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1. Letter of endorsement from the head of department: maximum 500 words 
 

 

 
 
From the Head of Physics:        Executive Assistant:  Yvonne Cavanagh  
Professor John Wheater, Reader in Physics    Tel:   +44 (0) 1865 272253 

y.cavanagh1@physics.ox.ac.uk 
 
Tel: +44 (0)1865 282190  Fax: +44 (0)1865 272262  j.wheater1@physics.ox.ac.uk  www.physics.ox.ac.uk 
 

 

27th November 2014 

Dear Athena SWAN Committee, 

It is my pleasure to endorse this Athena SWAN Silver application. 

Following our previous AS submission, awarded Bronze in 2012, the working group has been 
developed into an Equality and Diversity Committee (EDC) reporting directly to the Physics 
Management Committee (PMC). The Chair of the EDC, Professor Lesley Gray, is co-opted onto the 
PMC and I am on the EDC thus ensuring efficient and effective handling of AS issues at senior 
management level. We have overhauled our mechanisms for consultation with post-doctoral 
researchers and graduate students so that issues concerning them are promptly dealt with and we 
provide the advice and support they need. Our 2012 action to make annual Staff Development 
Discussions compulsory has been implemented and induction material revised to cover gender 
equality issues and our family-friendly measures. We have implemented a workload allocation 
scheme and I am pleased that the statistics show that we are not imposing disproportionately on 
women. Our data collection is much improved and has for example helped us to identify the cause 
of a decline in the number of women admitted to the undergraduate course. We are taking steps 
to rectify this and will engage with social scientists to understand why a higher proportion of 
women than men elect to take the 3-year BA rather than the 4-year MPhys.  

We now have a vibrant ‘Women in Physics Society’ which organizes events and mentoring for 
women at all career stages. We have instituted the Gillies Scholarships to encourage under-
represented groups in the undergraduate cohort to continue to the 4th year of the MPhys; so far 
three have been awarded, all to women. A dedicated room equipped with all the necessary 
facilities for parents with babies and young children has been created and is much appreciated. 

Going forward, a number of initiatives will consolidate and extend our Athena Swan activities. In 
March 2015 the ‘Conference for Undergraduate Women in Physics’ will be held in Oxford for 
around 100 UK female undergraduates. This is being led by the Women in Physics Society and 
Professor Daniela Bortoletto, who joined the department in 2013 with significant experience in 
gender issues.  Indeed, we are fortunate to have a strong team of senior role models. Recent 
successes include Julia Yeomans elected FRS; Jo Dunkley won the 2014 Royal Astronomical Society 
Fowler Prize and IoP Maxwell Medal for her work on cosmology, Giulia Zanderighi, currently 
seconded to CERN and Cigdem Issever, convener of the JetEtmiss group in the ATLAS 
collaboration.  4 women were promoted to professor in 2014, bringing the total number to 12.  
These successes are matched at the junior level, with all three of our top undergraduate prizes 
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won by women in 2013 – the top two performances in MPhys exams and best MPhys project. I am 
encouraged by these successes and with the progress we have made towards improved gender 
balance. I have taken an active role in defining the new Action Plan and it will receive my full 
support.  

 

Yours sincerely, 

 

 
 

John Wheater 
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2. The self-assessment process: maximum 1000 words 1072 words 
 

Describe the self-assessment process. This should include: 

a) A description of the self assessment team: members’ roles (both within the department 
and as part of the team) and their experiences of work-life balance 

 
The Athena SWAN self-assessment team consists of all members of the Physics Department 
Equality and Diversity Committee (EDC). The original Athena SWAN Committee, set up in 2010 
with Prof Marshall as Chair, was broadened to include all aspects of equality/diversity in 2012 
when Professor Lesley Gray became Chair. Members span the breadth of experience at all levels in 
the Department. Of particular note has been the strong support of Professor Wheater, the Head of 
Department, an active member since its inception in 2010.  

         
Prof Lesley Gray 
Chair of Committee 
Lesley Gray is a Professor of Climate Physics in AOPP. She has 2 grown-up 
children and experience of the challenges of juggling children with 
establishing her career, including a period of part-time, flexible working. 
Lesley has chaired the Equality and Diversity Committee since autumn 2012 
and is coordinator of the Athena SWAN application. She is also a 
departmental Harassment Officer. 

 
Prof Daniela Bortoletto 

Academic 
Daniela Bortoletto is a Professor of Experimental Particle Physics. She is 

passionate about increasing female participation in physics. She created the 
Purdue Women in Physics Organization and was closely involved in the American 

Physical Society Conference for Undergraduate Women in Physics. She has 
experience of the two-body problem that constitutes a significant barrier to many 

women aspiring for academic careers.  
 
Ms Michelle Bosher 
Administrator  
Michelle Bosher is Administration Officer/PA to the Head of Rudolf Peierls 
Centre for Theoretical Physics. She has two children still in education. She is very 
grateful that the Department allows her to work flexibly, including working from 
home, enabling her to have an excellent work life balance. 
 

 
 

Yvonne Cavanagh 
Secretary to Committee 

Yvonne Cavanagh is secretary to EDC and also to the Head of Department. 
She has 4 grown-up children and has much experience of juggling working life 
with bringing up a family. 

https://www2.physics.ox.ac.uk/contacts/people/grayl
http://www.physics.ox.ac.uk/research/graduate/Complaints_Procedures.htm
https://www2.physics.ox.ac.uk/contacts/people/bortolettod
https://www2.physics.ox.ac.uk/contacts/people/bosher
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Ms Francesca Day 
Graduate student  
Francesca Day is a DPhil student in theoretical physics researching 
astrophysical signatures for new particles. She is very active in science 
communication, keen to encourage more girls to pursue careers in the physical 
sciences and has written on women in science for the Huffington Post.  

 
Mr John Gillic 

Personnel 
John Gillic is the Department’s HR Manager with extensive experience of 

working with under-represented groups. He understands the challenges of 
achieving work-life balance, with commuting, work, home-life, volunteer-

interests and involvement in local government and has given diversity 
training to employment tribunal judges.  

 
Ms Adrienne Hopkins 
Gender Equality Advisor 
Adrienne has been the University's Gender Equality Advisor since 2012. She 
works a four-day week and flexible hours, and has experienced the 
challenges of balancing the needs of a dual-career household. 
 

Mr Oliver Humphries 
Undergraduate 

Oliver Humphries is a 3rd-year physics undergraduate. He is the Chair of the 
physics undergraduate feedback committee so hears all the problems young 

physicists have while studying, liaising with the department to solve them.  
 

Mr Jaya John John 
Technical 
Jaya John John is an electronics engineer in the Engineers Group, designing 
instrumentation to support experimental physics. He is interested in staff 
development, training and apprenticeships, previously co-ordinating the 
University’s apprenticeship scheme, where he helped to bring about gender 
balance.  

 
Prof Jonathan Jones 

Head of Teaching 
Jonathan Jones is a Professor in Atomic and Laser Physics, and Head of 

Teaching for the Physics Department. He was previously Head of Admissions 
for Physics, with a particular interest in recruitment of undergraduates from 
under-represented groups. Although his son is now 18 he vividly remembers 

the many pressures of raising a young child. 

 
 
Mrs Carrie Leonard-McIntyre 
Disability Officer 
Carrie Leonard-McIntyre is from South Africa where she did her 
undergraduate degree. She is the Assistant Head of Teaching  in the 
Department, with interests in minorities and special needs. 

https://www2.physics.ox.ac.uk/contacts/people/gillic
https://www2.physics.ox.ac.uk/contacts/people/jjones
https://www2.physics.ox.ac.uk/contacts/people/leonard-mcintyre
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Ms Jena Meinecke  

Graduate student  
Jena Meinecke is a DPhil student in Atomic and Laser Physics and the 

Founder/President of the Oxford Women in Physics Society. She strongly 
believes in empowering women to reach their full potential, in addition to 

inspiring students to take an interest in science at a young age.  

 
Dr Josh Nunn 
Research Fellow  
Josh Nunn is a Royal Society University Research Fellow working on quantum 
light-matter interactions. He has one daughter and he hopes to allow her 
to maintain childhood friendships beyond the end of his fellowship! 
 

 
Dr Andrew O’Bannon 

RS University Research Fellow 
Andrew O'Bannon is a University Research Fellow of the Royal Society 

in theoretical physics. He is concerned with the extremely low 
recruitment rates for women and minorities in theoretical physics.  

 
Dr Scott Osprey 
Post-doc  
Scott Osprey is a research climate scientist in AOPP. He has two young 
children and appreciates the day-to-day challenges that come from this. He 
has been with the Equality and Diversity Committee since 2012 and is on the 
Physics Postdoc Liaison Committee. 
 
 

Dr Aprajita Verma 
Post-doc  

Aprajita Verma is a research fellow in Astrophysics, very active in 
communicating science and research to the general public e.g. the Citizen 

Science Project Space Warps. Witha vibrant toddler, and a husband also in 
research, she is aware of the pressures of caring for a family and working under 

short-term contracts. Aprajita is a member of the Postdoc Liaison Committee. 
 

 
 
Professor John Wheater 
Head of Department (ex-officio member) 
John Wheater is Professor in Theoretical Physics and, since 2010, Head of 
Department (HoD). He is married with 2 grown-up daughters and for many 
years worked flexibly as his wife worked full time.  
 
 

 
 
 

https://www2.physics.ox.ac.uk/contacts/people/meinecke
https://www2.physics.ox.ac.uk/contacts/people/nunn
https://www2.physics.ox.ac.uk/contacts/people/obannon
https://www2.physics.ox.ac.uk/contacts/people/osprey
https://www2.physics.ox.ac.uk/contacts/people/verma
http://spacewarps.org/
https://www2.physics.ox.ac.uk/contacts/people/wheater
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b) an account of the self assessment process: details of the self assessment team meetings, 
including any consultation with staff or individuals outside of the university, and how these 
have fed into the submission 

The Committee has been very active, meeting together once per term and in smaller subgroups 
more frequently, e.g. to prepare for organised postdoc career events with the Postdoc Liaison 
Committee or to discuss specific issues such as student admissions. At each full meeting a brief 
summary of progress is reported in all areas and then an in-depth discussion is held on selected 
topics.  

This submission has been prepared by a team led by Professor Gray, with input from all EDC 
members through discussions of progress/strategies and, where appropriate, provision of 
text/data on topics where they have particular expertise. 3 full meetings were held to discuss  
early drafts of the submission, one on each of sections 3 and 4 and one on future Action Plans. 
Extensive e-mail and focused discussions were held between meetings and all members have 
input to the final draft.  Members of the group has benefitted from visiting speakers on gender 
issues, meetings with AS coordinators in related STEM departments and from the many available 
journal/media reports. Ms Hopkins has provided valuable information and input on University 
policies and nation-wide gender issues.  We also acknowledge the valuable assistance of Ms Vinca 
Boorman, Ms Penny Taylor, Ms Nicola Webb and Ms Rohini Giles in the extraction/presentation of 
the data.      

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

 
The Committee will continue to meet in full each term, with more frequent smaller focus meetings 
as appropriate and will report on progress annually to the Physics Management Committee, of 
which the EDC Chair is a member.  Regular monitoring of actions will continue as previously, with 
short summary reports plus 1-2 in-depth discussions at each full meeting plus smaller focused 
meetings as required to ensure that all activities are addressed. Statistics will be collected, 
analysed and discussed annually.  
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3. A picture of the department: maximum 2000 words   Word count 2,189 
a) Provide a pen-picture of the department to set the context for the application, outlining in 

particular any significant and relevant features.  

 

Note: Throughout the text Action Items from the previous (bronze) award are denoted by B and 

proposed silver award Action Items are denoted by S. 

The Oxford Physics Department (http://www2.physics.ox.ac.uk/) is one of the largest physics 

departments in Europe. Located centrally in Oxford in the University’s Science Park, along with the 

majority of science departments, it is based on two sites across a relatively busy road. A major 

initiative is underway to enable integration onto one site, with completion of the first stage in 2017.  

The department is a multi-cultural community, currently consisting of 130 academic staff, 194 

research staff, 127 support staff, 390 postgraduate and 683 undergraduate students (figure 1) from a 

very wide range of nationalities, ages and backgrounds. 

 

 

 

The department has international strengths both in teaching and research. Core research activities 

are broadly based in 6 sub-departments (figure 2): Astronomy (AST), Atmospheric, Oceanic and 

Planetary Physics (AOPP), Atomic and Laser Physics (A&L), Condensed Matter (CM), Particle 

Physics (PP) and Theory. The substantial overlap between sub-departments (e.g. A&L and CM, or 

AST and AOPP) leads to extensive collaboration that maximises the strengths and broad range of 

the department. 

 

 

 

 

 

 

 

Academic staff

Research staff

Support staff

Postgrads

Undergrads

Oxford Physics Department 
451 staff; 1073 students; total 1524 

OXFORD PHYSICS DEPARTMENT 

Atmospheric, 
Oceanic and 

Planetary 
Physics 
(AOPP) 

Astronomy 

(AST) 

Atomic and 

Laser Physics 

(A&L) 

Condensed 

Matter 

(CM) 

Particle 

Physics  

(PP) 

Theory 

Figure 2 

Figure 1.  

http://www2.physics.ox.ac.uk/
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The Physics Department is part of the Mathematical, Physical and Life Sciences Division (MPLS; 

http://www.mpls.ox.ac.uk/; figure 3). There is extensive collaboration both within the Division and 

across Divisions e.g. with Social Sciences (School of Geography and the Environment) and 

Humanities (Philosophy), facilitated by many active ‘University Networks’ e.g. the Photonics 

Network, Oxford Network for the Environment and Biosciences Forum.  
 

 

 

 

 

 

 

 

 

 

 

 

 
 

 

 

 

Teaching is central to the activities of the department, as evident from figure 1, and attracts students 

of the highest calibre. The University runs a collegiate system (http://www.ox.ac.uk/about) with 

undergraduates admitted to one of 29 self-governing colleges. Students attend centrally organised 

lectures and practical sessions in the department and colleges organise and provide all tutorial 

teaching, accommodation and student welfare support.  

The department is led by Professor John Wheater supported by two Associate Heads, one of whom 

is a woman, and advised by the Physics Management Committee (PMC). The PMC consists of the 

6 Heads of Sub-departments (HoSD), 2 elected members and various co-opted members, including 

the Chair of the Equality and Diversity Committee (EDC). Figure 4 shows the primary decision-

making committees that report to PMC. 
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Table 1 (figure 5) provides a summary of the percentage of women in the department at each stage 

of their career; Figure 6 compares with national figures; Figure 7 compares 2009-2011 with 2012-

14 for evidence of improvement and/or change. Each of these is discussed and referred to 

throughout the document.  

The ‘progression pipeline’ is shown in figure 7 (red curve). In line with national averages, 

proportions of women entering the field are low but the pipeline remains relatively flat showing that 

these proportions are maintained. Increases in postgraduate / postdoctoral percentages are evident in 

recent years and notable progress has been made at the most senior end of the pipeline: a 

particularly successful promotion exercise in 2014 increased the number of female professors from 

8 to 12 (16%). The main points of attrition are at undergraduate entry stage and lack of progression 

from junior postdoc to lecturing posts, discussed in later sections.  

 
  

Undergrads 
 
Postgrads 

Junior 
Researchers 

(Grade 7) 

Senior 
Researchers 
(Grade 8+) 

 Lecturers / 
Readers /  

(now Associate 
Professor (AP)) 

 
Professors 

 M F M F M F M F M F M F 

2008/9 504 142  
22% 

201 65 
24% 

112 23 
17% 

32 7 
18% 

37 7 
16% 

47 4  
8% 

2009/10 537 133  
20% 

225 53 
19% 

113 28 
20% 

32 7 
18% 

40 7 
15% 

49 6 
11% 

2010/11 573 148  
20% 

247 50 
17% 

109 31 
22% 

33 7 
18% 

40 7 
15% 

46 6 
12% 

2011/12 549 121  
18% 

231 54 
19% 

103 37 
26% 

38 9 
19% 

38 5 
12% 

46 8 
15% 

2012/13 537 121 
18% 

235 57 
20% 

94 31 
25% 

38 10 
21% 

42 7 
14% 

46 8 
15% 

2013/14 565 118 
17% 

217 66 
23% 

117 31 
21% 

22 4* 
15% 

54 8 
13% 

63 12 
16% 

 

Table 1. General summary showing numbers at each career stage since 2008/09. M=male; F=female. The number of 

females as a percentage of the relevant cohort is also shown (in brackets).   

*Note: the drop in numbers of senior male researchers from 38 to 22 and senior female researchers from 10 to 4  in 

2013/14 (plus  corresponding increases in lecturer / professor numbers) is due to poorly reported data in previous 

years, where some ‘Effective Academic’ staff (see section 4(b)(ii)) had been incorrectly reported as senior 

researchers. 

 

 

 

 
 

 
Figure 5: Percentage of women in Oxford Physics Department at various stages in their career, as a function of year 

– this is a graphical representation of data from table 1.  
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Figure 6: Percentage of females in Oxford Physics Department at various stages of their career compared with 

similar UK institutions. Data are for 2012/13 from HESA. Staff categories are determined by HESA entries:  ‘Fixed-

term staff’ roughly equates to Junior Postdocs in table 1; ‘Permanent staff’ roughly equates to Lecturer / Reader / 

AP plus Professor in table 1.  

 

 

 
Figure 7: Percentage of Oxford Physics women at various career stages: average over the past 3-years 2011/12-

2013/14 (red) compared with average over the previous 3-years 2008/9-2010/11 (blue). 
 

b) 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.  

 

Student data 
(i) Numbers of males and females on access or foundation courses – comment on the data and 

describe any initiatives taken to attract women to the courses. 

