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created to focus on Athena SWAN principles and bring them to the utmost 
prominence. These efforts are in addition to the strong adherence to the 
University’s existing instruments to ensure dignity at work, dignity at study, and 
anti-harrassment and anti-bullying procedures. 

Research and teaching span the entire breadth of astrophysics. At the senior 
level, women scientists amount to 12% of the permanent academic staff and 
nearly 30% of the 66 fixed-term contract postdoctoral research staff. In the last 
3-4 years, there has been a marked increase in the number of postdoctoral 
research staff due to increased successes in grant funding. These researchers 
form the largest group at the IoA, playing a very active role in the life of the IoA 
and gender equality has been proactively ensured in this group.   

We offer a wide range of degree opportunities. The 3rd year undergraduate course 
provides students with a wide range of standard subject choices in physics and 
astrophysics. The Masters-level 4th year undergraduate course focuses on 
advanced training in specialized subjects introducing students to the forefront 
of modern astrophysics and the students do individual research projects. There 
is also an MPhil course which is a one-year postgraduate programme based 
mainly on research. Our PhD programme attracts some of the best students from 
across the UK and abroad with a yearly intake of 10-12 students. The PhD 
programme is supported by various proactive measures to encourage diversity, 
gender-equity, transferable skills, and ensure student well-being. Our 49 PhD 
students include 29% women - more than the current national averages of 22% 
for Physics and 27% for Maths.  

 

 

Figure 2.2: A snapshot of personnel at the IoA in April 2017 showing numbers in each 

category and percentage of total. “Postdoctoral researchers” includes “Fellows” (senior 

researchers on fixed-term contracts). 
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Figure 4.7: The academic pipeline at the IoA, 2012-2016. For each year and category, 
the total number of women and men are labelled in the dark and light blue columns 
whose height is adjusted to give the percentage by gender in that category. 

 

Figure 4.8: The fraction of women in the three categories ̀ Research only’ (i.e. untenured 
postdoctoral research staff), `Teaching and Research’ (tenured Lecturers, Senior 
Lecturers and Readers) and `Professors’ at the IoA compared with national benchmarks.  

Amongst (non-tenured) researchers the fraction of females is 30% (5 years’ data, 
total cohort of 269) which clearly exceeds the national benchmark for Physics 
(19.5%) and is also similar to the fraction of females in the postgraduate 
population. This is however not necessarily a meaningful comparison because 
graduate students generally depart to national/international destinations after 
their PhDs while researchers are recruited from a variety of 
national/international institutions. We have therefore also analysed what is the 
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Survey on work environment, personal interactions, work-life balance, caring

responsibilities, inclusion, fair treatment, and diversity and equality.

We had 70% response rate.   
6
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fairness of pay

A survey by Astro-Postdoc             
comm investigated gender            

pay gap in postdocs salaries.

Mean salaries

♂ 40.687, ♀ 40.714

Mean pre-negotiation salaries

♂ 40.0 ,♀ 40.7 

58% ♂

49% ♀

think their pay is fair

Photo: iStock
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bullying & 
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Please do not communicate 
via social media or 
publication until 
11:00 am on Friday, 
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values 82% recommend the IoA as a great place to work 

recognition 90% said they are treated with fairness and respect

representation
female applicants (32%) 

admitted females (30%)

Colloquia speakers are > 
27% women rising to 42% 15
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Figure 4.7: The academic pipeline at the IoA, 2012-2016. For each year and category, 
the total number of women and men are labelled in the dark and light blue columns 
whose height is adjusted to give the percentage by gender in that category. 
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Admission & Recruitment
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(v) Progression pipeline between undergraduate and postgraduate student levels 

  

Figure 4.6: Applications and admissions to PhD programme at the IoA by gender. The 
numbers fluctuate from year to year in line with the small numbers involved but the 
fraction of women among those admitted is in line with the fraction of women among 
those applying. 

The number of PhD students admitted fluctuates (from 8 to 16 students per year 
over a 5 year period) in line with the availability of postgraduate studentships. 
The fraction of female students admitted also fluctuates at a level consistent with 
the small numbers involved. Over 5 years, the fraction of females among 
applicants (95/300, i.e. 32%) was statistically indistinguishable from the 
fraction of females amongst those admitted (17/57 ,i.e. 30%) and higher than the 
national proportion of women in either Physics (22%) or Maths (27%).  We 
regularly review our admissions procedures and take care that the format and 
conduct of the interviews does not disadvantage particular groups of candidates.  
The interview panel always includes at least one woman and all members are 
required to take the University’s Equality and Diversity training module.  These 
panels will be required to complete Understanding Unconscious Bias training 
being rolled out by the University. 

 

AP24: Require recruiters and line managers to take University E&D training 

AP25: Require recruiters and line managers to take Unconscious Bias 

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

 
Figure 5.1:  The gender breakdown of applicants and appointees for tenured research 
staff for the academic years starting in 2011-2016. The appointment in 2015-16 was the 
Plumian Chair which was at the professorial level. The other 5 were made at the 
lectureship level. There was no recruitment exercise in 2014-15. Both lectureships in 
2016-17 were joint appointments with other departments (Earth Sciences and 
Statistics). 

All scientific positions (tenured and non-tenured) within the IoA are widely 
advertised both nationally and internationally; the majority of applicants 
respond to advertisements in the online Job Register of the American 
Astronomical Society. Informal “encouragement to apply” is important for 
attracting the strongest and most diverse field of applicants; senior staff are 
requested to be particularly mindful of identifying and notifying female 
applicants (AP46). The IoA does provide an excellent environment for female 
researchers as evidenced by responses from females to our survey question - 
What is the best thing about working at the IoA? 

 “The support I receive to carry out my job effectively, and the flexibility I have 
been given to achieve a good work/family life balance.” 

“The environment where by staff in higher positions do not talk down to you. 
Everyone converses as if they are on an equal footing.” 

“It's a tremendously supportive community” 
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We are currently reviewing the wording of job advertisements and the additional 
material that we provide to convey this accurately (AP20, AP22, AP23). 

 

AP46: Encourage senior staff to invite suitable female applicants to apply for 
advertised research positions. 

AP20: Review advertising process for new vacancies including gender neutral 
criteria and wording of adverts. 

AP22: Review and revise available material for recruitment/induction. 

AP23: Gather information about local nursery provision/school catchment 
areas and make details easily accessible. 

 
Figure 5.2:  The gender breakdown of applicants and appointees amongst non-tenured 
research staff over the period 2011-2016. Note that figures for non-tenured researchers 

are only available from 2013-14. 

The selection process involves grading of individuals against pre-selected criteria 
by a committee whose size depends on the level of appointment. Since 2014 the 
IoA Management team has required that all those involved in selection and 
managing personnel should complete the University's on-line Equality and 
Diversity Training (AP24) and we also take advantage of the University’s 
Unconscious Bias workshops and will use the on-line unconscious bias training 
(AP25). In the case of appointment to tenured positions there is always female 
representation on the committee (which also includes a member external to the 
department). The recommendation of the departmental selection committee is 
then scrutinised by higher level committees so there are multiple stages at which 
the fairness of the process is checked.  

 

AP24: Require recruiters and line managers to take University E&D training 

AP25: Require recruiters and line managers to take Unconscious Bias 

awareness training 
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