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2. The self -assessment process – maximum 1000 words  
 
Please note personal information has  been removed for publication.  
 

a) A description of the self -assessment  team:  
 

The self-assessment team (SAT) comprises 9 members of the School 
covering a range of seniority, experiences, and interests. Meetings were 
chaired by Robert Johnson the School Athena SWAN Champion.    
 
SAT Membership 
 
Prof David Arrowsmith  is currently Chair of the Heads of Departments of 
Mathematical Sciences UK (HODOMS) and a member of the EPSRC 
Strategic Advisory Team for Mathematical Sciences. As Chair of HoDoMS,  
he has been proactive over the last 2 years in helping to develop a Good 
Practice Scheme for encouraging  Mathematics Departments to actively 
pursue the Athena SWAN agenda.  The scheme was adopted by the London 
Mathematical Society in 2012. 
 
Dr Alison Hartshorn is the Recruitment and Outreach Manager for the 
School of Mathematical Sciences and the School of Physics and Astronomy.  
In her experience as a Careers Consultant for the University of London she 
delivered training for Women in STEM careers and work on issues facing 
early career researchers.  Queen Mary (QM) physics department has recently 
gained Juno Practitioner status from the Institute of Physics, in recognition of 
their progress towards an inclusive working environment.  Alison is well 
placed to share learning from this process. 
 
Mariana Iossifova- Kelly  has worked in the School since 2001. In her current 
role as Executive Officer with responsibility for HR, Mariana advises and 
supports staff in all aspects of HR policy and good practice.  
 
Dr Robert Johnson is a Lecturer in Pure Mathematics who has worked in the 
School since 2004.  
 
Prof Boris Khoruzhenko is a Professor of Mathematics, and currently Head 
of the School of Mathematical Sciences. He joined the School in 1996 before 
which he held a number of academic positions in Ukraine, France and 
Germany. He is a member of the University Senate and also of the Faculty of 
Science and Engineering Strategy and Planning Group, contributing to 
university and faculty policy formation and developing and implementing 
strategies. He sits regularly on the School appointment panels.  

 
Dr Eoin Long has been a postdoctoral researcher with the School since 
September 2012. He helps represent the needs of early-career researchers 
within the School. 
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Prof Malwina Luczak  is an EPSRC Leadership Fellow. She joined the 
School 



c) Plans for the future of the self -assessment  team. 
 
After submission the SAT will continue to meet at least once per term. We are 
open to the membership evolving if others are interested in getting involved 
but will aim to preserve the balance of seniority and interests as well as 
keeping the key roles involved.  
 
The practice of School meetings including a written report from the Athena 
SWAN champion and questions on this will continue. The Athena SWAN 
Champion has recently become an ex officio member of the Head of School's 
Advisory Group as a way of ensuring that ideas arising in the team are 
communicated upwards within the School management structure. 
 
We will continue to engage with the London Mathematical Society Good 
Practice Scheme and will actively seek comments and advice on the 
implementation of our action plan. (Action 3.7) 
 
[986 words] 
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3. A pi cture of the department – maximum 2000 words  
 
a) Provide a pen- picture of the department  to set the context for the 
application, outlining in particular any significant and relevant features.  
 
The School of Mathematical Sciences is one of the largest UK math



 
 
(ii)  Undergraduate male and female numbers   
 

  QMUL   Female:Male Ratio        

Year 
Female 

Students  
Male 

Students  QMUL 

National 
Lower 

Quartile  
National 
Median  

National Upper 
Quartile  

2009/10 281 410 0.7:1 0.6:1 0.8:1 0.9:1 

2010/11 288 382 Tm
(0)/81

0



The School was one of three main participants in the More maths grads 
scheme, a three-year project (2007 – 2010) funded by the Higher Education 
Funding Council for England to develop, trial and evaluate means of 
increasing the number of students studying mathematics and encouraging 
participation from groups of learners who have not traditionally been well 
represented in higher education. The scheme is regarded as having been a 
success and to have had a positive impact on the number of students 
studying mathematics at A-level and University.   
 
(iii)  Postgraduate male and female numbers completing taught 
courses  (PGT) 
 
Maths: 
 

  QMUL   
Female:Male 

Ratio        

Year 
Female 

Students  
Male 

Students  QMUL 
National Lower 

Quartile  
National 
Median  

National 
Upper 

Quartile  

2009/10 



(iv)  Postgraduate male and female numbers on research degrees  
 
Maths: 
 

  QMUL   
Female:Male 

Ratio   

Maths:





A new first year module introduced in 2012 runs small weekly tutorial classes 
of 6 students. This has the effect of identifying struggling students quickly. It 
also means that particularly strong students can receive a bit of an extra push 
to achieve their full potential. These tutorials are run by the students' 
academic adviser which encourages students to get to know their adviser 
better and see them as a friendly presence who could be contacted in the 
event of difficulties. Tutorial groups contain a good mix of male and female 
students, and male and female academic staff are involved as tutors.  
 