N/A 

(ii)Undergraduate male and female numbers – full and part-time – comment on the female:male 

ratio compared with the national picture for the discipline. Describe any initiatives 

taken to address any imbalance and the impact to date. Comment upon any plans for the 

future. 
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Undergraduates study for the 3-year BA or 4-year MPhys degree. The majority initially register for 

the MPhys. Continuation into year 4 depends on gaining a 2(i) in the 2
nd

-year exams and some 

students are thus required to transfer to BA. Some also choose the BA at this stage. Those registered 

initially for the BA may also upgrade to the MPhys, depending on exam grades. A small number 

each year take the combined Physics/Philosophy degree (always 4 years).  

 

Total undergraduate numbers are shown in table 1 and compared with national data in figure 8. Pre-

2008/09 female percentages are near national averages at ~22% but there is a drop to ~18% by 

2011/12. This drop has been extensively investigated and is due to a combination of decreasing 1st 

year intakes (table 2; figure 9) and increasing 'leakiness' at the end of the 3rd year. The former  

(discussed extensively in following sections) exists despite efforts to increase the proportion of 

women applicants e.g. through our extensive Outreach Programme. The latter has prompted much 

investigation (B3). Slightly higher percentages of women are required to transfer to BA after 2
nd

 

year exams, but differences are very variable (Table 3, column 5) and will be explored further to 

identify strategies to minimise them (S1.5). Higher percentages of women choose the BA option 

from the outset (column 2), although the numbers are small.  Higher percentages of women choose 

the BA option after the 2
nd

 year, even when not required (column 6). Focus groups have suggested 

various reasons for this choice of BA, including a more focused approach (e.g. one woman 

transferred directly into the Doctoral Training Centre because this was the direction she wished to 

pursue), or, conversely, there was a lack of appreciation of what the 4
th

 year might offer. Several 

initiatives address the latter: Gillies Scholarships; Summer Internships and a Mentoring Scheme, all 

described in section 4 and further activities are proposed e.g. involving the Sociology / 

Experimental Psychology Departments to help investigate this leakage (S1.3).  

 

 
 
  

 
 

Figure 8: Percentage of female undergraduates in Oxford Physics Department (all 4 years) as a function of time 

compared with other institutions and the national average. Data are from HESA.  Small differences between these 

data and table 1 are due to the relatively small numbers of students enrolled on Physics and Philosophy (table 1 

includes them but HESA data do not).   
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OXFORD PHYSICS 
1

ST
 YEAR UNDERGRADUATE NUMBERS 

 Male Female 

2003/4 136 37 (21.4%) 

2004/5 139 47 (25.3%) 

2005/6 142 47 (24.9%) 

2006/7 142 48 (25.3%) 

2007/8 147 37 (20.1%) 

2008/9 145 47 (24.5%) 

2009/10 152 35 (18.7%) 

2010/11 151 29 (16.1%) 

2011/12 155 38 (19.7%) 

2012/13 148 35 (19.1%) 

2013/14 166 30 (15.3%) 

 

Table 2: Numbers of 1
st
-year Physics undergraduates, by year; numbers of females as a percentage of the total 

cohort are shown in brackets. Numbers include BA / MPhys in Physics and also Physics/Philosophy entries. 

  

 
Figure 9: Percentage of 1

st
 year female undergraduate over time, shown as a percentage of the total cohort, 

compared with HESA national figures. Note that HESA data for Oxford do not include  the Physics/Philosophy 

students, so data are not identical to those shown in table 2. 

 
 4-yr MPhys on 

entry 
 

3-yr BA 
on entry 

 

4-yr MPhys on 
exit 

 

3-yr BA on 
exit 

Required 
transfer to BA  
after 2

nd
 year 

exams 

 BA from choice  
after 2

nd
 year  

2008/09 M 124  10  73  14  14  9  

 F 43 (26%) 3 (23%) 18 (20%) 16 (53%) 12 (46%)  6 (40%) 

2009/10 M 131  10  104  28  20  10  

 F 25 (16%) 4 (29%) 19 (15%) 6 (18%) 7 (26%) 3 (23%) 

2010/11 M 137  11  89  37  24  13  

 F 24 (15%) 4 (27%) 22 (20%) 18 (33%) 10 (29%) 12 (48%) 

2011/12 M 136  4  91  37  23  15  

 F 23 (14%) 4 (50%) 22 (19%) 6 (14%) 2 (8%) 6 (29%) 

2012/13 M 131  4  87  31 20  18  

 F 29 (18%) 2 (33%) 15 (15%) 11 (26%) 8 (28%) 3 (14%) 

2013/14 M 142  9  97  43  34  6  

 F 25 (15%) 3 (25%) 11 (10%) 11(20%) 7 (17%)  4 (40%) 

Table 3: Numbers of students entering the 4-year MPhys / 3-year BA course each year (columns 1 & 2). Numbers of 

students exiting with an MPhys / BA degree each (columns 3 & 4). BA numbers after the 2
nd

 year, either due to 2
nd

 

year exam results (column 5) or as a result of choice (column 6). All percentages are shown as a ratio of the relevant 

cohort in that year.   (Notes: (a) columns in the table do not necessarily correspond to the same year intake; (b)  

figures in the table will not equate directly  to numbers table 2 because MPhys Physics / Philosophy students are not 

included here). 
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Figure 10: Percentage of  undergraduate women who choose the 3-year BA compared with those required to do so 

as a result of 2
nd

 year exams. (Note Physics & Philosophy  is always a 4-year course and is therefore not included).  

(iii) Postgraduate male and female numbers completing taught courses – full and part-time – 

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. 

N/A 
(iv) Postgraduate male and female numbers on research degrees – full and part-time – 

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. 

Total postgraduate numbers are shown in Table 1 (column 2) and compared with national figures in 

figure 11. The values are roughly in-line with similar institutions and slightly higher than 

undergraduate percentages.  

 

 
 

 

Figure 11: Percentage of female postgraduates in Oxford Physics Department (all years) as a function of time, 

compared with corresponding national data from HESA. 

Table 4 shows 1
st
 year postgraduate entry/exit numbers and table 5 shows thesis submission data. 

Two years with low female intake (2009/10 and 2010/11) explain the dip in 2010/11 in figure 11, 

but entry-level percentages have now returned to ~25%. Exit numbers suggest that women take 

very slightly longer to submit, but the differences are small. There is no evidence of undue leakage 

between entry and exit. 
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OXFORD PHYSICS DPHIL ENTRY AND EXIT NUMBERS 

Year 1
st

 Year Entry Completed DPhils 

 Male Female Male Female 

2003/04 55 11 (17%) 48 (87%) 11 (100%) 

2004/05 56 21 (27%) 50 (89%) 19 (90%) 

2005/06 44 21 (32%) 42 (95%) 19 (90%) 

2006/07 55 18 (25%) 53 (96%) 16 (89%) 

2007/08 59 14 (19%) 53 (90%) 11 (79%) 

2008/09 55 19 (26%) 47 (85%) 14 (74%) 

2009/10 73 12 (14%) 51 (70%) 5 (42%) 

2010/11 70 11 (14%) 8 (11%) 2 (18%) 

2011/12 50 18 (26%) 1 (2%) 1 (6%) 

2012/13 63 16 (20%)   

2013/14 58 19 (25%)   

 

Table 4: Numbers of 1
st
-year postgraduates, by year and the corresponding DPhil completion statistics (as of Sept 

2014) for the same cohort of students. Blank entries mean that no students have yet completed from that cohort.   

 

 
 Withdrawn  Lower Award Incomplete Submissions  

< 4 years 
Submissions  

> 4 years 

 M F M F M F M F M F 

2003/04 1  1  5  36 2 12 9 

2004/05 3   1 3 1 40 15 10 4 

2005/06 2 1    1 26 11 16 8 

2006/07    1 2 1 36 9 17 7 

2007/08 2   1 4 2 37 8 16 3 

2008/09 2   2 6 3 39 8 8 6 

2009/10    1 22 6 50 5 1  

2010/11  1 1  61 8 8 2   

2011/12 1    48 17 1 1   

2012/13 1    62 16     

2013/14     58 19     

 

Table 5: Statistics on progress and submission rates for DPhil students.  
 

Table 6 (figure 12) investigates differences in entry statistics between sub-departments (variable 

because numbers are smaller). Several initiatives have targeted the small Theory percentages (B5), 

including improved advice on interview and selection criteria. There are signs of a positive impact 

from this and evidence for sustained impact will be monitored (S2.1).   

 
OXFORD PHYSICS 1

st
 YEAR POSTGRADUATE NUMBERS BY SUB-DEPARTMENT 

 ASTRO AOPP Atomic & Laser Condensed 
Matter 

Particle Theory 

 M F M F M F M F M F M F 

2005/6 5 4 (44%) 5 5 (50%) 13 2 (13%) 6 4 (40%) 7 6 (46%) 8 0 (0%) 

2006/7 9 4 (31%) 6 3 (33%) 16 3 (16%) 8 3 (27%) 10 5 (33%) 9 0 (0%) 

2007/8 9 1 (10%) 4 1 (20%) 13 1 (7%) 11 4 (27%) 10 6 (37%) 14 1 (7%) 

2008/9 7 5 (42%) 6 2 (25%) 8 2 (20%) 14 3 (18%) 10 7 (41%) 9 0 (0%) 

2009/10 13 2 (13%) 6 2 (25%) 15 1  (6%) 14 5 (26%) 15 1 (6%) 11 1 (8%) 

2010/11 8 1 (11%) 7 2 (22%) 14 3 (18%) 17 2 (11%) 13 3 (19%) 11 0 (0%) 

2011/12 6 2 (25%) 8 0  (0%) 9 5 (35%) 7 6 (46%) 13 3 (19%) 9 3 (25%) 

2012/13 5 4 (44%) 5 2 (29%) 12 3 (20%) 16 5 (24%) 11 2 (16%) 14 0 (0%) 

2013/14 11 3 (21%) 7 4 (36%) 11 2 (15%) 11 5 (31%) 8 2 (20%) 10 3 (23%) 

 

Table 6: Numbers of 1
st
-year postgraduates, by year, for each sub-department; numbers of females as a percentage 

of the total cohort are shown in brackets.  
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Figure 12: Percentage of females in 1

st
 year DPhil intake, for each sub-department. This is a graphical 

representation of table 6. 

 

(v) Ratio of course applications to offers and acceptances by gender for undergraduate, 

postgraduate taught and postgraduate research degrees –  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.  

Undergraduates 

Undergraduates apply to and are admitted by colleges. The department sets the Physics Aptitude 

Test (PAT) that forms part of the selection criteria. Those reaching a certain standard in the PAT are 

automatically shortlisted for interview, together with selected additional candidates who narrowly 

miss this threshold. Academic staff in the department who have college affiliation take part in the 

interviews. However, the department has no direct control over which students are finally admitted 

– this rests with the colleges. Extensive information including a sample PAT, model answers and 

sample interview, are provided on the web-site (https://www2.physics.ox.ac.uk/study-

here/undergraduates/applications/physics-aptitude-test-pat). 

 

Table 7 (figure 13) shows applications, shortlisting and offer statistics (acceptance levels are 

~100%). Applications are fairly steady at ~25%, close to the national average.  Smaller shortlisted 

proportions suggest that fewer women achieve the automatic PAT threshold to be invited for 

interview, and figure 14 supports this. Indeed, the drop in proportions of 1
st
-year entries from ~2009 

(figure 9) coincides with a greater reliance on PAT results to determine shortlists; previously most 

applicants had been interviewed but increasing numbers meant this was no longer feasible.  

 

Gender differences in PAT results have triggered several initiatives (Action B4). Analysis of the 

separate maths/physics PAT components indicates that neither is primarily responsible. Clearer 

guidelines were provided on time allocation in 2010/11 and the number of multiple-choice 

questions was reduced in 2012/13 to encourage full completion. No immediate impact has been 

detected. The department has also substantially increased the involvement of school teachers in the 

design/content of PATs from 2 to 4 schools and this advisory group is now much more active. Their 

input will continue to guide future PAT setting; careful consideration of additional UCAS 

information will continue to be important in shortlisting; statistics will be closely monitored for 

signs of improvement and increased emphasis will be placed on attracting high-potential female 

applicants through our Outreach Activities (S1.1/S1.4). 

 

Once shortlisted, the proportion of women offered a place is comparable to men, at ~40%, 

suggesting there is no unconscious bias at the interview stage.  
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OXFORD PHYSICS UNDERGRADUATES 

 Applications Shortlisted Offers 

Entry Year Male Female Male Female Male Female 

2008/9 576 
(75%) 

194  
(25%) 

342 
(59%) 

122 
(68%) 

154 
(45%) 
(27%) 

48 
(40%) 
(25%) 

2009/10 650 
(76%) 

203  
(24%) 

371 
(57%) 

101 
(50%) 

160 
(43%) 
(25%) 

40 
(40%) 
(20%) 

2010/11 737 
(76%) 

234  
(24%) 

387 
(53%) 

87 
(37%) 

167 
(43%) 
(23%) 

31 
(36%) 
(13%) 

2011/12 786 
(78%) 

227  
(22%) 

396 
(50%) 

101 
(44%) 

161 
(40%) 
(20%) 

40 
(40%) 
(18%) 

2012/13 814 
(78%) 

230  
(22%) 

401 
(49%) 

97 
(42%) 

160 
(40%) 
(20%) 

40 
(41%) 
(17%) 

2013/14 877 
(76%) 

283  
(24%) 

411 
(47%) 

85 
(30%) 

170 
(41%) 
(19%) 

33 
(39%) 
(12%) 

2014/15 955 
(76%) 

296  
(24%) 

407 
(43%) 

94 
(32%) 

169 
(41%) 
(18%) 

37 
(39%) 
(13%) 

 

Table 7: Numbers of Oxford Physics Undergraduate applications, shortlisted and offers made. Percentage values 

given under the application columns are proportions of total applications. Percentages  under the shortlisted 

columns indicate the proportion compared with the corresponding application numbers, thus indicating the chances 

of being shortlisted. Two percentages are shown under the offers columns. The first shows the proportion of those 

shortlisted, indicating the chances of getting an offer once a candidate is shortlisted; the second shows the 

proportion compared with the corresponding applications, showing the overall chance of getting an offer.    

 

 

 

Figure 13: Percentage of 

Undergraduate female applicants, 

shortlisted and offered places.  

Application percentages are 

expressed as a proportion of the 

total number of applications. 

Shortlisted and offered places are 

expressed as a proportion of total 

female applications. This is a 

graphical representation of table 7. 
 

 

Figure 14: Average scores from 

the combined physics and maths 

papers of the Physics Aptitude 

Test (PAT)  employed as a tool for 

shortlisting undergraduate 

applicants. 
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Postgraduate Taught 

N/A 

 

Postgraduates 

Postgraduates apply directly to the department and are interviewed /selected by the relevant sub-

department. Allocation of places is performed by selection committees, based on applications and 

interview scores and monitored by the department, through the Graduate Studies Committee.  The 

department has only a limited number of studentships directly under its control. Many overseas 

students have their own funding over which the department has little influence, and increasingly 

students are recruited through cross-department Doctoral Training Partnerships (DTPs). This will be 

a challenge for the future but the department is committed to actively participating in DTP 

recruitment procedures to ensure gender equality (S2.3).  

 

Table 8 (figure 15) shows DPhil applications, offers and acceptances. There is no marked fall-off 

between application, offer or acceptance percentages, which are around the 25% level (though 

highly variable).  Sub-departments show no notable differences apart from the small Theory 

numbers noted earlier (table 9; figure 17). 

 

 
OXFORD PHYSICS  

POSTGRADUATE APPLICATIONS / OFFERS / ACCEPTANCES 

 Applications Offers Acceptances 

 M F M F M F 

2005/6 231 77 (25%) 82 40 (33%) 44 21 (32%) 

2006/7 242 76 (24%) 91 30 (25%) 58 18 (24%) 

2007/8 256 64 (20%) 99 23 (19%) 61 14 (19%) 

2008/9 226 65 (22%) 83 29 (26%) 54 19 (26%) 

2009/10 301 71 (19%) 118 23 (16%) 74 12 (14%) 

2010/11 303 91 (23%) 102 20 (16%) 70 11 (14%) 

2011/12 306 90 (23%) 98 32 (25%) 52 19 (27%) 

2012/13 384 117 (23%) 120 33 (22%) 63 16 (20%) 

2013/14 371 112 (23%) 113 37(25%) 58 19 (25%) 

 

Table 8: Oxford Physics Postgraduate applications, offers and acceptances.  Percentages  are proportions of total 

applications.  

