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Ruth Gilligan, 
Athena SWAN Manager. 
Equality Challenge Unit, 
7th floor, Queens House, 
ррκрс [ƛƴŎƻƭƴΩǎ Lƴƴ CƛŜƭŘǎΣ 
London, WC2A 3LJ.  
 

April 28th 2016. 

Dear Ruth, 

As Head of School and a member of the Self-Assessment Team, I am proud to submit our 
application for an Athena Swan Silver Award. I am committed to enabling all students and 
staff to fulfil their potentials, embedding the values of the Charter throughout our practices, 
and proactively supporting successful careers in science. 

We are proactive in enhancing practices that really make a difference to people, especially 
those underpinning recruitment and promotion - critically relevant to flow rate in our pipeline 
(Figure 1). Balance is improving from research assistant to reader levels. We have prioritised 
providing opportunities for early career researchers by recruiting at SL and below, and we are 
confident that our actions supporting promotion will start to address the historic professorial 
imbalance within the next 3 years. 

I am particularly impressed by the impact of key policy developments implemented during 
2013 ς 2015: 

(1) Supporting early career researchers. We protect time for new lecturers to establish 
independent research careers by minimising teaching and administrative duties (<0.5 
load). We provide start-up RA support and PhD studentships and we have successfully 
encouraged the university to reduce the workload required for the mandatory lecturer 
training course (from 400 to 60 hours).  

 
(2) Supporting the activities that underpin promotion: We support research continuity for 

staff taking parental leave through RA time and 50% reduction in teaching and 
administrative loads for six months upon return. We support research grant 
applications via mentoring and internal peer review, mock interview panels for 
fellowship applications and dedicated professional support for management of grant 
applications. We school-fund PhD studentships and protect >2 days research and 
scholarship time for all academics, whether they have funding or not.  
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Impact: The activities outlined above, and improved recruitment practices, have resulted in 
increased numbers of women being recruited and achieving promotion. Since 2012, women 
lecturer numbers have risen from 4 of 10 (40%) to 10 of 20 (45%), Senior Lecturer/Reader 
from 3 of 14 (21%) to 5 of 13 (38%) and Professor from 5 of 25 (20%) to 7 of 30 (23%). Other 
indices of esteem suggest our practices are impactful. For example, the mock interview panel 
supported a new senior lecturer gain her first European Research Council grant, establishing 
her as a field-leader and underpinning her current application for professorship. Likewise, 
since our 2013 application, more women occupy influential positions including College Dean 
of Research, School Board and Research Committee. 
 
For earlier transitions from undergraduate to postgraduate and beyond, we now fund and/or 
organise a portfolio of opportunities for students to gain experience improve their CVs and 
build networks, including internships, placements, PhD studentships, lab visits, publishing and 
conference attendance (with childcare support). 

Overarching these transitions from UG to professor are actions promoting confidence and a 
positive working culture.  I will lead the School in implementing our action plan and continue 
striving to support the career progression for every one of our students, academic and 
professional support staff.  

 

 

Figure 1: Pipeline for 2013 and 2016 in the School of Psychology, Cardiff University, 

showing improving gender balance from 2013 to 2016 from research assistant to Reader 

level (solid lines closer to 50% than dashed lines).  
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Thank you very much for considering our application. 

 

 

Professor Petroc Sumner, Head of School of Psychology. 

Section 1 word count: 500/ 500 words.  
 

 
2. The Self-Assessment Process. 
 a. A description of the self-ŀǎǎŜǎǎƳŜƴǘ ǘŜŀƳΥ ƳŜƳōŜǊǎΩ ǊƻƭŜǎ όōƻǘƘ ǿƛǘƘƛƴ ǘƘŜ 
department and as part of the team) and their experiences of work-life balance.  

Team formation: The formation of the team was changed in response to feedback for our last 
application. Key changes are the inclusion of individuals representing different career stages 
(undergraduate to Professor) and grades (academic and professional support), and more 
male colleagues (18% in 2013 vs. 58% in 2016) to ensure the SAT is more representative of 
the school. Members in influential School roles were also included in the team (e.g. Director 
of Postgraduate Research). All members of the School were invited to join the SAT and 
additional members were invited directly where they might have been hesitant to volunteer 
(e.g. the UG President of the School of Psychology student society, PsyCardiff). Members of 
the team have various roles and responsibilities for developing and implementing our action 
plan and measuring the impact of our last action plan. Overall, our vision is of a team who will 
promote and embed the values of the Athena SWAN charter across the School.  