The Peer Assisted Study Support (PASS) scheme consists of study support 
sessions run by students (mainly second and third years) for first year 
students. The organisation of this is done by student organisers (a role that 
has been held by both male and female students) under the light oversight of 
an academic and the sessions are run by student mentors (again both male 
and female students have been well represented among mentors). PASS is 
now run in several departments at Queen Mary but it is particularly well 



Staff data  
 
Note, when available data for 2011-12 has been provided. As Astronomy was 
only part of the School in 2010-11, it is excluded in the 2011-12 data. 
 
Information about grades: 

Grades  Job levels within grades  
Grade 4 Post Doctoral Research Assistant, Research Assistant, Scientific Programmer 
Grade 5 Lecturer, Post Doctoral Research Assistant, Research Assistant, Scientific Programmer 
Grade 6 Lecturer, Academic Fellow, Post Doctoral Research Assistant, Scientific Programmer 
Grade 7 Senior Lecturer, Reader, Senior Research Fellow 
Grade 8 Professor 
 
(vii)  Female:male ratio of academic staff and research staff    
 
2009/10         

Grade Female  Male Total  % of Female  
4    9   9  0% 
5  1   8   9  11% 
6    9   9  0% 
7 

9 



In addition to the given data, since 2011-12 one female Professor has retired 
and two female academics (a Professor and a Lecturer) have joined the 
School. We currently have 4 females out of 45 permanent members of 
academic staff (9% compared with 18% nationally).  
  
To benchmark our position compared to other institutions, QM requested data 
from HESA on female academic number (professor and non-professor) 
compared to other Russell Group institutions. The tables are presented below:



 Professors        

 Institution Female Male Female (%) Male (%) Total 
1 University College London 5.0 19.0 20.8% 79.2% 24.0 
2 The University of Sheffield 3.0 14.7 16.9% 83.1% 17.7 
3 The University of Glasgow 2.0 10.3 16.3% 83.7% 12.3 
4 The University of Southampton 3.0 17.0 14.9% 85.1% 20.0 
5 The University of Liverpool 2.0 15.2 11.7% 88.3% 17.2 
6 University of Durham 2.0 15.5 11.4% 88.6% 17.5 
7 The University of Newcastle-upon-Tyne 1.0 9.0 10.0% 90.0% 10.0 
8 The University of York 1.0 9.2 9.8% 90.2% 10.2 
9 King's College London 1.0 12.5 7.4% 92.6% 13.5 

10 Queen Mary, University of London 1.0 16.8 5.6% 94.4% 17.8 
11 The University of Edinburgh 1.0 18.2 5.2% 94.8% 19.2 
12 The University of Nottingham 0.9 17.0 5.0% 95.0% 17.9 
13 The University of Warwick 1.3 34.9 3.5% 96.5% 36.1 
14 The University of Leeds 1.0 31.6 3.1% 96.9% 32.6 
15 The University of Oxford 0.4 17.2 2.1% 97.9% 17.6 
16 The University of Cambridge 1.0 48.9 2.0% 98.0% 49.9 

=17 The Queen's University of BelfC2.92 9



support we could provide to them in order to increase the retention of female 
PDRAs, particularly given our increasing population of PDRAs. (Action 2.5) 
 
[1751 words] 
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Supporting and advancing women’s careers – maximum 5000 words  
 
4. 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) 





team). Improving our support for postdoctoral researchers career 
development is something which we are keen to do although it will take more 
reflection and consultation to decide on the exact actions and those 
mentioned below are indicative rather than exhaustive. (Action 2.2) 
 
Postdoctoral researchers are encouraged to teach undergraduate students in 
tutorials. We have introduced a guideline that all postdoctoral researchers 
here for at least 2 years be offered the chance to do some lecturing as a way 
of getting more experience of leading teaching. Previously this was something 
that tended to be given to the most confident ones who chose to raise it 
themselves. (Action 2.4) 
 
The question of how postdoctoral researchers (who are by nature often here 
for only a few years) can be better integrated with the School has been 
discussed. We have recently started encouraging postdocs to maintain a 
personal webpage to raise their profile. Another suggestion is to encourage 
postdocs to speak at internal seminars shortly after their arrival. (Action 2.1) 
 
There are various resources for postdoctoral researchers available at both 
college level (researchers section of careers service, Learning Institute) and 
nationally (the webpage Vitae). We will look at ways in which information 
about these resources can be communicated to our postdocs. (Action 2.2) 
 
5. 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  

 
The School operates a compulsory annual appraisal policy and in the last 5 



HR). Induction covers working hours and flexi-time arrangements, Maternity/ 
Paternity/ Parental leave, Equal opportunities, Harassment, Grievance etc. 
 