 

Figure 15: Percentage of Postgraduate female applicants, offers and acceptances. This is a graphical representation 

of table 8. 
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ASTRO 
 POSTGRADUATE APPLICATIONS / OFFERS / ACCEPTANCES 

 Applications Offers Acceptances 

 M F M F M F 

2005/6 41 15 (23%) 12 6 (33%) 5 4 (44%) 

2006/7 39 16 (29%) 10 7 (41%) 9 4 (28%) 

2007/8 37 13 (26%) 18 4 (18%) 9 1 (10%) 

2008/9 38 15 (28%) 12 6 (33%) 7 5 (42%) 

2009/10 40 15 (38%) 17 5 (21%) 13 2 (13%) 

2010/11 64 24 (27%) 8 2 (20%) 8 1 (11%) 

2011/12 46 24 (34%) 10 4 (28%) 6 2 (25%) 

2012/13 67 31 (30%) 11 5 (31%) 5 4 (44%) 

2013/14 54 26 (33%) 15 3 (16%) 11 3 (21%) 

 

AOPP 
 POSTGRADUATE APPLICATIONS / OFFERS / ACCEPTANCES 

 Applications Offers Acceptances 

 M F M F M F 

2005/6 13 12 (48%) 6 7 (53%) 5 5 (50%) 

2006/7 12 9 (42%) 9 4 (30%) 6 3 (33%) 

2007/8 20 8 (28%) 5 1 (16%) 4 1 (20%) 

2008/9 12 8 (40%) 8 2 (20%) 6 2 (25%) 

2009/10 20 7 (25%) 13 2 (13%) 6 2 (25%) 

2010/11 27 12 (30%) 7 4 (36%) 7 2 (22%) 

2011/12 19 8 (28%) 10 2 (16%) 8 0 (0%) 

2012/13 19 11 (36%) 11 5 (31%) 5 2 (28%) 

2013/14 26 13 (33%) 12 7 (36%) 7 4 (36%) 

 

ATOMIC & LASER 
 POSTGRADUATE APPLICATIONS / OFFERS / ACCEPTANCES 

 Applications Offers Acceptances 

 M F M F M F 

2005/6 51 12 (19%) 24 8 (25%) 13 2 (13%) 

2006/7 33 8 (19%) 19 5 (20%) 16 3 (16%) 

2007/8 51 7 (12%) 20 3 (13%) 13 1 (7%) 

2008/9 35 4 (10%) 15 3 (16%) 8 2 (20%) 

2009/10 54 12 (18%) 26 3 (10%) 15 1 (6%) 

2010/11 46 14 (23%) 16 6 (27%) 14 3 (17%) 

2011/12 52 14 (21%) 20 7 (25%) 9 5 (35%) 

2012/13 50 18 (26%) 24 7 (22%) 12 3 (20%) 

2013/14 58 11 (16%) 26 7 (21%) 11 2 (15%) 

 

CONDENSED MATTER 
 POSTGRADUATE APPLICATIONS / OFFERS / ACCEPTANCES 

 Applications Offers Acceptances 

 M F M F M F 

2005/6 38 21 (36%) 15 10 (40%) 6 4 (40%) 

2006/7 52 17 (24%) 24 6 (20%) 8 3 (27%) 

2007/8 57 14 (19%) 25 8 (24%) 11 4 (26%) 

2008/9 40 15 (27%) 23 8 (25%) 14 3 (17%) 

2009/10 58 15 (20%) 27 11 (28%) 14 5 (26%) 

2010/11 52 10 (16%) 29 4 (12%) 17 2 (10%) 

2011/12 48 16 (25%) 24 10 (29%) 7 6 (46%) 

2012/13 66 16 (19%) 33 9 (21%) 16 5 (31%) 

2013/14 66 28 (27%) 27 10 (27%) 11 5 (31%) 

 

PARTICLE PHYSICS  
POSTGRADUATE APPLICATIONS / OFFERS / ACCEPTANCES 

 Applications Offers Acceptances 

 M F M F M F 

2005/6 27 10 (27%) 14 7 (33%) 7 6 (46%) 

2006/7 37 16 (30%) 16 7 (30%) 10 5 (33%) 

2007/8 22 8 (26%) 14 6 (30%) 10 6 (37%) 

2008/9 30 12 (28%) 11 8 (42%) 10 7 (41%) 

2009/10 38 7 (15%) 20 1 (4%) 15 1 (6%) 

2010/11 48 13 (21%) 20 3 (13%) 13 3 (18%) 

2011/12 44 11 (20%) 14 4 (22%) 13 3 (18%) 

2012/13 50 14 (22%) 17 6 (26%) 11 2 (15%) 

2013/14 35 10 (22%) 12 3 (20%) 8 2 (20%) 

 

THEORY 
 POSTGRADUATE APPLICATIONS / OFFERS / ACCEPTANCES 

 Applications Offers Acceptances 

 M F M F M F 

2005/6 61 7 (10%) 11 2 (15%) 8 0 (0%) 

2006/7 69 10 (12%) 13 1 (7%) 9 0 (0%) 

2007/8 69 14 (16%) 17 1 (5%) 14 1 (6%) 

2008/9 71 11 (13%) 14 2 (13%) 9 0 (0%) 

2009/10 91 15 (9%) 15 1 (6%) 1 1 (9%) 

2010/11 93 18 (16%) 22 1 (4%) 11 0 (0%) 

2011/12 97 17 (14%) 20 5 (20%) 9 3 (25%) 

2012/13 132 27 (16%) 24 1 (4%) 14 0 (0%) 

2013/14 132 24 (15%) 21 7 (33%) 10 3 (23%) 

Table 9: Numbers of Oxford Physics Postgraduate applications, offers and acceptances by sub-department.  

Percentages  are proportions of total applications.  
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Figure 16: Percentage of Postgraduate female applicants, offers and acceptances shown for the 6 different sub-

departments. This is a graphical representation of table 9. 

 

(vi) Degree classification by gender – comment on any differences in degree attainment 

between males and females and describe what actions are being taken to address any 

imbalance. 

 

The department is committed to thoroughly investigating and understanding any differences in 

performance between the genders to ensure parity for those of equivalent aptitudes/abilities.  

 

Table 10 (figure 17) shows data for 3-year BA and 4-year MPhys finals results. At MPhys the shape 

of the gender distributions is very different. The male distribution is equally distributed between 

1
st
/2(i) grades and relatively constant over time. The female distribution is more variable (smaller 

numbers) but there is a gradual increase in firsts and a corresponding decrease in 2(i). Averaged 

over the past 5 years a slightly higher percentage of women achieved a first (50%) compared with 

men (47.6%) so there is no evidence of a gender gap in finals results. The rise in female 1
st
-class 

degrees (figure 17) corresponds well with the introduction of greater reliance on PAT results to 

determine shortlists, supporting the usefulness of PATs as an indicator of future potential. This is  

supported by table 11 that shows the number of women in the top 100 applicants together with the 

number of firsts achieved by women. Although fairly noisy, the values are comparable.  
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At BA-level 24.2% of women gained firsts over the past 5 years compared with 15% men, 

consistent with higher percentages of women choosing the BA even though their 2
nd

-year exam 

results are sufficient to continue into the 4
th

 year if they wished.  

 

Together, these statistics provide strong motivation for encouraging more girls to remain for the 4
th

 

year (S1.3) and underline the need to understand differences in PAT-scores: on the one hand they 

have served to raise finals results for women, on the other hand they have been instrumental in 

reducing the female percentages shortlisted for entry. Further investigation therefore remains a high 

priority (S1.4).  

 

 
OXFORD PHYSICS MPHYS FINALS RESULTS 

 First 2.i 2.ii Third 

 M F M F M F M F 

2004 34% 48% 49% 36% 13% 12% 4% 4% 

2005 36% 36% 47% 48% 11% 12% 5% 4% 

2006 41% 29% 44% 42% 13% 22% 2% 7% 

2007 37% 40% 39% 30% 20% 20% 3% 10% 

2008 44 (49%) 3 (21%) 43 (48%) 11 (79%) 2 (2%) 0 (0%) 0 (0%) 0 (0%) 

2009 37 (52%) 7 (39%) 34 (48%) 10 (56%) 0 (0%) 1 (6%) 0 (0%) 0 (0%) 

2010 47 (45%) 8 (50%) 47 (45%) 6 (38%) 10 (10%) 2 (12%) 0 (0%) 0 (0%) 

2011 41 (48%) 10 (50%) 38 (44%) 7 (35%) 6 (7%) 3 (15%) 1 (1%) 0 (0%) 

2012 44 (50%) 6 (27%) 34 (39%) 13 (59%) 7 (8%) 3 (14%) 3 (3%) 0 (0%) 

2013 37 (46%) 10 (59%) 33 (41%) 7 (41%) 9 (11%) 0 (0%) 1 (1%) 0 (0%) 

2014 46 (49%) 7 (64%) 41 (44%) 4 (36%) 6 (6%) 0 (0%) 1 (1%) 0 (0%) 

 

 

 
OXFORD PHYSICS BA FINALS RESULTS 

 First 2.i 2.ii Third Pass 

 M F M F M F M F M F 

2004 21% 18% 39% 64% 32% 9% 7% 9% 0% 0% 

2005 13% 0% 27% 25% 32% 42% 23% 25% 4% 8% 

2006 22% 30% 22% 30% 33% 10% 11% 30% 0% 0% 

2007 10% 15% 30% 45% 45% 30% 10% 10% 0% 0% 

2008 9 (18%) 2 (10%) 26 (52%) 10 (50%) 11 (22%) 7 (35%) 4 (8%) 1 (5%) 0 (5%) 0 (0%) 

2009 5 (22%) 3 (17%) 9 (39%) 8 (44%) 7 (30%) 5 (28%) 2 (9%) 2 (11%) 0 (0%) 0 (0%) 

2010 5 (17%) 2 (20%) 9 (30%) 3 (30%) 12 (40%) 4 (40%) 3 (10%) 1 (10%) 1 (3%) 0 (0%) 

2011 6 (16%) 7 (32%) 16 (42%) 9 (41%) 9 (24%) 4 (18%) 4 (11%) 2 (9%) 3 (7%) 0 (0%) 

2012 9 (23%) 3 (37%) 11 (28%) 4 (50%) 17 (43%) 1 (13%) 3 (8%) 0 (0%) 0 (0%) 0 (0%) 

2013 4 (8%) 1 (9%) 16 (42%) 5 (45%) 15 (39%) 4 (36%) 3 (10%) 1 (9%) 0 (0%) 0 (0%) 

2014 5 (11%) 3 (23%) 18 (39%) 5 (38%) 22 (48%) 3 (23%) 1 (2%) 2 (15%) 0 (0%) 0 (0%) 

 

Table 10: Degree classification for 3-year BA and 4-year MPhys degrees as a percentage of the male and female 

cohorts. Actual numbers of students are also shown (from 2008 onward). 
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Figure 17: Percentages of various  degree classification for(top) the 4-year  MPhys and (bottom) the 3-year BA. 

 

 
HOW WELL DO WOMEN MAINTAIN THEIR ACADEMIC POTENTIAL AT ENTRY? 

 

Year  

Number of women in 

top 100 at entrance 

Percentage of firsts 

obtained by women 

Percentage of women in 

cohort 

2003/4 24 14 21 

2004/5 23 27 25 

2005/6 17 20 25 

2006/7 18 19 25 

2007/8 11 18 20 

2008/9 14 6 25 

2009/10 18 16 19 

2010/11 12 14 16 

2011/12 13 20 20 

2012/13 7 12 19 

2013/14 16 21 15 

 
Table 11: Numbers of women in top 100 at PAT test compared with total percentage of women in the cohort and 

percentage of firsts gained by women (N.B. these figures do not refer to the same cohort of students).   
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Staff data 
(vii) Female:male ratio of academic staff and research staff – researcher, lecturer, senior 

lecturer, reader, professor (or equivalent). Comment on any differences in numbers 

between males and females and say what action is being taken to address any 

underrepresentation at particular grades/levels.  

 

Data for staff numbers are provided in table 1 (figure 5). At postdoc level, there are two main 

grades (7 and 8). The majority of postdocs are on short-term research grant-funded contracts at 

grade 7 level, while grades 8 and above are primarily for those with fellowships. At junior/senior 

postdoc level the 2013/14 female percentages are 21% / 15% (average 18%) and compare 

reasonably well with the 20% national average ( ‘fixed-term contracts’; figure 6).  Initiatives to 

increase these percentages are described in section 4(a)(i).   

 

At academic staff level there are two main grades. Until recently these were the University Lecturer 

(U/L) and Professor (Readers are being phased out). Entry-level salaries for U/Ls are roughly 

equivalent to senior lecturer elsewhere and they have recently been renamed Associate Professors 

(APs) to reflect this. There is therefore no junior academic grade. The steep transition from postdoc 

to academic staff is recognised as particularly challenging and discussed further in section 4(b)(ii).   

 

At AP the current female percentage is 13% (table 1) and at professorial level it is 16%. The 

combined AP/professor percentage (15%) is comparable to the HESA national average (‘permanent 

contracts’; figure 6). The percentage of professors is well above the national average (figure 18) and 

represents a significant increase in both numbers and percentages over the past 5 years.  

 

 
 

 

Figure 18: Comparison of percentages of female professors. Data are from HESA apart from Oxford where the data 

are from internal sources, as only named Chairs have been  reported to HESA in the past.  
 

Table 12 investigates staff proportions by sub-department. A&L and CM research areas are closely 

aligned so separation is somewhat artificial; their combined percentages are in-line with other sub-

departments. As already discussed, Theory percentages are small but felt to be typical of this highly 

specialist field (based on national conference attendance, although difficult to demonstrate since 

most departments do not have separate Theory sub-departments).  
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OXFORD PHYSICS  

RESEARCH + ACADEMIC STAFF  BY SUB_DEPARTMENT  

 Astro AOPP Atomic and 
Laser (A&L)  

Condensed 
Matter 

Particle Theory 

 M F M F M F M F M F M F 

2009/10 45 11  (20%) 31 7 (18%) 28 3 (10%) 43 12 (22%) 42 11 (21%) 31 2 (6%) 

2010/11 43 12 (22%) 31 7 (18%) 29 3 (9%) 48 16 (25%) 36 9 (20%) 27 2 (7%) 

2011/12 37 18 (33%) 32 7 (18%) 31 2 (6%) 45 16 (26%) 45 13 (22%) 23 2 (8%) 

2012/13 41 16 (28%) 34 7 (17%) 31 2 (6%) 37 14 (27%) 41 14 (25%) 26 2 (7%) 

2013/14 54 18 (25%) 35 12 (26%) 40 2 (5%) 43 11 (20%) 43 12 (22%) 38 3 (7%) 

 

Table 12: Numbers and percentages of Research and Academic Staff s in each sub-department; small 

differences in numbers between table 1 and this table are due to some staff  not specifically allocated to a sub-

department.  

 

(viii) Turnover 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. 

 

Turnover amongst junior research staff is relatively high (table 13), as expected because their 

contracts are almost entirely based on fixed-term research grants. Virtually all researchers complete 

their contracts with only an occasional resignation to take up a new position. The figures are 

relatively noisy but there appears to be no disparity between men and women. Turnover amongst 

academic staff remains extremely modest, with almost all due to retirement. In 2011-14 only one 

(male) member of staff left for another institution.  

OXFORD PHYSICS STAFF TURNOVER 

 Postdocs Academic Staff 

 M F M F 

2009 43 (30%) 16 (50%) 7(8%) 1 (9%) 

210 42 (28%) 7 (25%) 1(1%) 1 (8%) 

2011 43 (29%) 6 (17%) 5 (6%) 1 (8%) 

2012 49 (34%) 9 (24%) 5 (6%) 0 (0%) 

2013 52 (37%) 16 (37%) 3 (3%) 0 (0%) 

2014 35 (26%) 43 (16%) 0 (0%) 0 (0%) 

 

Table 13: Staff turnover for postdoctoral and academic staff. 
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4. Supporting and advancing women’s careers: maximum 5000 words Word Count 4,846 

Key career transition points 
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.  
(i) Job application and success rates by gender and grade – comment on any differences in 

recruitment between men and women at any level and say what action is being taken 
to address this. 

Table 14 shows job application/success rates for postdoc positions. A new e-system was 
introduced in 2012, leading to improved data.  Female application percentages are slightly 
below current DPhil/postdoc proportions, but appointment rates are generally higher, indicating 
that female applicants have good success rates but we need to attract more. While data collection 
has vastly improved, there are still some shortcomings and these will also be addressed (S4.2). 

OXFORD PHYSICS POSTDOCTORAL RESEARCH APPOINTMENTS 

 Applications Shortlist Appointee 

2012 
 

878 M 
192 F (17%) 

28 U 

47 M 
21 F (30%) 

1 U 

30 M 
8 F (30%) 

0 U 

2013 
 

218 M 
49F (18%) 

6 U 

25 M 
8 F (24%) 

 

12M 
5 F (29%) 

2014 
 

900 M 
189 F (17%) 

52 U 

60 M 
11 F (15%) 

5 U 

47M 
9F (15%) 

3 U 

Table 14: Applications, shortlisted and successful candidates for postdoctoral positions, by gender. Percentages are shown with 
respect to the respective cohort. U=Unknown gender. 

Table 15 shows data from the 9 academic staff posts advertised in 2012-14. Of 217 applications, 
32 (15%) were women, up from 11% since our last submission. All panels included women. 9% of 
those shortlisted were women, but unfortunately none of those women were found to be the 
most suitable candidate. Although this is a very small number on which to base an assessment, it 
nevertheless indicates that we need to focus attention on attracting more well-qualified women 
(S4.1). One tool that has helped bridge the big jump from postdoc to AP has been the ‘Effective 
Academic’ role (see section 4(b)(ii)).  
 

OXFORD PHYSICS ACADEMIC STAFF APPOINTMENTS 

 Post Title Applications Shortlist Appointee Selection Panel 

2012 Associate 
Professor 

29 M 
8 F (22%) 

5 M 
1 F 

1 x M 
1 x M 

6 M 
1 F 

Associate 
Professor 

21 M 
3 F (12%) 

6 M 
0 F 

1 x M 5 M 
1 F 

2013 Associate 
Professor 

32 M 
2 F (6%) 

6 M 
0 F 

1 x M 5 M 
2 F 

Associate 
Professor 

32 M 
2 F (6%) 

6 M 
0 F 

1 x M 5 M 
2 F 

Associate 
Professor 

30 M 
5 F  (14%) 

6 M 
0 F 

2 x M 6 M 
1 F 

Associate 
Professor 

21 M 
4 F (16%) 

5 M 
1 F 

1 x M 6 M 
1 F 

Associate 
Professor 

20 M 
8 F (29%) 

5 M 
2 F 

1 x M 6 M 
1 F 

2014 No appointments 

Table 15: Gender distributions of applications, shortlisted and successful candidates for Academic Staff positions 
and their selection panels.  