Table 1: The Self-Assessment Team.  

Member and 
Gender (M/F) Career / Study Path Title Charter Role Comments 

Jacky Boivin (F) 
Teaching and 
Research Professor (FT) 

Director of 
Personal and 
Professional 
Development (and 
member of school 
senior 
management 
team) 

Caring 
responsibilities 

Katherine O'Farrell 
(F) PhD Student   Student lead   

Jodie Franklin (F) Professional Services 
Administrative 
Assistant (FT) Administrator 

Caring 
responsibilities 

Tom Freeman (M) 
Teaching and 
Research Professor (FT) 

Director of 
Postgraduate 
Research   
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Member and 
Gender (M/F) Career / Study Path Title Charter Role Comments 

Sofia Gameiro (F) 
Teaching and 
Research Lecturer (FT) Panel member 

Has recently 
initiated a 
single parent 
adoption 
process. 

Craig Hedge (M) Research 
Research 
Associate (FT) Panel member   

Kate Langley (F) 
Teaching and 
Research Lecturer (FT) Panel member 

Caring 
responsibilities 

David McGonigle 
(M) 

Teaching and 
Research Lecturer (FT) Panel member 

Caring 
responsibilities 

Judy McPherson (F) Professional Services 
School Manager 
(FT) 

School Manager 
(and member of 
school senior 
management 
team)   

Richard Morey (M) 
Teaching and 
Research 

Senior Lecturer 
(FT) Data lead 

Partner (an 
academic) 
works in 
another city 

John Pearce (M) 
Teaching and 
Research Professor (FT) 

Chair of 
Promotions 
Committee  

Elaine Rees (F) Professional Services 
Executive Officer 
(FT) HR Advisor 

Caring 
responsibilities 

Katherine Shelton 
(F) 

Teaching and 
Research 

Senior Lecturer 
(FT) 

Equality and 
Diversity contact 
and SAT Lead 

Caring 
responsibilities 

Petroc Sumner (M) Management 
Head of School 
(FT) 

Head of School 
(and member of 
school senior 
management 
team) 

Caring 
responsibilities 

Christoph Teufel (M) 
Teaching and 
Research Lecturer (FT) 

Equality and 
Diversity contact 

Caring 
responsibilities 

Seralynne Vann (F) Research 

Wellcome Trust 
Senior Research 
Fellow (PT) 

University 
Disability Staff 
Network Member 

Caring 
responsibilities 

Alex Wilcox (M) UG Student 

President of 
Psychology 
student society, 
Ψtǎȅ/ŀǊŘƛŦŦΩΦ όC¢ύ Panel member   
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a.  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. 

Team approach: Following a series of discussions over the course of summer 2015, as our new 
Head of School joined the self-assessment team, it became clear to us that one critical way to 
support individuals was to concentrate on identifying and enhancing transitions between 
career stages (UG to PG, PG to lecturer/Fellowship, and lecturer/Fellowship to Professor). The 
SAT kept these transitions in mind when discussing the Athena SWAN ethos within the School 
and how supporting these key developmental phases in our colleagues working lives could be 
enhanced through the action plan. 

Team meetings: Meetings were designed to be informal but effective. An agenda was emailed 
to members in advance (allowing time to include items) and specific topics (such as data and 
feedback from focus groups) were covered. The meetings were friendly (helped by provision 
of refreshments) but members freely engaged in vigorous debate on the issues within the 
School and ways to move forward. Informal discussion with colleagues as well as formal 
feedback to the School Management Team and School Board ensured the rest of the School 
were kept aware of these discussions and application process. The writing of the application 
was led by Katherine Shelton with extensive input from team members in their areas of 
expertise/career stage. All team members had the opportunity to revise the application 
throughout the process. The Head of School used his briefings with staff at away days, emails 
and in face-to-face meetings to update us all on progress.  
 
SAT meetings have been held regularly since the self-assessment process started in 
September 2010.  Meetings were held at least quarterly since our 2013 award and then 
increased to monthly since June 2015. Additional support was provided by colleagues within 
the School and externally when needed. All members of the team are interested in and 
committed to issues of equality in general and the challenges of gender equality in the 
workplace, specifically. Part of this individual commitment includes being proactive in 
implementing our action plan and disseminating information about Athena SWAN and linked 
activities throughout the School.   

