equal, but females were more successful at gaining offers (66%) 
and accepts (80%). The 2013/14 ς 2015/16 period has seen 28 ς 35 applications 
overall, but these have become increasingly biased towards males, increasing 
from 63% to 75% and then to 83% in 2013/14, 2014/15 and 2015/16, 
respectively. This trend continues into the offer and accept phases, with 82% of 
acceptance going to male applicants in 2015/16. This observed trend links with 

Figure 12 indicating a real-term decrease in female PGR students ACTION 2.5 
will investigate why Proportionally fewer female PG Research students are 
being recruited. 
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Figure 14 ς Numbers of research postgraduate applications, offers, and accepted offers at SOS over four 
years. 

 

(v) Progression pipeline between undergraduate and postgraduate student 
levels 

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

Average annual female percentages increase marginally from UG (46%) to PGT 
(48%) before dipping for PGR (45%) over the reporting period indicating a 
trending decline in female PGR numbers (Figure 15). We refer to the individual 
sections ii-iv, but would flag the decrease in female postgraduate research 
students as noteworthy (Figure 14). 

 

 
Figure 15 ς Gender distribution pipeline across study levels. 
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4.2. Academic and research staff data 

(i) Academic staff by grade, contract function and gender: research-only, 
teaching and research or teaching-only 

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

 
Figure 16 ς Academic pipeline. 4-year proportion of female SOS staff by academic grade. 

The overall proportion of female staff has remained relatively stable, decreasing 
slightly from 35% 2012/2013 to 33% 2015/16. Only at Researcher level have 
female staff outnumbered male staff with 55% of Researchers being female in 
2014/2015, before returning to pre-2013/2014 levels in 2015/2016 (Figure 16).  

At the lecturer grade, female appointments have been increasing over the 
period since 2012 until plateauing in 2015. These appointments constituted 
100% of the T&S lecturers and presently 40% of the T&R lecturers. Overall, the 

mean proportion of female lecturers during 2012 ς 2016 is 53%.  Note that there 
have been fluctuations in both male and female lecturer numbers that are not 
fully accounted for by promotions. In particular, there was a net loss of two 

female lecturers in 2014/2015 who took up positions abroad (see 4.2 (iii)).  

At the higher academic grades, females are poorly represented. There was one 
female Senior Lecturer in the survey period (2013/14), who took early 
retirement during 2013/2014 (Table 1). The Senior Lecturer grade was 
repopulated by a woman following a promotion in 2015/2016. There was an 
increase from 5 to 9 male Senior lecturers in 2015/2016, which is not supported 
by promotions alone; SOS directly appointed a male Senior Research Fellow.   

There are no female Readers and one female professor, which corresponds in a 
fall from 11% to 9% of all Professors, following two male promotions. This falls 

below the 14.3% of female professors in Earth, Marine and Environmental 
Sciences according to HESA 2015/16 benchmark. Accounting for fluctuations, 
the academic headcount at the senior levels has been almost static for females 
and males since 2013.  
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Figure 17 - HESA benchmarking data 2015/16 for Earth, Marine and Environmental Sciences, comparing the 
proportion of female staff in SOS as a function of academic level, contract function and contract term. 

Figure 17 compares the HESA staff benchmarking data for Earth, Ocean and 
Environmental Sciences for 2015/16 with the average SOS female staff data for 
the period 2012 ς 2016. The SOS data track the national average very closely, 
but the SOS proportion of female academic staff are lower than HESA, slightly 
above HESA for contract term. However, within the contract function category, 
although the SOS proportion of T&R staff is slightly better than HESA, the 
proportion of female staff on teaching only contracts is 100%, significantly 
above the HESA average. 

The fact that females occupy all five teaching only roles in SOS at the time of 

reporting is of concern. These roles must not be seen as being directed towards, 
or of greater attraction to females (or less attractive to males), which indicates 
that greater reflection on the recruitment process is required. More recently, 
two males have joined this team, and whilst two of the T&S positions at the time 
of reporting were fixed-term, at present there are no females on fixed-term 
contracts. 

The low number of women in senior academic roles within SOS was also 
highlighted in one of the focus group meetings held as part of the Athena SWAN 
assessment, and the promotion/recruitment of women to these higher levels 
was identified as requiring specific support to be put into place. 

Å ACTION 3.1 will investigate Disparity in past recruitment whereby at 
researcher grades more women than men are currently employed, but 

more men than women are employed at higher grades 

Å ACTION 3.2 will Increase the number of female applicants to permanent 
academic jobs and Feedback to the SOS Executive Board the rates at 

which women apply for academic jobs within SOS 

Å ACTION 3.5 will Encourage promotion of female staff towards senior 
roles 
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SILVER APPLICATIONS ONLY 

Where relevant, comment on the transition of technical staff to academic 

roles. 

 

(ii) Academic and research staff by grade on fixed-term, open-
ended/permanent and zero-hour contracts by gender 

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

 

Figure 18 ς Proportions of female and male members of staff on fixed-term (hatched shading) and 
permanent contracts (solid shading) by grade 

More females within SOS are on fixed-term contracts than men, particularly at 
the Researcher and Lecturer grades. There are no fixed-term Senior Lectures or 

Readers, so no data are presented. 

SOS does not employ any staff on zero-hour contracts. 

The total number of female Researchers increased over the first 3 years of the 
reporting period, before dropping by about 50% in 2015/2016 (Figure 18, top 
panel). In contrast, male researcher numbers have on average fallen steadily 