We also note that appointments can be made outwith the standard advertised route e.g. where 
staff have transferred directly into the department or have gained a fellowship. 4 additional 
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appointments were made in this way, of which 2 were women. Thus, the percentage of 
successfully recruited women was 15%. These statistics nevertheless underline the need to attract 
more highly-qualified female applicants. There is also a large variation in proportion of female 
applicants for each advertised post in table 15, suggesting that targeting of female applicants may 
be sporadic or there are fewer available in some sub-disciplines. This will be further investigated 
and improved strategies developed (S4.1). 
 

(ii) Applications for promotion and success rates by gender and grade – comment 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 
examples of where women have been through the promotion process. Explain how 
potential candidates are identified. 

Postdocs 
There is no formal annual exercise and promotion procedures can be initiated at any time. 
Promotion occurs through a variety of ways e.g. re-grading where responsibility has increased; 
applications to higher-grade advertised posts; successful Fellowship applications. Many of our 
research staff also move to permanent academic posts and substantial help is provided in 
preparing them for this (section 4(b)(ii)). The majority of promotions to academic posts will 
necessarily be elsewhere, with ~150 postdocs in the department versus only 9 AP appointments in 
the past three years. 

 
The department recognises that a succession of fixed-term research appointments is not ideal 
(B10). In 2012 a formal review of all postdocs on successive fixed-term contracts was initiated, 
involving an agreed Job Plan and Career Development Plan personally reviewed by the HoD. As a 
result, a number of postdocs have been re-graded (11M; 4F) and women have benefitted 
disproportionately (table 16).  A review is now automatically prompted whenever renewal of a 
fixed-term contract is requested. 

OXFORD PHYSICS 
PROMOTIONS FROM POSTDOCTORAL RESEARCH GRADES 7 and 8 

 M F 

2011/12 2  
(2 Regrades) 

1 
(1 to Lecturer Grade) 

2012/13 9  
(5 Regrades from 7 to 8 plus 4 

to Lecturer Grade) 

5 
(3 Regrades from 7 to 8 

plus 2 to Lecturer Grade) 

2013/14 7  
(4 Regrades from 7 to 8  
plus 1 to Lecturer Grade 

plus 1 to Research Fellow) 

1 
(1 Regrade from 7 to 8) 

Table 16: Junior postdoc promotions / re-grades. 

Academic Staff 
The University does not run academic staff promotions from Lecturer to Associate Professor to 
Professor, unlike most universities. Instead, initial appointments are to AP and the entry-level 
salary is significantly higher than elsewhere. Staff proceed automatically through annual 
increments to the top of the scale, which compares favourably with junior professorial salaries 
elsewhere. A major benefit of this is that those taking family leave continue to progress to senior 
levels with no regular promotion hurdles. 
 
An annual (from 2014) ‘Recognition of Distinction’ (RoD) exercise invites all academic and senior 
research staff to apply for the title of Professor (table 17). The 4 successful women in 2014 
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represent a high proportion of existing female APs and has been a major factor in maintaining the 
senior end of the progression pipeline.  
 
Table 17 shows a 100% female success rate compared with 71% for men, suggesting that women 
do not apply so readily. Revised guidance to HoDs introduced this year encourages them to 
identify and mentor eligible staff; this new guidance is welcomed by the HoD who views 
mentoring (at all levels) as a valuable tool to increase female percentages.  
 

OXFORD PHYSICS RECOGNITION OF DISTINCTION 

  Male Female 

 Title applied for Applications Outcome Applications Outcome 

      

 
2006/7 

Professor 6 5 Professor 0  

Reader or Professor 14 3 Professor 
10 Reader 

1 1 Reader 

Reader 0  0  

      

2008/9 Professor 10 7 Professor 2 2 Professor 

Reader or Professor 8 2 Professor 
6 Reader 

2 1 Professor 
1 Reader 

Reader 1 1 Reader 0  

      

2010/11 Professor 16 5 Professor 2 2 Professor 

      

2013/14 Professor 15 11 Professor 4 4 Professor 

Table 17: Outcomes from the Recognition of Distinction (RoD) Exercise; previously held roughly every two 
years, they will be held annually from 2014. 

b) For each of the areas 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. 

(i) Recruitment of staff – comment on how the department’s recruitment processes ensure that 
female candidates are attracted to apply, and how the department ensures its short listing, 
selection processes and criteria comply with the university’s equal opportunities policies 
 

The department follows the University’s Equality Policy and code of practice to remove 
discrimination in recruitment (http://www.admin.ox.ac.uk/eop/universityofoxfordequalitypolicy/) 
and the Equality and Diversity Unit (http://www.admin.ox.ac.uk/eop/aboutus/) provides extensive 
guidance (http://www.admin.ox.ac.uk/eop/recruitmentmonitoring/). Since 2011, advertisements 
include a diversity statement and, since March 2012, prominently display the Bronze Athena 
SWAN Award. Further particulars include e.g. information for parents/carers provided by the 
university  (http://www.admin.ox.ac.uk/eop/parentsandcarersinformation/) and more specific 
Physics Department information (http://www2.physics.ox.ac.uk/equality-and-diversity).  Despite 
these measures, insufficient numbers of women are applying for posts at all levels. Action S4.1 will 
investigate improved strategies to encouraging well-qualified women to apply by improved 
targeting  and, for example, we will work towards providing increased opportunities to meet with 
other female academics when they visit for interviews, especially in sub-departments with few 
women.  
 
Chairs of selection panels are required to complete an online course run by the Oxford Learning 
Institute. In addition, in 2012 the Department reviewed procedures (B11) and introduced termly 
small-group refresher-briefings. Our view is that live face-to-face briefings encourage debate are 

http://www.admin.ox.ac.uk/eop/universityofoxfordequalitypolicy/
http://www.admin.ox.ac.uk/eop/aboutus/
http://www.admin.ox.ac.uk/eop/parentsandcarersinformation/
http://www2.physics.ox.ac.uk/equality-and-diversity
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extremely helpful. Wherever possible, both genders have been represented on selection panels, 
especially when the shortlist includes a woman, but achieving full compliance is difficult where 
there are small numbers of women and the need to manage their administrative burdens. Of ~120 
selection panels in 2012-2014 ~50% had at least one woman on the panel. However, although the 
new e-system has improved the situation, reporting is still sporadic; Action S4.2 will re-review 
recruitment procedures, to increase numbers of trained Chairs/members, improve gender balance 
on recruitment panels, improve reporting of statistics and raise the level of awareness of 
unconscious bias among all involved in recruitment.  
 
(ii) Support for staff at key career transition points – having 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, mentoring programmes and leadership training. Identify which have been found 
to work best at the different career stages. 

The national physics progression pipeline starts at ~20% and it is encouraging that this proportion 
is roughly maintained at Oxford through to professor level (figure 7). There has been modest 
improvement in proportions from undergrad to postgrad and from postgrad to postdoc and we 
will continue and strengthen activities to support these groups (S2.1/S3.1). The transition from AP 
to professor is a success story, with an increase in professors from 4 to 12 (8% to 16%) over the 
last 5 years. We will continue to encourage and support applications through the RoD, and 
develop strategies to attract women to apply when professorships become available (although 
these are rare).   

The key challenges for us are (a) recruiting and retaining higher proportions of women 
undergraduates and (b) the transition from postdoc to AP, which is a particularly large step.  

Undergraduate recruitment is tackled through a variety of approaches. A highly successful 
Outreach Programme is aimed to attract increased numbers of good applicants. We aim to 
increase the number of successful, high-impact events focused on women (S1.1).  The 
investigation of gender differences in the Physics Aptitude Test (PAT) has been the topic of 
extensive investigation and this will continue, with the long-term aim to increase undergraduate 
female percentages (S1.4).  

Significant efforts have been made to retain higher proportions of undergraduate women by 
reducing the 3rd-to-4th-year leakiness. A ‘Women in Physics (WiP) Society’ and Mentoring Scheme 
have been established (described below).  

A series of ‘Gillies’ Scholarships were introduced in 2013 for 2nd-year undergraduates, 
(http://www.campaign.ox.ac.uk/news/gillies_scholarship.htm) to “help overcome the reluctance 
of non-traditional groups, particularly young women, to make a career in physics”. The 3 awards to 
date have all been women. The most popular use of the funding is to enable them to do a summer 
vacation internship (since many of these are unpaid). Recipients spend ~5 days on outreach 
activities and help the Head of Teaching to investigate 3rd-to-4th-year leakiness. We also look 
forward to the outcome of an IoP study on this topic. An increased number of paid summer 
internships have also being offered in the department e.g. 
(https://www2.physics.ox.ac.uk/research/atmospheric-oceanic-and-planetary-physics/aopp-
vacation-students). We will explore funding routes to continue the Gillies Scholarships and expand 
our Intern programme (S1.3).  

http://www.campaign.ox.ac.uk/news/gillies_scholarship.htm
https://www2.physics.ox.ac.uk/research/atmospheric-oceanic-and-planetary-physics/aopp-vacation-students
https://www2.physics.ox.ac.uk/research/atmospheric-oceanic-and-planetary-physics/aopp-vacation-students
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In addition to these department-led initiatives there is a huge variety of careers/leadership 
opportunities available to undergraduates widely advertised by the Careers Service and Oxford 
Learning Institute (OLI); extensive networking and mentoring opportunities through e.g. OxFEST 
(Oxford Females in Engineering, Science and Technology), a student-led society providing a 
support network for all women in science at Oxford. The very popular Springboard women’s 
development programme runs 6 times per year: “This has improved my confidence more 
significantly than anything else I’ve tried – thank you so much!” (quote from 2013 participant). 

The transition from postdoc to AP remains a significant challenge, since this is a far greater step at 
Oxford than elsewhere. All postdocs are supported through annual Staff Development Discussions 
(SDDs; see next section), which are now mandatory (B17). A major initiative spawned by EDC (B9) 
in the past two years has been the complete re-vamp (and renaming) of the Postdoc Liaison 
Committee which has initiated and organised regular careers and development sessions 
specifically targeted to physicists, involving talks from academic staff and alumni, usually held 
around social events to encourage networking.  Feedback from these events has been very 
positive and these will be continued and extended (S3.1). Oxford postdocs also have huge 
opportunities to network at seminars, workshops and conferences held in Oxford each year, often 
with very distinguished speakers. 

Recognising that the majority of postdocs will necessarily build their career elsewhere  extensive 
information, support and encouragement is offered for fellowship and job applications e.g. CV-
writing courses. Mock interviews involving the HoD are available to all candidates with an 
upcoming fellowship interview. We recognise that increasing the percentages of female academics  
will mostly be influenced by our recruitment practices and will take long-term attention due to low 
turnover. As described earlier, a concerted approach is planned to attract potential female 
candidates (S4.1).   

An additional tool to increase female academic percentages has been the use of ‘Effective 
Academic’ posts. APs and professors are usually joint appointments between the 
department/college, so staff-members have teaching and admin responsibilities in both. The 
‘Effective Academic’, on the other hand, is appointed solely by the department and does not carry 
college duties (though they may still have college affiliation). They can be appointed at any grade 
but are usually at professor or AP and are treated equitably (B8) e.g. in the departmental workload 
model. However, there is significantly increased flexibility for these post-holders because their 
teaching and admin workload is entirely controlled by the department. This has proved 
particularly effective at attracting and retaining key female academic staff e.g. several female staff 
have transferred internally to these in recent years. The percentage of female Effective Academics 
is therefore higher (20%) than at the standard professor or AP-grades (average 14.5%) and the 
department will continue to use this tool to increase female academic percentages wherever 
appropriate.  
 

Career development  
a) For each of the areas 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. 

(i) Promotion and career development – comment on the 
appraisal and career development process, and promotion criteria and whether these take into 

75% of women and 71% men 
agree or partly agree with the 
statement ‘The Department is 

committed to training and 
developing all staff’ 
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consideration responsibilities for teaching, research, administration, pastoral work and 
outreach work; is quality of work emphasised over quantity of work? 
 

The main appraisal/career development activity for postdocs is the annual one-to-one Staff 
Development Discussion (SDD). The 2010 Staff Survey showed they were not working well and 
uptake was sporadic since were optional. In 2011/12 they were completely overhauled (B17) with 
improved guidance and are now mandatory for all research staff. They cover progress, 
achievements, training, aspirations, career development, promotion and an opportunity to discuss 
pastoral issues e.g. whether the staff member feels supported and well integrated.  
 
For academic staff a similar system is organised centrally; discussions are only compulsory every 5 
years but the department encourages them more frequently. New academic appointments have 2 
reviews in their first 5 years including extensive self-assessment, peer-assessment and external 
assessment, with the prime emphasis on quality rather than quantity; they provide a great deal of 
constructive feedback. The HoD also has informal discussions with new staff, both for the 
encouragement of staff and to acquire valuable feedback. 
 
Teaching, research, administration, external involvement such as Research Council committees 
and outreach activities are all taken into account when making cases for promotion. Promotion to 
higher research grades e.g. fellowships, and the RoD exercise necessarily depends primarily on 
research excellence and quality is always a more important consideration than quantity.     
 
Career development for postdocs has been a major focus for the department. The University is 
signed up to the Research Concordat, implemented through Oxford’s Code of Practice for the 
Employment and Career Development of Research Staff. The Postdoctoral Joint Consultative 
Committee was completely re-vamped and re-named the (friendlier) Postdoc Liaison Committee 
(PLC). It provides a much livelier forum for debate and improved communication, with new 
membership and, as a strong signal that postdocs’ concerns are taken seriously, it is chaired by the 
HoD. In 2013 informal lunchtime careers events were introduced by the PLC. In addition to 
presentations from the Careers Service (http://www.careers.ox.ac.uk/) and Oxford Learning 
Institute (https://www.learning.ox.ac.uk/), more innovative and informal talks by academic staff 
and alumni were introduced, describing ‘how they got to be where they are now’ that proved 
extremely popular. Speakers are chosen for their diversity, including a good representation of 
female speakers. Action S3.1 will continue and expand these. 
  
For staff there are many opportunities e.g. on presentation-skills, grant-proposal writing. Staff are 
actively encouraged to attend these, to network and seek external roles that contribute to their 
research areas, thus raising their profile and career prospects. These external activities are taken 
into account by the academic staff workload model. Postdocs at Oxford are not required to carry 
out teaching but have the opportunity to develop their teaching skills if they wish e.g. through 
demonstrating and small-group tutoring (for which they are paid).  
 
(ii) Induction and training – describe the support provided to new staff at all levels, as well as 

details of any gender equality training. To what extent are good employment practices in the 
institution, such as opportunities for networking, the flexible working policy, and professional 
and personal development opportunities promoted to staff from the outset? 

Prior to our last submission induction was performed by sub-departments. The 2010 Staff Survey 
suggested only 40% of staff had received an adequate induction course so in 2012 inductions were  
overhauled (B21) and are now led centrally through monthly face-to-face HR-briefings, 

http://www.careers.ox.ac.uk/
https://www.learning.ox.ac.uk/
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supplemented by on-line material. They include e.g. flexible working, maternity/paternity leave 
arrangements, nursery provision and the dedicated room for young children. The department will 
continue to enhance induction material for staff and Action S2.2 will review and enhance student 
induction material.  
 
Good employment practices and training are promoted at Induction and extensively signposted 
through web-sites and e-mails. The biannual “State of the Nation” address by the HoD to the 
whole Department also promotes training and personal development. There are numerous 
opportunities for staff to network e.g. through the Photonics Network and Energy and 
Environment Network. Colleges provide an outstanding opportunity for multi-disciplinary 
networking for both students and staff. The University has many professional and personal 
development courses and opportunities e.g. http://www.ox.ac.uk/research/support-researchers. 
There is a termly ‘Welcome Event for Researchers’, organised by OLI and the Oxford Research Staff 
Society. MPLS produce a fortnightly “skills training bulletin”. All of these opportunities are 
described at induction and then reinforced through web-information, Graduate Student reviews 
and SDDs.  
 
(iii) Support for female students – 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. 

 
Oxford is internationally renowned for its extensive tutoring and student support. Undergraduates 
and postgraduates are members of both the department and their college. Colleges provide 
undergrad tutoring in small groups so progress is closely monitored and extensive 
feedback/support provided.  
 
For postgraduates teaching is based in the department, with colleges taking a pastoral role. In 
addition to the prime DPhil supervisor a broad base of support is provided for postgraduates. 
There is a growing trend for co-supervision and students are assigned a postdoc to provide 
informal support. Postgrads also write an annual report of their work with feedback provided by 
department academics, thus providing additional opportunities for networking/mentoring within 
the department. Careful consideration is given to match these roles to the student’s needs and, 
where possible, a request for a female tutor/mentor would be met favourably. Where small 
numbers of female staff make this difficult, the new Women in Physics (WiP) mentoring scheme 
offers this support (see below). 
 
An extensive series of seminars is offered; external speakers are encouraged to stay to enable 
discussion e.g. AOPP has a tradition where 2-3 graduate students take speakers to lunch, thus 
enabling more relaxed discussions. Whilst developed for both genders, the informal feedback from 
female students has been particularly positive.  

http://www.ox.ac.uk/research/support-researchers
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A new and very exciting development has been establishment of the Oxford Women in Physics 
Society (OxWiP) in 2013  (http://www2.physics.ox.ac.uk/equality-and-diversity/women-in-physics-
society). The aims of the society are ‘to promote career development of women in physics while 
providing a welcoming support network and to enhance the experience of women working in the 
department through increased interaction with peers, mentors, and role models’. The society runs 
regular informal monthly tea sessions, termly lunchtime and evening social events held at 
different times and venues to allow maximum accessibility. The society is led by a postgraduate 
student, with a supporting committee including undergrads, postgrads, postdocs and professors. 
The OxWiP Society Chair sits on the Equality and Diversity Committee (EDC) and the EDC Chair sits 
on the OxWip Committee, to ensure an excellent conduit of ideas. OxWip will continue to be 
encouraged and supported (S5.1). 