Internal Consultation: Our team shared the task of conducting a full staff consultation on ideas 
and directions for future activity as well as smaller surveys and focus groups with key 
members of our community (postgraduate students; postdoctoral researchers; newly 
appointed staff; survey of staff regarding destinations of PhD students and postdoctoral 
researchers). We also made use of 2013 and 2015 University staff survey data.   

We have been proactive in seeking and sharing best practice with other Schools in the 
University and beyond, through tŜǘǊƻŎΩǎ interactions with other Heads of School, through our 
membership of the Cardiff University Athena SWAN steering group, through our joint 
appointments (Dave McGonigle, School of Biosciences), and by participating in regional 
events in South Wales and the South West (e.g. a conference hosted by Bath University, 
10/12/15).  Petroc consulted with all academic staff individually on workload needs as part of 
familiarising himself as Head of School.  Katherine is a member of the University equality and 
diversity contacts group and the Cardiff University Athena SWAN steering group. She 
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consulted widely with colleagues in the Biomedical and Life Sciences College at Cardiff to 
identify and share good practice. We also participated in a mock panel with three other 
Schools in the College in February 2016, to provide one another with feedback on the impact 
of our previous and current action plans, as well as the overall tenor of our applications.  

External consultation: The SAT contributed to the Cardiff University submission of evidence 
for the 2014 House of Commons Science and Technology ComƳƛǘǘŜŜΣ Ψ²ƻƳŜƴ ƛƴ {ŎƛŜƴǘƛŦƛŎ 
/ŀǊŜŜǊǎΩ review (cited as WSG0019). Many of our actions target the recommendations of this 
report. The previous Head of School and Kate Langley also attended a Westminster Briefing 
event on the 12th June 2014 to discuss a Select Committee report on ΨDŜƴŘŜǊ ŀƴŘ {¢9aΥ 
Where next for UniversitiesΚΩ Katherine and Kate attended an Athena SWAN workshop 
(09/15) at Cardiff Metropolitan University which was led by staff from ECU in London.  
Seralynne attended a GW4 Athena SWAN meeting in Bath (12/15). Seralynne was an invited 
speaker at the Royal Society Annual Diversity Conference (11/15). SeralynneΩǎ ŎŀǊŜŜǊ was 
ƘƛƎƘƭƛƎƘǘŜŘ ŀǎ ǇŀǊǘ ƻŦ ǘƘŜ wƻȅŀƭ {ƻŎƛŜǘȅΩǎ άtŀǊŜƴǘǎΣ /ŀǊŜǊǎΣ {ŎƛŜƴǘƛǎǘǎέ ǇǊƻƧŜŎǘΦ {he attended 
the launch at the Royal Society (03/16). 

Professor Ed Wilding, Nottingham University has served as a critical friend since leaving our 
School (previous Head of School 2012-2015) in August 2015 to take up a new post at 
Nottingham University. Sam McAlister-Wilson (Equality and Diversity Officer and Athena 
Swan Coordinator for Cardiff Metropolitan University) joined several of our SAT meetings and 
provided verbal and written feedback on our planned activities.  

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 SAT will meet quarterly and oversee and ensure implementation. The SAT reports to the 
School Board and SAT activities are discussed at weekly School Management Team meetings. 
Developments linked to the Action Plan will be circulated to all staff via email, and placed on 
the intranet and outward facing internet pages as appropriate. Membership of the SAT is 
included in the workload model.  
 
Section 2 word count = 983/1,000 words.  
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3. A picture of the department (2,000 word limit)   

3.1 Provide a pen-picture of the department to set the context for the application, outlining 
in particular any significant and relevant features.  
 