 
 

  
 

 
 
 

 

 

http://www2.physics.ox.ac.uk/equality-and-diversity/women-in-physics-society
http://www2.physics.ox.ac.uk/equality-and-diversity/women-in-physics-society
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OxWiP has developed an informal mentoring scheme.  (http://www2.physics.ox.ac.uk/equality-
and-diversity/women-in-physics-society/mentoring-1). The programme was launched in the new 
autumn 2014 term to encourage undergraduates/graduates/postdocs to talk with more senior 
members in a supportive, one-on-one personalized environment.  Enthusiasm for the programme 
has been substantial.  The aim is to start with a relatively small cohort (currently 10) to test it out 
and then roll out more widely next year. The department is keen for this initiative to continue 
being informal and led from the ‘bottom-up’. The department will provide administrative/financial 
support wherever appropriate to encourage its sustainability and success (S5.1). 
 

 
 
Following on from the ‘Future Science Leadership’ workshop organised by the department in 2011 
(http://www.physics.ox.ac.uk/FutureScienceLeaders/) further funding has been obtained (B2) for 
a similar event organised jointly by the department and OxWiP. The UK-wide ‘Conference for 
Undergraduate Women in Physics’ (CUWiP; March 20-22nd 2015) for ~100 undergraduate 
women from across the UK will be advertised shortly. The 3-day program will include talks by 
inspirational female physicists; workshops and panel discussions; opportunities for networking and 
informal mentoring. The goal is to encourage undergraduate women towards a career in physics. 
The event also provides leadership opportunities for Oxford students/postdocs. Action S1.2 aims 
to continue this as an annual event.  
 
In addition to these major new initiatives, we also note the (previously described) Gillies 
Scholarships, designed to encourage female undergraduates to continue into the 4th-year MPhys 
research project and the increased number of Summer Internships offered by the department, 
both of which encourage female undergrads to continue their careers in Physics.  

 
Organisation and culture 
a) Provide data for the past three years (where 

possible with clearly labelled graphical 
illustrations) on the following with commentary on 

82% of academic staff and 65% of 
research staff would agree or partly 

agree with the statement ‘I have a voice 
about things that affect me’   

http://www2.physics.ox.ac.uk/equality-and-diversity/women-in-physics-society/mentoring-1
http://www2.physics.ox.ac.uk/equality-and-diversity/women-in-physics-society/mentoring-1
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their significance and how they have affected action planning.  
(i) Male and female representation on committees – provide a breakdown by committee and 

explain any differences between male and female representation. Explain how potential 
members are identified. 
 

All decision-making committees have at least one female member (table 18). Members are 
selected by the HoD, in consultation with PMC where appropriate, based on knowledge of the 
current make-up, expertise, gender-balance and requirements of each committee. 

 

Committee 2012 2013 2014 

 M F M F M F 

Physics Management Committee (PMC) 11 2 11 2 11 2 

Maths, Physics, Life Sciences (MPLS) Board (reps 
from Physics Department) 

3 0 3 0 2 1 

Academic (for undergraduate studies) 12 1 10 2 10 2 

Graduate Studies 5 1 5 1 5 1 

Personnel 4 3 4 3 3 4 

Finance 6 1 6 1 5 1 

Equality and Diversity 8 7 7 6 7 6 

Access and Outreach 6 4 9 6 9 6 

Postdoc Liaison  5 5 5 5 5 5 

Graduate Liaison 10 3 9 3 9 3 
Table 18: Gender representation on major decision-making committees. 

 
(ii) Female:male ratio of academic and research staff on fixed-term contracts and open-

ended (permanent) contracts – comment on any differences between male and female 
staff representation on fixed-term contracts and say what is being done to address them. 
 

All academic staff are employed on permanent contracts to retirement, while the majority of 
postdocs are on fixed-term contracts due to the nature of their funding. Table 19 shows academic 
and research staff figures since 2008/9 and compared with national averages in figures 19 and 20. 
Fixed-term contract percentages has risen steadily to ~25%, in line with increased proportions of 
junior postdocs (table 1). Permanent contract percentages have risen substantially from ~5% to 
15%, reflecting the increase in both senior researcher and academic roles. The departmental 
review of postdocs on successive fixed-term contracts prompted migration of 14 senior postdocs 
to open-ended contracts (table 20), of which 2 were women (17%), in-line with senior female 
postdoc percentages. Individual cases will continue to be carefully monitored by the Personnel 
Committee. 

OXFORD PHYSICS STAFF CONTRACT TYPES 

 All Contracts Permanent Contracts Fixed-Term Contracts 

 M F M F M F 

2008/9 229 40 (15%) 106 13 (11%) 123 27 (18%) 

2009/10 234 47 (17%) 107 14 (12%) 127 33 (21%) 

2010/11 227 50 (18%) 103 14 (12%) 124 36 (23%) 

2011/12 225 59 (21%) 106 18 (15%) 119 41 (26%) 

2012/13 221 56 (20%) 115 20 (15%) 106 36 (25%) 

2013/14 264 59 (18%) 124 21 (14%) 140 38 (21%) 

       
Table 19: Table showing breakdown of staff contracts within the department.  
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Figure 19: Comparison of female Academic and Research Staff percentages on fixed-term contracts 
compared with similar national institutions. 

 

 
 
Figure 20: Comparison of staff percentages on open-ended contracts compared with similar national 
institutions. 

 

OXFORD PHYSICS FIXED-TERM CONTRACT EXTENSIONS 

 Fixed-Term Contract 
Extensions 

Transfer to Open-ended 
Contracts 

 M F M F 

2010/11 46 18 (28%)    

2011/12 42 22 (34%) 2 1  

2012/13 56 11 (16%) 6 1  

2013/14 35 7 (17%) 4 0 
 

Table 20: Contract extensions and transfers to open-ended contracts.  
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b) For each of the areas 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. 
 
(i) Representation on decision-making committees – comment on evidence of gender 

equality in the mechanism for selecting representatives. What evidence is there that 
women are encouraged to sit on a range of influential committees inside and outside the 
department? How is the issue of ‘committee overload’ addressed where there are small 
numbers of female staff? 
 

Gender balance is an important factor when the HoD selects committee membership, along with 
factors such as sub-department representation, age/seniority and succession planning. 
Membership is taken into account in the workload model and the danger of committee overload 
(both internal and external to the department) is taken into account.  Minutes of many committee 
meetings are available on staff www-pages but not always easy to find; Action S5.2 aims to 
increase transparency and communication in the Department.  
 
All staff are encouraged e.g. through SDDs to network and join influential committees outside the 
university. Oxford women are very well represented in their respective research fields. Three 
recent examples are Professor Dame Jocelyn Bell Burnell as President of the Royal Society of 
Edinburgh; Dr. Sonia Trigueros elected to the Cancer Research UK Women of Influence Board 
(http://www.cancerresearchuk.org) and graduate student Ms. Jena Meinecke featured by the 
American Physical Society as October 2014 ‘Woman Physicist of the Month’ 
(http://www.aps.org/programs/women/).   
 

(ii) Workload model – 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 appraisal and in promotion criteria. 
Comment on the rotation of responsibilities e.g. responsibilities with a heavy workload and 
those that are seen as good for an individual’s career. 

 
A workload allocation database and model for academic staff was developed by a working group 
led by the HoD and has been running operationally for 2 years (B22). The points-based system 
encompasses all major activities, including teaching (coordination, lecture development/delivery, 
demonstrating, project supervision, exam setting/marking), administrative activities (Heads of sub-
departments, teaching, grad studies, committee membership, including EDC and WiP), outreach 
activities, pastoral roles (e.g. harassment advisor) and external responsibilities e.g. membership of 
national/international committees and other leadership roles. Staff are regularly invited to update 
their database entries. The HoD monitors workloads and the database guides new allocations, 
taking into account levels of research funding (high levels of investigator time are accounted for) 
and the time-profile of workloads, so large one-off activities are counterbalanced in following 
years and heavy workloads are rotated. Workloads are taken into account at probation appraisals 
and promotions cases.   
 
Figure 21 shows an average load of ~200 points; women feature across the spread of the 
distribution with relatively high proportions at the low end. This low end comprises those on early 
career fellowships (not required to teach at the usual level, to examine or sit on committees), 
those on maternity/sabbatical leave, new arrivals with reduced teaching/admin in their first year 

http://www.cancerresearchuk.org/
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and those with reduced teaching/admin because of high grant incomes. The woman at the very 
high end is the Associate HoD.  

 

 
 
Figure 21: Distribution of duties across Academic Staff from the Workload Model 

 
 
 
 

(iii) Timing of departmental meetings and social 
gatherings – provide 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. 
 

 
Key departmental meetings/seminars have been moved to family-friendly times (B23) e.g. AOPP 
seminars from 4.15pm to 11.30am, ASTRO seminars moved from 4.15pm to 2.15pm, Teaching 
Faculty meetings from 4.30pm to lunchtime. One outstanding meeting is the Department 
Colloquium, held termly at 4.15pm on fridays followed by a social reception. All staff are 
encouraged to attend these high-profile events held at the end of a busy week and there had been 
concern that moving the time might be unpopular. A questionnaire was circulated but no strong 
opinions emerged so a trial start at 2pm is planned for 2015/16. Attendance/feedback will be 
monitored.   
   
(iv) Culture –demonstrate how the department is female-friendly and inclusive. ‘Culture’ refers to 
the language, behaviours and other informal interactions that characterise the atmosphere of the 
department, and includes all staff and students.  

 
Developing an inclusive, welcoming culture where men and women are treated with respect and 
as equals is a major priority for the department. A special focus in the last 3 years has been greater 
communication/inclusivity of junior members. The multi-site department poses challenges to 
cohesion; we have sought to overcome this through the many activities listed below.  
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 OxWiP organises regular informal events open to all women; with relatively small numbers of 
women spread across many research groups, this is a really important initiative to reduce the 
risk of isolation (B7/S5.1/S1.3). 

 

 The OxWiP Undergraduate Conference where women are working together to host female 
undegraduates from across the UK (B2/S1.2/S2.1). 
 

 The OxWip Mentoring Programme provides one-to-one mentoring tailored to the individual 
(B7/B18/S1.3/S2.1/S5.1). 

 

 Support for young mothers, families and carers including: sponsored nursery places; a   
designated room for nursing mothers and those with young children; a fact sheet for parents; 
pre-/post-maternity consultations; funds for maternity-leave returners; needs-based car 
parking allocations; pervasive culture of flexible working (B14/B16/B26).  

 

 High profile, active support for gender-related activities through: EDC/WiP web-pages; 
Freshers Fair; use of Athena SWAN logo; Ad Feminam, Springboard, OxFEST (Oxford Females in 
Engineering, Science and Technology); achievements of women featured in Physics newsletter; 
fortnightly Oxford Women’s Network (OWN) e-mails (B13/B15/S5.4).  

 

 Department meetings in core hours; social e-mail lists; welcoming events for newcomers; 
many events held with lunch/reception provided to enable networking; social events for 
department/sub-departments plus specific events for undergrads/postgrads/postdocs; group 
events e.g. the ‘Quantum Nosh’ (B17/B25).   
 

 Emphasis on caring for the individual: stress briefings; improved EDC web-pages providing 
guidance on mental health, stress, harassment, ‘where to go for help’, occupational 
health/counselling contacts (B13/B27/B28/S5.3). 

 

 Emphasis on inclusivity e.g. re-vamped Postdoc Liaison Committee, revised Graduate Liaison 
Committee website (http://www2.physics.ox.ac.uk/study-here/postgraduates/your-
representatives); OxWiP nominations for annual Colloquium speaker (B20/S5.2).              

 
(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 at, and how this activity is formally recognised as part of the workload model and in 
appraisal and promotion processes.  

 
The department has an extensive and extremely popular outreach programme run by 2 female 
Outreach Officers (100% and 80% FTE) with active (voluntary), enthusiastic support from a large 
proportion of students and staff (B1).  Involvement in major departmental outreach activities is 
formally recognised in the workload model and actively encouraged in SDDs. 

 

http://www2.physics.ox.ac.uk/study-here/postgraduates/your-representatives
http://www2.physics.ox.ac.uk/study-here/postgraduates/your-representatives
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The programme is targeted primarily at 11-
18 year olds (table 21) to encourage greater 
awareness of how exciting physics can be, to 
showcase career options and raise 
aspirations.  Activities include extensive 
involvement in the British Physics Olympiad 
(the International Physics Olympiad trains in 
Oxford), helping children develop problem-
solving skills and providing resources for 
teachers. Physics Taster Days are held 
(>2000 students annually), with themed and 
tailored events for schools, including sample 
lectures, hands-on workshops and lab 
sessions. A ‘girls in physics taster day’ has 
run for the past 4 years 
(https://www2.physics.ox.ac.uk/events/201
4/07/01/girls-in-physics-degree-taster-day).  
 
 
 
 

 
Students Teachers Public/families 

Schools 
   BPhO 16,800 600 15 

Admissions 3,063 30 1,365 

Speakers for schools 2,646 231 0 

Taster days 2,261 158 0 

Primary 784 58 20 

Careers activities 509 39 0 

Workshop / other 310 11 0 

Telescope 273 44 66 

Teachers 0 353 0 

    

Public 
  

 

Festival stalls   44,180 

Public lectures 
 

 12,510 

Stargazing 
  

2,850 

    

TOTAL 26,646 1,524 61,006 

 
Table 21: Summary of numbers of participants in main public outreach programmes during 2014. 

  
An extensive programme also sends speakers into schools for careers/after-school activities, 
especially targeted at key-stage 4-5.  The ‘Oxford Supporting Teachers in Physics’ organises events 
in collaboration with a network of local teachers. Stalls are held at several Teachers conferences.  
The ‘Primary Outreach Programme’ engages younger schoolchildren while the ‘Public Outreach 
Programme’ engages the wider community, including the popular ‘Stargazing’ events (~3,000 
participants), as well as national science festivals e.g. Royal Society Science Exhibitions, Greenman 

https://www2.physics.ox.ac.uk/events/2014/07/01/girls-in-physics-degree-taster-day
https://www2.physics.ox.ac.uk/events/2014/07/01/girls-in-physics-degree-taster-day


40 
 

Festival and the Big Bang Fair.  Female participation in the organised events is high. S1.1 aims to 
increase events targeted for women.   
 
The aims, strategies and publicity of the programme are regularly reviewed by the Access and 
Outreach Committee.  An extensive overhaul has been made of the web-pages 
(http://www2.physics.ox.ac.uk/about-us/outreach) including addition of a series of podcasts 
(podcasts.ox.ac.uk/units/department-physics) with recorded department talks and ‘flash talks’ 
specially designed for the public; 73 videos are currently available, of which ~30% feature female 
scientists.   

 
 
 
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.  
 
 

(i) Maternity return rate – comment on whether maternity return 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. 

 
Oxford University operates a generous maternity leave scheme that aims to facilitate the best 
experience for the mother and encourage an eventual return to work 
(http://www.admin.ox.ac.uk/personnel/during/family/). Return rates are high (table 22). All have 
returned to work after maternity leave in recent years, apart from the occasional one whose 
maternity leave and end of contract coincided.     

 
 Maternity Leave Returners Non-returners 

2008 4 4 0 

2009 3 2 1 
(end of contract) 

2010 4 4 0 

2011 7 7 0 

2012 4 4 0 

2013 8 7 1 
(end of contract) 

Table 22: Numbers taking and returning from maternity leave. 

 
(ii) 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. 
 
All members of the department are advised about maternity/paternity/adoption/parental 
leave at induction and this is reinforced by web-information and annual e-mails. Paternity 
Leave uptake (table 23) is relatively steady (apart from a sharp peak in 2011, the reasons for 
which are not obvious). No requests for adoption leave have been made but they would 
certainly have been met in full. When upcoming changes to Shared Parental Leave come into 
force (April 2015) it will be advertised widely and full participation encouraged.   

‘96% of women and 90% men to whom it 
was relevant agreed that ‘The Department 
has clear and transparent policies on 
maternity/paternity leave and these are 
consistently applied’ 

http://www2.physics.ox.ac.uk/about-us/outreach
http://www.admin.ox.ac.uk/personnel/during/family/
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Year No. Taking  

Paternity Leave 

2008 5 

2009 3 

2010 4 

2011 12 

2012 3 

2013 3 

Table 23: Numbers taking paternity leave. 

 
 

(iii) 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. 
 
There have been no formal applications for flexible working from academic or research staff 
because the culture of informal flexibility works so well – see next section.  
  

b) For each of the areas 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. 
 

(i) Flexible working – comment on the numbers of staff working 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 available. 
 

The university has a well-developed scheme for flexible working, advertised extensively on the 
web, at induction courses and SDDs (http://www.admin.ox.ac.uk/personnel/during/flexible/). 
However, it tends to be used primarily by support staff. Academic and research staff are much 
more in control of their work-schedule and the majority employ informal flexible working e.g. to 
avoid rush-hour, work around child-care or work from home when appropriate. The department  
encourages this autonomy, provided it is not abused, and understands that quality of work does 
not equate with hours in the department, provided staff are present when required e.g. for 
teaching, meetings and regular departmental seminars (now scheduled in core hours). There is 
thus a strong culture of flexible working and no formal requests have been received.       

 
(ii) Cover for maternity and adoption leave and support on return – explain what the 

department does, beyond the university maternity policy package, to support female staff 
before they go on maternity leave, arrangements for covering work during absence, and to 
help them achieve a suitable work-life balance on their return. 

 
The department provides extensive pre-/post- maternity leave support. The maternity pay is very 
generous (6 months full pay plus 3 months SMP), which reduces financial pressures to return to 
work early. Extensive information is available via web-pages and regular e-mails. The department 
has introduced a one-to-one discussion with the HR-Manager (B26) to discuss options ahead of 
time, reminding them e.g. that annual leave continues to be accrued whilst on leave and can be 
used creatively on return, for example to give a period of part time working on full salary.  
 

http://www.admin.ox.ac.uk/personnel/during/flexible/
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The University has the highest level of childcare-provision in the HE-sector, with 390 places across 
15 sites, four being designated University nurseries.  This is higher than any other Russell Group 
University, providing a ratio of 1 nursery space per 29 staff (sector average is 1:71).  Four colleges 
operate independent nurseries, providing a further 60 places. Plans are underway to establish a 
5th University nursery in 2015/16. The department sponsors (and thus underwrites) 6 nursery 
places, available to all staff and allocated using needs-based criteria, and it will bid for more as 
soon as they are available. There is also a salary-sacrifice scheme for payment of nursery fees that 
reinvests all savings made on national insurance contributions into nursery provision. It also offers 
a childcare voucher scheme and parental needs are taken into account when allocating parking 
permits. 
 
A major new initiative in 2013/14 was a new designated baby/child room in the department, fully 
equipped with baby-changing facilities, a sink, microwave, kettle, a small fridge for storing baby 
food/milk along with a comfortable chair for nursing mothers. The room can be locked for privacy 
and the lights dimmed to create a more relaxing environment.  
 
During maternity leave teaching is re-distributed to other staff (using the work allocation model) 
and research responsibilities are covered by colleagues. For fixed-term postdocs the tenure is 
appropriately extended. On returning to work teaching loads can be ramped-up slowly and 
requested adjustments to teaching loads are always reviewed favourably.  To help regain career 
momentum MPLS acquired EPSRC-funding for a pilot-scheme in 2011-13 to help returners with 
e.g. buy-outs from teaching and additional research/admin support. Feedback indicated that 
relatively modest levels of funding had a significant impact. Five awards went to Physics recipients: 
“The EPSRC grant was a great incentive to kick-start my career after a 6-month maternity leave...”; 
“It has helped me raise my profile and make me feel part of the scientific community again...”. 
Following this, the University launched its own scheme in 2014 and a further 3 physicists have so 
far benefited from this.  
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Bronze Action Plan 2012-14 
 

Identified priority Relevant 
sections 

 

Completed actions Description of 
actions required 

Measures of 
success 

Responsible 
person/group 

Timeline Progress Assessment 

B1. Grow the 
number of girls 
interested in 
Physics through 
communicating 
with and enthusing 
them at an early 
age.    

3a)(i) 
3b)(ii) 
6b)(v) 

1.1 Around 200 
outreach events 
held each year, 
reaching around 
8500 
schoolchildren 
(roughly 4000 
schoolgirls).  
 
1.2 “Stargazing 
Oxford” (January 
2012) attracted 
over 1200, 
including equal 
numbers of boys 
and girls.  

1.3 Continue to 
offer a wide-
ranging 
programme of 
outreach events 
attractive to girls.  
 
 
1.4 Monitor 
success by getting 
feedback from girls 
attending outreach 
activities and 
keeping track of 
gender split.  

1.3 Outreach 
programme 
offered and 
rated 
“exemplary” by 
external review 
of Physics.  
 
1.4 Reach a 
large number of 
girls and achieve 
positive 
feedback; long-
term, increase 
number of girls 
opting to study 
Physics.  
 

Schools Liaison 
Officer 
 
 
 
 
 
 
Schools Liaison 
Officer; Head 
of Teaching 

Ongoing 
 
 
 
 
 
 
 
After each 
event 
 
 

Assessment: Good Progress 

 Continued successful programme 
reaching >10,000 students directly 
and >16,000 through British Physics 
Olympiad, including ‘girls in physics 
taster days’ plus ~1500 teachers and 
~61,000 members of the public (see 
table 21) 

 Extensive overhaul of web pages: 
http://www2.physics.ox.ac.uk/about-
us/outreach.  

 Aims, strategies and publicity 
regularly reviewed by the Access and 
Outreach Committee. 

 Approx. 30% of Physics Dept. 
podcasts feature female presenters: 
(podcasts.ox.ac.uk/units/department
-physics) – see also B6    

 External review of Physics 
Department, including Outreach 
Programme held November 2014; 
outcome yet to be receive.  

Future action? Yes - see  S1.1   

B2. Motivate 
women to follow 
careers and 
develop leadership 
roles in Physics.   

3b)(i) 
4b)(ii) 
5a)(iii) 
6a)(ii) 

2.1 “Future Science 
Leadership 
Seminars at 
Oxford” event 
held, September 
2011; attendees 
required to give 
two talks to girls in 
schools.  

2.2 Seek long-term 
funding to repeat 
this event on a 
biennial basis.  
 
  

2.2 Funding 
obtained; 
events repeated 
biennially and 
attended by 
majority of UK 
female Physics 
graduate 
students.  

Head of 
Department 

September 
2013, or as 
soon as 
possible 
thereafter; 
biennially 
thereafter.  

Assessment: Excellent Progress 

 First UK Undergraduate Women in 
Physics Conference (CUWiP UK) 
funded and being organised for 20-22 
March 2015 by Professor Daniela 
Bortoletto, Jena Meinecke, and the 
newly formed Oxford Women in 
Physics (WiP) Society Committee   

 Will include talks by inspirational 
female physicists; workshops and 

http://www2.physics.ox.ac.uk/about-us/outreach
http://www2.physics.ox.ac.uk/about-us/outreach
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panel discussions; opportunities for 
networking and informal mentoring; 
tours of Oxford and National 
laboratories  

 Event will also provide leadership 
opportunities for students and 
postdocs in the Oxford Physics 
Department 

Future Action? Yes – see S1.2. 

B3. Identify and 
counteract causes 
of women opting 
to take 3-year BA 
rather than 4-year 
MPhys.  

3b)(ii) 3.1 Focus groups 
held (March 2012) 
and some causes 
identified.   
 
3.2 Removed 
barrier to students 
enrolled on MPhys 
downgrading to 
BA.  
 
3.3 Discussed issue 
with Athena SWAN 
Coordinator in 
Mathematics 
(where similar 
problem 
identified).  

3.4 Repeat focus 
group and survey 
students.  
 
3.5 Develop further 
actions to alleviate 
attrition of female 
students, including 
providing more 
information about 
the 4

th
 year and 

ensuring tutors 
encourage women 
to remain for the 
4

th
 year where 

appropriate.  
 
3.6 Implement 
series of talks from 
former students on 
career options and 
obtain feedback.  

3.3 Focus group 
and survey held; 
data analysed.  
 
3.5 Reduction in 
gender 
difference of 
numbers 
remaining for 
4

th
 year.  

 
 
 
 
 
 
 
3.6 Talks 
implemented 
and positive 
feedback 
received.   

Schools Liaison 
officer 
 
 
Head of 
Teaching  
 
 
 
 
 
 
 
 
 
 
Head of 
Teaching 

Annual 
 
 
 
October 2012 
and annually 
thereafter  
 
 
 
 
 
 
 
 
 
April 2013 
 
 

Assessment: Excellent Progress 

 e-mail survey of 2
nd

 year UGs carried 
out (2012) and feedback analysed  

 Gillies scholarships developed to 
encourage those ‘from under-
represented groups undertaking their 
final year of the four-year Physics 
undergraduate degree’  
http://www.campaign.ox.ac.uk/news
/gillies_scholarship.htm  

 Summer Intern programme 
expanded, to allow students to 
sample research projects that are 
typical of 4

th
-year projects 

 Women in Physics (WiP) Mentor 
Programme introduced 2014. 

 Annual Careers Event organised by 
Teaching Committee 

 
Future Action? Yes – see S1.3, S 1.5.   

B4. Identify and 
eliminate any 
attrition of women 
due to Physics 
Aptitude Test 
(PAT) employed 
for undergraduate 

3b)(v) 4.1 PAT data 
collected since 
2006 and 
correlated with 
subsequent degree 
performance.  
 

4.2 Reduce number 
of multiple choice 
questions in 
response to 
evidence more 
females not 
completing test.  

4.2 No gender 
bias in numbers 
completing test.  
 
 
 
 

Head of 
Teaching 
 
 
 
 
 

Autumn 2012 
 
 
 
 
 
 

Assessment: Some Progress 

 PAT results analysed in detail; show 
good correlation with finals results, 
confirming usefulness as predictors of 
success; so far little impact seen from 
changes to guidance and format of 
tests but results will be monitored 

http://www.campaign.ox.ac.uk/news/gillies_scholarship.htm
http://www.campaign.ox.ac.uk/news/gillies_scholarship.htm
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admissions.    
4.3 Continue to 
monitor PAT data 
and refine PAT 
accordingly; 
continue to 
correlate with 
performance in 
first year and finals.   

4.3 Further 
reduction in 
gender 
difference in 
PAT scores, 
tending towards 
elimination of 
differences. 

Head of 
Teaching / 
Academic 
Administrator 
 
 

Annual 
 

carefully; additional UCAS 
information will continue to be taken 
into account in shortlisting process 

 Guidance from schools improved: 
number of schools involved in 
advising on PATs increased  from 2 to 
4 schools, resulting in much more 
active advisory group 

 New MPLS ‘Bridging’ programme, 
introduced to help bring students 
quickly up to speed at outset of 
course 

Future Actions? Yes – see S1.4 

 
B5. Identify and 
eliminate any 
gender bias in 
graduate 
admissions.  

3b)(v) 5.1 Identified loss 
of women between 
offers and 
acceptances in 
Theoretical Physics; 
clearer guidelines 
issued to 
candidates on 
format of 
interviews (3 
women accepted 
places in 2011, 
compared with 2 
between 2006-10).  
 

5.2 Continue to 
monitor data and 
get feedback from 
graduate students 
to assess the 
application and 
assessment 
procedures; refine 
procedures where 
necessary.  

5.2 No gender 
bias in graduate 
admissions 
across all sub-
departments.   

Director of 
Graduate 
Studies 

Annual Assessment: Good Progress 

 Statistics assessed; small increase is 
seen in female percentages  

 no gender bias apparent but 
continued active involvement and 
encouragement  required to increase 
proportion of women at graduate 
levels 

 
Future Action? Yes – see S2.3. 

B6. Improve 
representation 
of women in 
departmental 
literature, 
website, wall 
displays.   

3b)(v) 
4b)(i) 
6b)(iv) 

6.1 Website and 
undergraduate 
brochures include 
students of both 
genders, from a 
range of ethnic 
backgrounds.  
 
6.2 Large 
photographs of 

6.3 Seek funding 
for individual to 
work on updating 
photographic and 
other displays in 
rest of department, 
including 
photograph 
celebrating success 
stories (both male 

6.3 Funding 
obtained and 
new displays 
installed.  

Head of 
Department 

April 2012-
2015 

Assessment: Good Progress  
Although we haven’t yet updated our 
photographic displays we have made 
notable progress in other areas: 

 Physics Dept web pages extensively 
overhauled e.g. podcast 
(podcasts.ox.ac.uk/units/department
-physics) with large number of ‘flash 
talks’ - 73 videos available, of which 
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successful female 
academics 
displayed in 
Astrophysics, with 
captions detailing 
their contributions.  

and female, 
contemporary and 
historical).   

approx. 30% feature female 
scientists   

 The Equality and Diversity web 
pages substantially revised and 
improved  

 Notable successes of women 
featured in Departmental newsletter 
e.g. Jocelyn Bell Burnell elected 
president of Royal Society of 
Edinburgh in Spring 2014 Newsletter 

Future Action? Yes – see S5.4 

B7.Monitor and 
improve 
academic 
confidence of 
female 
undergraduates
. 

3b)(vi) 
3b)(ii) 

7.1 Discussion with 
Athena SWAN 
Coordinator in 
Mathematics 
identified that 
females have less 
confidence in their 
academic 
attainment and 
fewer aim for a 1

st
 

in other 
departments.  
 

7.2 Hold focus 
group and short 
survey and 
determine if similar 
issues arise in 
Physics.  
 
7.3 Develop 
appropriate 
actions.  
 

7.2 
Development of 
appropriate 
actions.  
 
 
7.3 Reduced 
gender 
difference in 
academic 
ambitions and 
attainment 

Head of 
Teaching  
 
 
 
Head of 
Teaching 

Spring 2013 
 

 
 
 
April 2013 - 
2014 

Assessment: Excellent Progress 

 Women in Physics (WiP) Society set 
up to ‘promote career development 
of women in physics while providing 
a welcoming support network and to 
enhance the experience of women 
working in the department through 
increased interaction with peers, 
mentors, and role models’  

 Regular informal monthly tea 
sessions held at different times of 
the day and different venues to 
ensure maximum accessibility to all 
departmental females. Termly 
lunchtime and evening social events 
also organised. Committee 
representation from undergrads, 
graduate students, postdocs, 
professors and staff   

 WiP Chair sits on EDC and vice versa 

 WiP Mentoring Scheme set up in 
time for incoming students in 
autumn term 2014.  The programme 
allows undergraduates, graduates, 
and postdocs the opportunity to talk 
to more senior members of the 
department about developing their 
education and careers in a 
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supportive, one-on-one personalized 
environment.  Enthusiasm for the 
programme has been substantial ; 
currently 10 mentees; expansion 
planned for next year 

 First UK Undergraduate Women in 
Physics Conference organised for 20-
22 March 2015 (see Action B2)  

 Gillies scholarships developed to 
encourage those ‘from under-
represented groups undertaking 
their final year of the four-year 
Physics undergraduate degree’   

 Summer Internships expanded (see 
Action B3) 

Future Actions? Yes – see S1.2, S1.3 

B8. Introduce 
same 
departmental 
benefits (e.g., 
sabbaticals) for 
“effective 
academic” 
grades.  

3b)(vii) 8.1 Same benefits 
rolled-out.  
 
 
 

8.2 Communicate 
the benefits to 
those affected and 
monitor take-up to 
ensure equality 
between 
substantive and 
effective 
academics.  

8.2 Equal take-
up between 
substantive and 
effective 
academics.  

HR Manager Ongoing Assessment: Excellent Progress 

 Sabbaticals now available for all 
academics  
Effective Academics included in 
workload model in identical manner 
to other academic staff  

 
Future Action? No – action completed 

B9. Ensure 
research staff 
are aware of 
career 
/professional 
development 
options.  

4a)(ii) 9.1 Held 
discussions with 
PDRAs about career 
paths in Physics 
(April 2012).  

9.2 Organise annual 
event for PDRAs  to 
illustrate career 
options and 
support at Oxford 
and provide an 
opportunity for 
networking.  
 

9.2 PDRAs more 
aware of 
different career 
paths open to 
them; uptake of 
career support 
and training 
increased. 
 

Athena SWAN 
Coordinator 

Spring 2013 
and annually 
thereafter 

Assessment: Excellent Progress 

 Careers events and opportunities 
regularly e-mailed to department; 
Equality and Diversity www-pages 
and WiP www-pages point to sources 
of information and guidance 

 Physics Postdoc Liaison Committee 
completely re-vamped; chaired by 
HoD; much more active group, 
organises regular careers events to 
advertise wide source of information 
and guidance; has also been 
expanded and extended to involve 
more alumni talks 
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 Increased emphasis on Staff 
Development Discussions  (SDD; 
these are now compulsory) including 
discussion of career plans etc 

 WiP Mentoring Scheme – see Action 
B7 

 
Future Action? No specific action 
required; related activities are 
addressed by action S3.1, 5.3.     

 
 
B10. Introduce 
compulsory 
career review 
for PDRAs 
extending 
employment on 
fixed-term 
contracts.  

4a)(ii) 
5a)(i) 
6a)(ii) 

10.1 New form 
introduced when 
re-appointing to 
ensure this is done; 
new procedure 
communicated to 
research staff and 
line managers.  

10.2 Catch-up 
review of those on 
successive fixed-
term contracts.  
 
 
 
10.3 Reviews held 
(e.g., 6 months) 
before end of 
contract; monitor 
outcomes.  
 
 
 
 
10.4 Solicit 
feedback from 
PDRAs in each 
subdepartment.  

10.2 Migrate 
PDRAs to open-
ended contracts 
where 
appropriate.  
 
10.3 
Appropriate use 
of repeated 
contracts and 
migration to 
open-end 
contract where 
appropriate.  
 
10.4 PDRAs  
satisfied with 
procedures; 
procedures  
modified if 
appropriate.  
 

HR Manager 
 
 
 
 
 
Line Manager; 
monitored by 
HR Manager 
 
 
 
 
 
HR Manager 
 
 

Ongoing 
 
 
 
 
 
As 
appropriate 
 
 
 
 
 
 
 
October 2013 

Assessment: Excellent Progress 

 Review of fixed-term contracts 
carried out and a number of staff re-
graded (11M, 4F); 14 staff moved to 
open-ended contracts, in past 3 
years, of which 2 (17%) were women 

 Compulsory career reviews 
implemented whenever renewal of 
fixed-term contract is requested   

 
Future Action? No further action 
required apart from monitoring of 
career reviews by Personnel Committee 

B11. Ensure 
there are 
sufficient 
qualified chairs 

4b)(i) 11.1 Recruitment 
and selection 
refresher courses 
approved by Oxford 

11.2 Refresher 
courses provided 
and attended by 
wide range of staff; 

11.2 Increased 
pool of qualified 
panel chairs.  

MPLS Senior 
Personnel 
Manager 

Summer 2012; 
monitored 
annually.  