Based in the College of Biomedical and Life Sciences, research and teaching in the School of 
Psychology ǎǇŀƴǎ ǘƘŜ Ŧǳƭƭ ǊŀƴƎŜ ƻŦ ŎƻƴǘŜƳǇƻǊŀǊȅ tǎȅŎƘƻƭƻƎȅΣ ŦǊƻƳ ΨǎȅƴŀǇǎŜ ǘƻ ǎƻŎƛŜǘȅΩΦ The 
last Teaching Quality Assessment ƧǳŘƎŜŘ ƻǳǊ ǘŜŀŎƘƛƴƎ Ψ9ȄŎŜƭƭŜƴǘΩΦ In the REF 2014, we were 
ranked 2nd in the UK (together with a smaller partner, the Institute of Psychological Medicine 
and Clinical Neurosciences). Our buildings are a 10 minute walk from the city centre (Figure 
2: PSYCH, CUBRIC 1; CUBRIC 2) and 200 yards from the University childcare/nursery facility 
(also on Park Place).  

We support more than 700 undergraduates on two full time degree schemes: Psychology (3 
years) and Psychology with Professional Placement (4 years). We have 49 students on taught 
postgraduate programmes and over 180 research post-graduates studying for PhD, Clinical or 
Educational Psychology doctorates. We currently have 62 academic staff (22 women), 58 
research staff (34 women), and 39 professional service staff (30 women).  In March 2016, we 
opened a new state-of-the-art Cardiff University Brain Research Imaging Centre (CUBRIC) to 
ōŜŎƻƳŜ 9ǳǊƻǇŜΩǎ ǘƻǇ ŦŀŎƛƭƛǘȅ ŦƻǊ ōǊŀƛƴ ƛƳŀƎƛƴƎ όϥ/¦.wL/ нϥ ƻƴ CƛƎǳǊŜ нύΦ  
 
We are committed to promoting a fair and inclusive School ethos. The Athena SWAN Bronze 
award to the School in 2011 and in 2013 facilitated our efforts to promote women in science. 
We recognised the need for female academic representation in the senior teams. We 
increased female representation on the School Board from two to four and this has remained 
the case for the past 4 years. Two of the five members of the school management team (SMT) 
are women (Jacky and Judy; previously 3, with Professor Kim Graham, who then became Dean 
ƻŦ wŜǎŜŀǊŎƘ ŦƻǊ ǘƘŜ /ƻƭƭŜƎŜύΦ Lƴ ƛƴŎǊŜŀǎƛƴƎ ǿƻƳŜƴΩǎ ŎƻƴǘǊƛōǳǘƛƻƴ ǘƻ {ŎƘƻƻƭ ƳŀƴŀƎŜƳŜƴǘ ǊƻƭŜǎΣ 
we decreased the requirement of staff to attend other meetings (e.g. since 2014 only module 
coordinators attend exam boards instead of all academic staff, and we shrank committees 
where appropriate).  
 

http://psych.cf.ac.uk/
http://psych.cf.ac.uk/
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Figure 2: The location of the School of Psychology buildings (labelled PSYCH, CUBRIC 1 and 
CUBRIC 2). 
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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.  

 

3.2 Student Data 

(i) Numbers of males and females on access or foundation courses ς comment on the 
data and describe any initiatives taken to attract women to the courses. 

The School does not offer access or foundation courses. 

(ii) Undergraduate male and female numbers ς full and part-time ς 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. 

Summary: We have many more female than male undergraduates 

and post graduates. Ratios are mainly stable and reflect very high 

levels of applications from women. Research doctorates (PhDs) have 

historically had lower female:male ratios but intake has risen from 

45% to 67% (2013-2015), which we regard as important for the 

pipeline to academic careers.  
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2012/13 

% (n) 
2013/14 

% (n) 
2014/15 

% (n) 

Cardiff University 

Women 88 (660) 89 (660) 87 (695) 

Men 12 (90) 11 (85) 13 (105) 

Sector 

Women 80 80 79 

Men 20 20 21 

SET 

Women 49 48 49 

Men 51 52 51 
 

Figure 3: Undergraduate population by gender (women orange, men purple) for 
Cardiff University (CU), the sector average for psychology (Sec) and the sector average 
for science, engineering and technology (SET).  

 
To aid visual assessment of both frequency and proportion for our own data across all our 
graphs, one square is one person. We chose this visualisation strategy to clearly indicate 
where sample sizes are large or small, to provide a common visual metaphor throughout the 
document, and because natural frequencies are easily interpretable. National comparison 
data derive from the HESA data, accessed via the Equality Challenge Unit. The solid bars are 
scaled to Cardiff's FTE to enable comparisons.  