Assessment: Limited Progress 

 Regular recruitment training 
maintained through on-line material  

 Face-to-face recruitment training 
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for interview 
panels.  

Learning Institute.  number of qualified 
chairs monitored 
annually.  
 

also maintained despite pressure to 
move entirely to on-line training  

 Collection of statistics has improved 
but still not achieving 100% 
collection rate, especially 
information on gender of panel  

Future Action? Yes – see S4.2  

B12. Improve 
gender balance 
of recruitment 
panels  

4b)(i) 12.1 Memo sent to 
PIs and 
Administrators 
noting that women 
on panels need not 
be faculty, while 
balancing against 
need to not  
overload women.  

12.2 Continue to 
monitor and 
improve gender 
balance on 
recruitment panels.  
 
 
 
 

12.2 100% of 
panels gender-
balanced (at 
least one 
woman) 
without 
negatively 
impacting on 
workload of 
women.  
 

HR Manager 
 
 
 
 
 
 
 

Annual 
 
 
 
 
 
 
 

Assessment: Limited Progress 

 Gender balance improved in most 
sub-department recruitment 
exercises but collection of statistics 
has been sporadic and thus difficult 
to interpret  

 Some sub-departments have few 
senior women, making this a difficult 
target; the possibility of senior 
female researchers serving on 
recruitment panels is under 
discussion 

 
Future Action? Yes – see S4.2 

B13. Develop 
Athena SWAN 
webpage.  
 

4b)(i) 
5a)(iii) 
7b)(ii) 

13.1 Implement 
initial webpage.   
 

13.2 Maintain 
webpage content.  

13.2 Webpage 
up to date each 
year and being 
accessed by 
staff (assessed 
by “hits”).  

Athena SWAN 
Coordinator 

Review 
annually 

Assessment: Good Progress 

 Annual review carried out  

 Pages have been substantially 
updated and expanded to include 
more pointers to guidance e.g. on 
matters such as mental health issues  

  Automatic monitoring of page ‘hits’ 
needs to be implemented  

Future Action? No specific action 
required (will form part of routine 
activities); will also form part of action 
S5.4 

B14. Improve 
information 
available to 
parents 

4b)(i) 14.1 Produced 
parents factsheet 
and made available 
from Athena SWAN 
webpage.  

14.2 Update 
annually or as 
appropriate.  

14.2 
Information up-
to-date.  

HR Manager Annual Assessment: Excellent Progress 

 Equality and Diversity web-pages 
substantially updated and expanded  

Future Action? No specific action 
required 
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B15. Publicise 
programmes to 
support 
women‘s career 
development 

4b)(ii)  15.1 Publicise 
Springboard, Ad 
Feminam, OxFEST 
and Divisional and 
external grants to 
support returning 
women in 
Induction 
Programme and 
more widely.  
 
15.2 Monitor 
uptake.  

15.1 Women 
are aware of 
these 
programmes.  
 
 
 
 
 
 
15.2 Uptake 
increases.   

HR Manager 
 
 
 
 
 
 
 
 
HR Manager 

May 2012, 
review 
annually 
 
 
 
 
 
 
Review 
annually 
 

Assessment: Good Progress 

 Equality and Diversity web pages 
have been updated with improved 
information; more advertisement 
carried out through WiP; frequent e-
mails sent out advertising these 
events    

 Improved communication  will now 
be possible through WiP network 

 8 awards to maternity-returners 
from EPSRC/MPLS returners fund; 
uptake statistics will be routinely 
monitored in future  

Future Action? No specific action 
required - subsumed into actions S1.3, 
S3.1, S5.2 

 
B16. Increase 
number of 
sponsored 
nursery places.  

4b)(ii) 
7b)(ii) 

16.1 Successful bid 
for 6 sponsored 
nursery places.  
 
16.2 Survey staff to 
determine ongoing 
need.  
 

16.3 Bid for 
additional 
sponsored nursery 
places when 
opportunity next 
arises.  
 
16.4 Solicit and 
review feedback on 
allocation 
procedures.  
 
16.5 Continue to 
monitor need.  
 

16.3 Additional 
nursery places 
provided.  
 
 
 
16.4 Satisfaction 
with allocation 
procedure.  
 
16.5 Awareness 
of demand for 
additional 
places.  
 

HR Manager 
 
 
 
 
 
HR Manager 
 
 
 
HR Manager 
 

Next call  
 
 
 
 
 
As places 
become 
available.  
 
January 2014 
and biennially 
thereafter.  

Assessment: Excellent Progress 

 No new nursery places have been 
made available for sponsorship but 
department will bid as soon as the 
opportunity arises (scheduled for 
early in 2015) 

 A dedicated room for staff with 
young children has been developed, 
fully equipped with e.g. baby-
changing facilities, kettle, fridge, 
microwave, comfortable chair and 
low lighting 

 Extensive review carried out by 
University on demand-level for a 
new nursery; plans are underway to 
develop a 5

th
 dedicated University 

nursery for 2015/16   
 
Future Action? No specific action 
required (nursery places will be bid for 
as part of routine activities)  
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B17. Implement 
compulsory 
annual staff 
review for 
research staff 

5a)(i) 17.1 Annual review 
scheme developed 
and implemented.  
 

17.2 Monitor 
compliance and 
satisfaction, and 
respond to generic 
issues arising.  
 

17.2 100% 
compliance and 
satisfaction with 
scheme 

Senior 
Administrator 
 

Annual 
 
 

Assessment: Satisfactory Progress 

 Staff Development Discussion is now 
compulsory with high compliance 
 

Future Action? No – analysis of feedback 
and subsequent revision of format / 
guidelines etc will continue, but this is 
no longer felt to be  a gender issue and 
will be performed by the Personnel 
Committee and routinely monitored by 
EDC  

B18. Ensure 
staff and 
students are 
aware of 
professional 
and personal 
development 
opportunities.  

5a)(ii) 
5a)(iii) 

 18.1 Consider how 
signposting can be 
best achieved and 
implement 
resultant actions.  
 
 
 
 
18.2 Streamline 
and improve 
communication to 
PDRAs.  
 

18.1 Staff and 
students are 
aware of 
available 
opportunities 
assessed in the 
2014 surveys.   
 
 
18.2 
Communication 
is efficient and 
effective.  

Equal 
Opportunities 
and Diversity 
Committee, 
HR Manager, 
Director of 
Graduate 
Studies 
 
Equal 
Opportunities 
and Diversity 
Committee 

Summer 2012, 
assess in 2014 
staff and 
student 
surveys.  
 
 
 
 
Summer 2012 

Assessment: Good Progress  

 Careers events and opportunities 
regularly e-mailed to department; 
Equality and Diversity www-pages 
and WiP www-pages point to sources 
of information and guidance 

 Physics Postdoc Liaison Committee 
completely re-vamped; much more 
active group, Committee organises 
regular careers events to advertise 
wide source of information and 
guidance and graduate students are 
included where space allows; 
separate events are organised by 
Graduate Liaison Committee on 
issues more relevant to graduate 
students.  

 Increased emphasis on Staff 
Development Discussions which are 
now compulsory, including 
discussion of career plans etc 

 WiP Mentoring Scheme – see Action 
B7 

Future Action? No – subsumed into 
S1.43 S3.1, S5.3  

B19. Provide 
information on 
life as a 

5a)(iii) 19.1 Produced 
factsheet and 
posted on Athena 

19.2 Monitor hits 
and solicit 
feedback.  

19.2 Factsheet 
is being read 
and well 

Athena SWAN 
Coordinator 

April 2013 Assessment: Excellent Progress  

 Women in Physics (WiP) web-pages 
developed 
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graduate 
student.  

SWAN webpage. received.  
 
 
 

 Equality and Diversity web-pages 
revised and expanded, including the 
fact sheet and much other 
information 

Future Action? No specific follow-on 
action required. 

B20. Increase 
the voice of 
graduate 
students in 
Departmental 
governance.  

5a)(iii)  20.1 Contact all 
graduate students 
to advise of the 
Physics Joint 
Consultative 
Committee  
(PGJCC).  
 
 

20.1 Increased 
awareness of 
PGJCC in 
graduate 
student survey.  

Director of 
Graduate 
Studies 

May 2012 Assessment: Limited Progress  

 PGJCC renamed Graduate Liaison 
Committee, which acts as prime 
conduit between postgrad students 
and Department    

 website revised to publicise their 
role and encourage graduates to 
communicate through them  

 Graduates sit on a variety of 
committees within the physics 
department e.g. EDC 

 Graduate careers event held 
annually; tours of labs organised so 
students can see what else goes in 
other departments   

 
Future Action? Yes – see S3.2 

B21 Improve 
induction 
programme so 
that all new 
staff are aware 
of benefits and 
opportunities, 
including 
professional 
development 
opportunities  
 

5b)(ii) 21.1 Staff induction 
programme 
implemented.  
 
 
 

21.2 Review 
annually.  

21.2 Satisfaction 
with induction 
programme and 
increased 
awareness of 
resources 
available in 
2014 staff 
survey.  

HR Manager 
  

Annual 
 
  

Assessment: Excellent Progress  

 Review of material used for staff 
induction talk substantially revised; 
Equality and Diversity components 
extensively reviewed by EDC. As well 
as information on benefits and 
career development etc the 
following topics have been 
introduced or revised:  

 Stress, including pointers to support 
web-sites 

 Equality and Diversity, including 
description of many of the actions 
initiated by the AS Action Plan 

 Harrassment is specifically included 
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in induction presentation, including 
role of Harrassment Advisors and 
pointers to support structures 

 Induction programme is working 
well, with positive feedback from 
those attending 

 
Future Action? Yes – see S2.2. 

 
B22.Ensure 
accurate record 
and equitable 
distribution of 
workload.  

6b)(ii) 22.1 Develop pilot 
database.  

22.2 Pilot and 
refine database on 
small sample of 
staff.   
 
22.3 General roll 
out of database.  
 
 
22.4 Develop, 
refine and 
implement work 
allocation model.  

22.2 Pilot 
database rolled 
out.  
 
22.3 Database 
recording all 
workload.  
 
22.4 Model 
used in 
allocation of 
workload.  

Senior 
Administrator 
/ Bernard 
West 
 
Senior 
Administrator 
/ Bernard 
West 
 
Head of 
Department 

April-
September 
2012  
 
October 2012 
– September 
2013 
 
October 2013 
– September 
2014 

Assessment: Excellent Progress  

 New database developed and 
employed to record and distribute 
workload 

 Staff regularly requested to update 
entries in the database 

 Workload distribution analysed to 
ensure equitable distribution 

 
 
Future Action? Yes – see S4.3. 

B23. Move key 
meetings to 
core hours to 
enable 
attendance by 
those with 
family 
responsibilities.  
 

6b)(iii) 23.1 Teaching 
Faculty Committee 
moved from 1630 
on Fridays to 1300 
on Tuesdays. 
  
23.2 Research 
Forum held at 1300 
on Tuesdays.  
 
23.3 Some seminar 
series (e.g., AOPP, 
Astrophysics) 
moved to core 
hours where 
specific need 
identified.  

23.4 Review timing 
of departmental 
colloquium.  
 
23.5 Monitor 
meetings and 
seminars scheduled 
outside core hours, 
and explore options 
for rescheduling 
where specific 
needs arise.  
 

23.4 Colloquium 
at family-
friendly time 
 
23.5 Satisfaction 
with timings in 
2014 staff 
survey 

Head of 
Department 
 
 
Athena SWAN 
Coordinator 

April 2013 
  
 
 
Ongoing; 
review 
annually 

Assessment: Excellent Progress  

 All department meetings continue to 
be held in core hours, usually 
between 10-4pm  

 Questionnaire was circulated to the 
department in 2013 regarding timing 
of Colloquia; trial to move Colloquia 
to 14.00 planned for 2015 

 74% females, 73% males agreed / 
partially agreed that meetings are 
timed to take into account personal 
responsibilities 

Future Action? No follow-on action 
required, apart from routine monitoring. 
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B24. Increase 
usage of 
workshops by 
women.  

6b)(iv)   24.1 Ongoing 
action to make the 
workshop 
environment more 
women-friendly 
and monitor usage 
by women.  

24.1 No gender 
bias in usage 
statistics.  

Workshop 
Manager 

Review 
annually 

Assessment: Good Progress  

 Statistics of workshop usage 
examined  

 no gender bias observed  

 usage is in line with proportions of 
women in department 

 
Future Action? No follow-on action 
required; statistics will continue to be a 
standard monitoring item 

B25. Enable 
social and 
professional 
networking, in 
particular for 
Research Staff.  

7b)(iv) 25.1 Research Staff 
meetings held to 
identify issues and 
desired actions.  

25.2 Hold regular 
lunchtime events 
for Research Staff, 
including 
presentations on 
career 
development 
options inside and 
outside academia.  
 
25.3 Develop 
Departmental 
social networking 
pages on Facebook 
and Twitter.  

25.2 Research 
staff report 
feeling better 
integrated, and 
better aware of 
career options, 
in 2014 survey.  
 
 
25.3 Increased 
knowledge of 
opportunities 
and integration 
into 
Department.  
 

Director of 
Graduate 
Studies, 
reviewed by 
Equal 
Opportunities 
and Diversity 
Committee.  
 
25.3 Alumni 
Officer (due to 
overlap with 
existing 
Alumni 
actions) 

Autumn 2012, 
reviewed 
annually.  
 
 
 
 
 
 
Autumn 2012, 
reviewed 
annually.  

Assessment: Excellent Progress  

 Postdoc Liaison Committee 
revamped; activities organised 
around social events e.g. lunch-time 
events with sandwiches provided, to 
encourage networking across 
department  

 Sub-department welcome events 
held plus regular and varied social 
events throughout the year 

 Annual careers event organised for 
postdocs being extended to more 
frequent events including Alumni 

 Women in Physics Society organises 
frequent social events, including 
regular tea-parties, evening events, 
etc which are extremely popular and 
valued especially by those women 
working in sub-departments with 
few female members 

 65% research staff agree / partly 
agree with the statement ‘I have a 
voice about things that affect me’ 

Future Action? Yes – see S3.2, S5.2 

B26. Improve 
administration 
of maternity 
leave on 

7b)(ii) 26.1 Agreement 
that department 
will underwrite 
shortfall on grants 

26.2 Implement 
formal policy for 
improved 
administrative 

26.2 Staff and 
PIs report 
seamless 
support for 

Senior 
Administrator 
 
  

December 
2012 
 
  

Assessment: Excellent Progress  

 Clearer guidelines provided on web;  
administrative process for maternity 
leave more streamlined; staff  are 



57 
 

research 
contracts.  

arising directly 
from maternity 
leave and money 
claimed back from 
research council 
not fully covering 
this.  
 

support of grants 
with maternity 
leave and provide 
clear guidelines for 
PIs, and survey PIs 
and staff involved 
post-leave.  
 

entire maternity 
leave process.  

invited to discuss with HR before 
going on maternity leave e.g. about 
maternity benefits, KIT days and 
leave options  

 Staff survey feedback – the 
overwhelming majority of 
respondents (96%) agreed that the 
university has clear and transparent 
policies on maternity / paternity 
leave and that they are consistently 
applied 

Future Action? No specific follow-on 
action required 

 
 
B27. Develop 
and implement 
formal policy 
on dealing with 
stress in the 
workplace.  

8 27.1 Formal policy 
developed by 
Athena SWAN 
subgroup and 
implemented by 
Physics 
Management 
Committee.  
 
27.2 Programme of 
seminars on 
managing stress 
given to 
subdepartments 
and other groups (7 
given to date).  
 

27.3 Continue to 
offer seminars to 
relevant staff and 
student units.  
  
27.4 Further 
analysis of survey 
data on stress in 
the workplace  
 

27.3 Seminars 
given to all 
units.  
 
 
 
27.4 Reduced 
staff stress 
levels.  

Athena SWAN 
Coordinator 
 
 
 
Athena SWAN 
Coordinator 
 

Annual 
 
 
 
 
April 2014-
2015 

Assessment: Excellent Progress  

 Addressing workplace stress 
continued to be a high priority for 
the department; academic staff have 
had training briefings covering e.g. 
how to recognise it, how to avoid 
causing it, where support 
mechanisms can be found   

 Induction presentations now include 
material on workplace stress, how to 
avoid it, where to go for support  

 Focus groups identified that the 
main groups reporting undue 
workplace stress were research staff 
/ graduate students and much of the 
stress was associated with the short-
term nature of their contracts, the 
difficulties of establishing a long-
term career in science and 
associated uncertainties in terms of 
their future prospects. As a result, 
there has been strong emphasis on 
improving career support / guidance 
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and provision of support networks   
Future Action? Yes – see S5.3 

B28. 
Harassment 
Officers 

8 28.1 Email 
circulated inviting 
volunteers to act as 
Harassment 
Officers.  

28.2 Appointment 
of 2 new 
Harassment 
Officers.  
 
28.3 Publicise 
identity of 
Harassment 
Officers 

28.2 
Harassment 
officers in post.  
 
 
28.3 Most staff 
and graduate 
students aware 
of Harassment 
Officers in 2014 
surveys.  

Senior 
Administrator 
 
 
Senior 
Administrator 
 

July 2012 
 
 
 
July 2012 

Assessment: Good Progress  

 7 new Harassment Officers now in 
place (of both genders and different 
seniority levels) 

 all have attended focused induction 
course provided by university; 
regular networking lunches are held 
for harassment officers, organised by 
the University Equality and Diversity 
Unit 
http://www.admin.ox.ac.uk/eop/har
assmentadvice/  plus extensive array 
of excellent, easily-accessible 
specialist training sessions to help 
maintain and develop their skills  

 Existence and role of the Harassment 
Officers extensively advertised 
through notice boards,  induction 
courses, at HoD talks to staff and 
through the revised E&D web-site  

Future Action? Yes – see S5.3.  

B29. Staff and 
student survey.  

Most sections  29.1 Rerun survey 
of staff and survey 
graduate students 
 
29.2 Analyse results 
 

29.1 Benchmark 
progress of 
actions. 
 
29.2 Updated 
action plan 

Athena SWAN 
Coordinator 
 
 
Athena SWAN 
Coordinator 
 

April 2014 
 
 
 
April 2014 - 
2015 
 

Assessment: Excellent Progress  

 2010 survey repeated Jan 2014 

 questions essentially the same to 
maintain consistency  

 Results analysed by Ms Alice Lazatti, 
a DPhil student in Sociology and 
trained statistician; results also 
benchmarked against previous 
survey 

 The survey polled for views on the 
department, department roles, 
recruitment / promotion, equality 
/diversity, communication, work-life 
balance, training / career 
development, management / 
supervision, integration /teamwork, 

http://www.admin.ox.ac.uk/eop/harassmentadvice/
http://www.admin.ox.ac.uk/eop/harassmentadvice/
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processes / policies. 

 Returns received from 216 members 
(~40%), a substantial increase over 
the response in 2010 (184 
respondents), suggesting staff felt 
previous survey had been 
worthwhile and had prompted 
positive actions from the department   

 Detailed analysis discussed 
extensively at EDC Committee 
meetings and results fed through 
into Action Plan assessment and 
future revised action plan  

 Summary report available to staff 
through EDC www-pages  

Future Action? No – future staff and 
student surveys will continue to be run 
routinely every 2-3 years and no specific 
action is therefore required  
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Silver Action Plan 2014-2017 
HoD = Head of Department; EDC = Equality and Diversity Committee; PMC = Physics Management Committee; WiP = Women in Physics Committee 

1. Actions specifically related to Undergrads 

Action Previous Actions Further Planned Actions Responsibility Timeline Success Measure 

S1.1 Attract more 
undergraduate 
applications from 
qualified women 

Extensive programme of 
outreach events already take 
place, with excellent 
participation by women  
 
Despite the outreach activities 
already in place, this remains 
an area of focus due to the 
low levels of women studying 
Physics at undergraduate level 

Continue and extend the department’s 
outreach programme and develop 
strategies for more effective activities to 
attract young women into physics 
 
Improve monitoring of gender-split of 
outreach work. 

 

Schools Liaison 
Officer  

Immediate 
and on-
going 
 
 
After each 
event 

 Outreach activities rated 
‘exemplary’ by External 
Review of Physics 

 Positive feedback from 
female participants  

 Improved collection of 
statistics with gender split 
of those  attending 
schools + department 
events where possible 

 Increase in percentages of 
girls applying to 
undergraduates physics at 
Oxford  

 S1.2 Take active 
leadership in UK to 
encourage more female 
undergraduate   
physicists to remain in 
physics careers 

‘Future Science Leadership’ 
event held in 2011 
 
 ‘Conference for 
Undergraduate Women in 
Physics (CUWiP)’ being 
organised for March 2015 

Hold CUWiP in March 2015, including 
inspirational careers talks, workshops, 
panel discussions etc  
 
Seek continued funding for CUWiP and 
hold as annual event 

HoD + WiP +EDC March 
2015 and 
annually 
thereafter  

 Funding for future events 
secured  

 Annual CUWiP held 

 Popularity of event 
demonstrated by many 
applications  

 Positive feedback from 
attendees 

S1.3 Raise confidence 
levels and encourage 
more women to 
continue into 4-yr 
MPhys Option 

Women in Physics (WiP)  
Society Mentoring Scheme set 
up;  
 
Gillies Scholarships set up 
 
Increased number of Summer 
Internships introduced 
 

1. Provide active support for WiP 
Mentoring Scheme and related 
activities:  

(a) encourage staff / students to join the 
WiP Mentoring  scheme 

(b) provide assistance in organising and 
administering it 

(c) help to organise specific events 
(d)  monitor uptake and feedback  

HoD + EDC + 
Head of 
Teaching  
 
 
 
 
 
 

On-going 
 
 
 
 
 
 
 
 

 All requests for mentoring 
scheme by female 
undergraduates are met 

 Positive feedback from 
WiP Mentoring 
participants on changed 
attitudes to 4th year 

 Continuation of Gillies 
Scholarships, 
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We believe these initiatives 
will have a positive impact on 
the number of women 
continuing to the 4th year. 
However, we will continue to 
monitor their effectiveness 
and introduce further 
strategies as needed 

2. Pursue continuation of Gillies 
sponsorship  

3. Pursue funding to expand 
opportunities for 2nd year undergrads 
to experience research environment 
in academic and industrial contexts, 
e.g. Summer Intern positions; collect 
statistics and analyse uptake.  

4. Undertake further research on 3rd-to-
4th year leakage e.g. involve Sociology 
and/or Experimental Psychology 
Department, and implement new 
strategies as appropriate. 

 
 
 

January 
2015 
 
Summer 
2015 
 
 
 
2016/17 
 

 Opportunities for all 2nd-
year undergrads to 
experience a research 
environment 

 Increased proportion of 
women choosing to stay 
for the 4-year MPhys 

S1.4 Analyse 
undergraduate 
admissions aptitude 
tests to identify and 
eliminate gender bias    
 

Data routinely collected and 
analysed (application 
numbers, aptitude test scores, 
shortlist numbers, offers made 
/ accepted). Guidelines 
improved and multiple choice 
questions shortened to ensure 
candidates complete all 
questions 
 
Despite these measures, the 
proportion of women short-
listed continues to be below 
the proportion applying 

Further analysis of Physics Aptitude Tests 
(PAT) to understand source of under-
achievement by girls; continue working 
with schools advisory group on PAT 
content and guidance; develop pre-PAT 
‘Bridging materials’ to help those with 
limited support in preparation for them 
and thus to aid familiarity with PAT-style 
problems.  Long-term aim is to increase 
the number of girls doing well on PATs so 
percentage of women shortlisted is 
increased.   

Head of 
Teaching 

Immediate 
and on-
going 

 Increased percentage of 
high quality women 
shortlisted for interview 
 

S1.5 Monitor 
undergraduate 
performance by gender 
and minimise gender 
bias 

Data routinely collected and 
analysed (3-yr BA and 4-yr 
MPhys option, mid-term 
transfers, finals results.  
 
‘Bridging programme 
introduced for new 1st years. 

Monitor effectiveness of Bridging 
programme and expand / improve as 
appropriate 
Perform additional analysis of 
performance by gender to further 
identify where differences in exam results 
/ dropout rates originate and identify 
initiatives to minimise them 

Head of 
Teaching 

Immediate 
and on-
going 

 Improved data on gender 
differences in 
performance 

 Long-term increase in 
numbers of women doing 
4-yr MPhys 
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2. Actions specifically related to Postgrads 

Action Previous Actions Further Planned Actions Responsibility Timeline Success Measure 

S2.1 Encourage more 
women into 
postgraduate studies 

Data routinely collected and 
analysed including application 
numbers and offers made / 
accepted at sub-dept level 
 
Sub-dept web pages updated 
and guidance for applicants 
improved 
 
WiP Mentor programme 
introduced; Gillies 
Scholarships introduced; 
Summer Internships available  

1. Within Oxford, work with 4th-yr 
undergrads to increase exposure to 
research environment, through e.g. 
WiP Mentoring and Summer 
Internships (see S1.3). 

2. For external candidates: promote 
female-friendly dept e.g. through 
website and recruitment procedures;  
expand  opportunities  to visit Oxford 
and  experience research at Oxford 
e.g. through a summer internship;   

3. Continue to monitor and assess 
application statistics 

Head of 
Teaching  
 
 
 
Director of 
Graduate 
Studies 

Summer 
2015 

 Increased numbers of 
women applying for DPhil 
places  

 Increased percentage of 
women studying at DPhil 
level  

S2.2 Ensure all DPhil 
students receive a 
thorough induction, 
which includes E&D 
awareness 

Induction programme for 
academic staff and postdocs 
successfully revised  by HR and 
implemented centrally  
 
Inductions for DPhil students  
carried out by individual sub-
departments and would 
benefit from a degree of 
harmonisation and sharing of 
material developed by HR  

Assess induction material for DPhil 
students; ensure gender and equality-
related content is included; use common  
material for staff and student inductions 
where appropriate  

Director of 
Graduate 
Studies + HR 

October 
2015 
and 
annually 
thereafter 

 Improved gender content 
of induction material for 
new DPhil students  

 All DPhil students 
participate in E&D training 
as part of their induction  

 Positive feedback on 
induction process  

S2.3  Assess and 
enhance the DPhil 
recruitment process  to 
ensure best practice in 
terms of gender 
equality 

DPhil recruitment carried out 
by sub-departments but no 
central minimal monitoring 
e.g. of gender make-up of 
recruitment panels  

Assess DPhil recruitment procedure and 
harmonise approach across sub-
departments, improve interview training 
e.g. to include unconscious-bias training; 
explore options for involving senior 
female postdocs where there are few 
female academics available; improve 
monitoring of recruitment procedures. 

Director of 
Graduate 
Studies + HoD  

2016  Improved and consistent 
recruitment procedures  

 100% selection panels 
with female members 

 Improved collection of 
gender statistics on 
shortlists and selection 
panels 
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3. Actions common to Postgrads + Postdocs 

Action Previous Actions Further Planned Actions Responsibility Timeline Success Measure 

S3.1 Raise confidence 
levels and encourage 
female DPhil students 
and postdocs  to 
continue in STEM 
careers 

Sub-depts have  arrangements 
where postgrads are teamed 
up with a postdoc  in their 
science area, as well as their 
supervisor 
 
Regular seminars and careers 
events for DPhil students and 
postdocs organised by Liaison 
Committees 
 
Head of Department involved 
in mock interviews for 
fellowship candidates; 
 
Women in Physics (WiP) 
Events  and networking 
opportunities  
 
WiP Mentoring Scheme 
established 

1. Assess universality and effectiveness 
of sub-dept mentoring arrangements; 
adjust system where appropriate.   

2. Increase number of organised 
postgrad / postdoc lunchtime events 
through increased collaboration with 
Careers Service and OLI 

3. Continue to actively advertise 
support programmes such as 
Springboard 

4. Encourage women to apply for 
Fellowships and support them 
through the process 

5. Provide active support for WiP 
activities, especially WiP  Mentoring 
Scheme and related activities (see 
action S1.3 above) 

6. Improve communication to DPhil 
students and postdocs so they are 
aware of available opportunities e.g. 
for improving CVs, reviewing of job 
applications and availability of mock 
interviews 

HoD + Director 
of Graduate 
Studies 
  
 

Autumn 
2015 
 
On-going 
 
 
 
 
On-going 
 
 
 
Summer 
2015 
 

 Increased number and 
attendance rate at careers 
and other related events 

 All requests for mentoring 
by female graduate 
students/postdocs are 
met  

 positive feedback from 
DPhil and postdoc 
experience e.g. through 
focus groups / staff survey 

S3.2 Increase postgrad + 
postdoc involvement in 
Dept  

Postdoc Liaison Committee 
(PLC)  revamped  
 
Graduate and Postdoc Liaison 
Committees communicate 
through to HoD  
 
Graduate and postdoc reps for 
each sub-dept attend relevant 
dept and sub-dept meetings 

Assess effectiveness of Graduate Liaison 
Committee and revise membership / 
terms of reference, as appropriate; 
 
Explore additional activities that would 
help increase communication and input 
from graduates and postdocs into 
department activities.  

HoD  
 
 
 
Graduate 
Liaison  + 
Postdoc Liaison 
Committees 

2016   Positive feedback from 
graduate students / 
postdocs in terms of 
whether they feel they 
have a voice in the 
department.  



64 
 

 

4. Actions specifically related to Staff  

Action Previous Actions Further Planned Actions Responsibility Timeline Success Measure 

S4.1 Encourage more 
female applicants for 
posts, especially at 
Academic Staff and 
Fellowship levels  

Statistics analysed and 
significant variations in 
percentage of female applying 
for each academic post; 
unclear if this is due to lack of 
suitable candidates in some 
areas or differing strategies 
for attracting applicants  
employed by sub-departments 

Investigate what strategies are being 
used to attract female applicants and 
share good practice between sub-
departments; develop strategies for 
improving the interview experience for 
women e.g. opportunities to meet 
current female academics  

HoD + PMC Spring 2015  Increased numbers of 
women applying for 
academic posts 

 Long-term increase in 
proportion of female 
academics 

S4.2 Improve gender 
balance on recruitment 
panels, improve 
reporting of gender-
related data  and 
increase awareness of  
unconscious bias  

Training mandatory for Panel 
Chairs, with limited take-up of 
training-refresh by panel 
members.   
All academic appointments 
have female on panel but 
collection of data too 
 
New e-system introduced to 
collect gender information  for 
postdoc appointments but 
reporting is still sporadic 

Re-assess staff recruitment procedures 
across the department and revise as 
appropriate 
 
Raise awareness of unconscious bias 
through organised workshops / on-line 
training for those on recruitment panels  
 
Improve monitoring of recruitment 
procedures, especially gender of 
shortlists and panel membership  

HR + PMC Summer 
2015 
 
Start 
programme 
autumn 
2015 
 
 
Jan 2015 

 Improved representation 
of women on recruitment 
panels 

 100% of panel members 
undergoing unconscious 
bias training     

 Improved collection of 
recruitment statistics.   

S4.3 Optimise 
usefulness  of Academic 
Workload Model 

Academic Workload Model 
revised, tested and 
implemented  
 
Overview of the data is 
currently maintained by the 
HoD; going forward our goal is 
to enable staff to make better 
use of the model to assess and 
manage their own workloads 

Increase awareness of function of model; 
provide tools for staff to compare their 
workload against dept average   
 
Assess effectiveness of revised workload 
model e.g. by analysing distributions and 
outliers  
 
Obtain feedback on effectiveness and 
whether additional activities should be 
included   

HoD + Head of 
Teaching 
 
 
 
 
 

Summer 
2015 
 
 
 
Autumn 
2016 
 
 
2017 

 Academic staff can assess 
their  workload in 
comparison with typical 
workloads in the 
department 

 

 Positive feedback from 
staff on usefulness of the 
workload model e.g. 
through staff survey 
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5. Actions related to Departmental Culture and Organisation 

Action Previous Actions Further Planned Actions Responsibility Timeline Success Measure 

S5.1 Ensure continuity 
and succession-
planning for Oxford 
Women in Physics 
(OxWiP) 

OxWip established with 
enthusiastic committee 
organising frequent events, 
including Conference on 
Undergraduate Women in 
Physics (CUWiP) 
While this has been extremely 
successful we wish to keep this 
as a priority action to ensure 
continuity and adequate 
succession management  

Provide active support to WiP activities, 
including financial and administrative 
assistance as appropriate and provide 
guidance on succession-planning as 
appropriate (see also Action S1.3 on 
OxWiP Mentoring Scheme)   

HoD + EDC On-going  Continued success of 
OxWip events 

 Increased  uptake by 
women in the department  

 Positive feedback from 
participants   

S5.2 Increase inclusivity 
of staff / students in the 
Department by 
increasing 
communication and 
transparency 

Committee decisions / 
discussions reported to sub-
department management 
committees (through PMC) 
but no clear lines of 
communication for  
information to reach through 
to wider staff / students  
 
Some committee agendas / 
minutes are available on staff  
web pages but are not always 
easy to find 
  

Develop a strategy to improve 
communication and transparency of 
decision-making within the department 
e.g. by making terms of reference / 
agendas / minutes more visible on staff 
web pages 
 
Improve flow-through of information and 
activities to wider department e.g. via 
web, overhead screens and regular 
briefings 

HoD + PMC Summer  
2015  

 Improved information 
accessibility e.g. through 
staff web pages 

 Positive feedback from 
staff survey in terms of 
communications within 
the department 

S5.3 Increase uptake of 
training on relevant 
topics such as stress / 
harassment / 
unconscious bias 

Staff survey identified stress as 
a concern; focus groups held;  
stress briefings held at sub-
dept management committees 
and postdoc / graduate liaison 
meetings. 
 

Identify relevant course material and 
priorities, then develop training strategy 
e.g. roll out first to Academic Staff and 
then gradually to postdocs, postgrads (a 
significant challenge will be the numbers 
involved, as the department is so large).   
 

HoD  + EDC + 
Personnel 
Committee 
 
 
 
 

2015/16 + 
on-going 
 
 
 
 

 positive feedback from 
staff survey, for example 
in questions related to 
training and  the level of 
support provided for staff  
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University has excellent 
training material such as 
workshops / on-line courses 
e.g. on stress, harassment, 
unconscious bias   

 

S5.4 Promote the 
visibility of female role 
models in the 
Department  

E&D webpages completely 
revised during 2014 
 
WiP webpages introduced 
2014 

Monitor and maintain high visibility of 
women in departmental literature, 
websites and outreach programme 
 
 

HoD + EDC + 
Outreach 
Officer 

Summer 
2015 

 High visibility of women in 
department literature / 
web-sites 

 

5.5 Seminar speakers Good representation of female 
seminar speakers; WiP input 
to Colloqium speakers; no 
central monitoring of seminar 
speaker gender 

Continue to ensure good representation 
of women in department and sub-
department seminar series 
 
Improve monitoring of statistics  

PMC + EDC On-going 
 
 
Spring 2015 

 Good representation of 
female speakers in major 
seminar series; 

  Appropriate statistics to 
provide evidence of this 
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