Our proportion of full-time women students (Figure 3, CU) is higher than the sector average 
for psychology (Sec) or science, engineering and technology as a whole (SET).  We do not offer 
part-time undergraduate courses, consistent with most of Cardiff University, but we have 
been discussing widening access issues with the University Executive Board. Our colleagues 
in the University's Centre for Lifelong Learning offer part time programmes, including 
modules in psychology.  See applications/offers/acceptances section below for reflection. 
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 iii) Postgraduate male and female numbers completing taught courses ς full and part-
time ς 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. 

We have four taught postgraduate programmes: Graduate Diploma in Psychology, MSc 
Neuroimaging, PG Certificate in Cognitive and Behavioural Therapies and PG Diploma in 
Cognitive and Behavioural Therapies.  More women than men complete these courses (2013-
14, 68%:  43 women, 20 men; 2014-15, 70%: 45 women, 19 men; 2015-2016, 71%: 35 women, 
14 men), consistent with the undergraduate degree schemes they draw from. 
 
iv) Postgraduate male and female numbers on research degrees ς full and part-time ς 

comment on the female:male ratio compared with the national picture for the 
discipline. Describe any initiatives taken to address any imbalance and the effect to 
date. Comment upon any plans for the future. 

 
The gender balance of our postgraduate research students is comparable to the sector 
average for both full-time (Figure 4) and part-time (Figure 5) students. See 
applications/acceptances section for reflection. 
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2012/13  

% (n) 
2013/14 

% (n) 
2014/15 

% (n) 

Cardiff University 

Women 77 (115) 74 (115) 70 (95) 

Men 23 (35)  26 (40) 30 (40) 

Sector 

Women 76 75 76 

Men 24 25 24 

SET 

Women 43 42 42 

Men 57 58 58 

 

Figure 4: Full-time postgraduate research population by gender (key and sources as for Figure 
3). These students are registered for three types of course: PhD, Clinical Psychology doctorate 
or Educational Psychology doctorate (the latter two combine taught and research elements, 
but are classified as research). See Table 2 below for application and success rates individually 
for each scheme. 
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2012/13 

% (n) 
2013/14 

% (n) 
2014/15 

% (n) 

Cardiff University 

Women 67 (20) 62 (25) 67 (30) 

Men 33 (10) 38 (15) 33 (15) 

UK Sector 

Women 72 72 72 

Men 28 28 28 

SET 

Women 48 48 48 

Men 52 52 52 

Figure 5: Part-time postgraduate research population by gender (key and sources as for Figure 
3).  
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v. Ratio of course applications to offers and acceptances by gender for undergraduate, 
postgraduate taught and postgraduate research degrees ς 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. 

Undergraduate: Admissions data show proportionally more offers to women (Figure 6 top 
panel), and higher conversion of offers to registrations in women (Figure 6 bottom panel). 
Our investigations revealed this is because more women had predicted grades meeting the 
School offer criteria, and also more women attained their predicted grades than men. We 
cannot influence predicted or attained grades, but we have numerous outreach activities 
highlighting psychology's range, in order to attract applicants from more diverse backgrounds 
(school visits, large engagement events, YouTube videos, Nuffield placements etc). We 
believe that many potential applicants do not fully realise the scientific nature of psychology 
and how it intersects with other STEMM subjects. They may also believe they will be 
disadvantaged without Psychology A-Level, which is not the case (either in admissions success 
or degree performance, according to our data). Our 'open days' are very highly rated but only 
reach people who are already considering our degree. Thus, we are organising and expanding 
our outreach into a cohesive programme. 

 

ACTION PLAN 1.1 Coordinate joined-up outreach programme from 

primary schools to 6th form to interest children and young people in 

science and to address possible misconceptions about psychology. 
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2013/14 

% (n) 
2014/15 

% (n) 
2015/16 

% (n) 

Applications Women 84 (977) 81 (1284) 81 (1119) 

  Men 16 (186) 19 (310) 19 (260) 

Offers Women 86 (819) 83 (1067) 85 (856) 

  Men 14 (135) 17 (220) 15 (157) 

Registrations Women 85 (286) 87 (347) 86 (268) 

  Men 15 (49) 13 (53) 14 (44) 

 
Figure 6: Undergraduate applications, offers and registrations. Faded squares represent 
unsuccessful applications (upper panel) or non-registrations (lower panel).  