As part of the College-wide induction programme, all new members of staff 
are invited to an induction event upon joining QMUL; these are run three 
times a year. The day includes presentations from senior members of the 
College, including the Principal, and an information fair with central service 
departments and union representatives. College inductions also contain a 
session on equality and diversity which provides information on gender 
equality. 

 
As part of the employee induction programme within the School, the Head of 
School/Executive Officer will liaise with the relevant manager to ensure that 
the probationer is assigned an induction buddy, mentor and probation advisor. 
 
A buddy is a friendly face in the department who helps the probationer settle 
into the School and University the first few weeks after their arrival. 
 
A School appointed Mentor is a professional colleague who is available 
informally outside the formal probation process as a guide who can help the 
mentee to find the right direction.  Mentors rely upon having had similar 
experiences to gain an empathy with the mentee and an understanding of 
their issues. Mentoring provides the mentee with an opportunity to think about 
career options and progress. 
 
A Probation Advisor/Supervisor is the QM appointed formal probation 
advisor/supervisor (referred to as “mentor” on the QMUL probation forms). For 
me



 
The Learning Institute offers a number of courses on topics such as: project 
planning, managing multiple priorities, stress management, career planning, 
planning for retirement etc. 
 
The School operates a very successful Peer Review Programme under which  
lecturers are observed by a colleague with a follow up discussion.  
 
The College also has several Reward and Recognition Schemes which are 
promoted by the School. 
 
(iii) Support for female students  
 
All students have a range of options for advice and support. Within the 
department each undergraduate student has a personal academic adviser 
and there is a dedicated Student Support Officer. The Senior Tutor oversees 
the advising arrangements and would be the point of contact if any student 
were unhappy with their adviser. Requests by students to change adviser 
would normally go through the Senior Tutor. In the past few years there have 
been only a handful of such requests, none directly relating to gender, all of 
which were accommodated. The Senior Tutor has stated that he would be 
sympathetic towards a request to change adviser for reasons of gender.    
 
PhD student support  
 
New PhD students attend a thorough School induction meeting. Procedures 
and sources of support for PhD students are described clearly and concisely 
in the School `Guide for postgraduate research students and their 
supervisors'. 
 
The postgraduate students run a weekly seminar which provides the 
opportunity for students to experience giving seminar talks in a friendly 
environment. This is well attended and all students are encouraged to speak 
at it even in their first year.  
 



students interested in the role of female participation in science and 
engineering. WISE@QMUL aims to provide a networking platform for female 
undergraduates, postgraduates and academic staff in Science and 
Engineering seeking encouragement and advice on managing their careers 
within and beyond academia and tackling life important questions such as 
work-home balance. WISE brings together women at early stages in their 
career for discussion groups, seminars with prominent and interesting women 
(and men) in the field, workshops and social events. Recent activities include 
a symposium on ‘Women in Entrepreneurship’ and a seminar on ‘The benefits 
of becoming a member of a professional organisation’. 
 
6. Organisation and culture  
 
a) Provide data for the past three years (where possible with clearly 
labelled graphical illustrations) on the following with commentary on their 
significance and how they have affected action planning.  
 
(i) Male and female representation on committees  
 
The main committees with the School are: 
 
Head of School’s Advisory Group (to discuss and advise on strategic issues 
and policy making) 
 
School Executive Group (to manage the budget and operational issues within 
the School) 
 
Research Committee (to facilitate research act



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

  

Fixed Term Contracts  
  
  

Permanent Contracts  
  
  

  

Female  Male 
Female:male 

Ratio  Female  Male 
Female:male 

Ratio  
2008/09 1 10 0.1:1 4 38 0.1:1 
2009/10   15 0.0:1 4 38 0.1:1 
2010/11   13 0.0:1 3 35 0.1:1 
2011/12   11 0.0:1 3 40 0.1:1 

 
There is no significant difference in the proportions of female staff among 
those on fixed-term contracts and among those on open-



jobs are good to keep for some time while some are good to rotate among 
staff frequently and this is kept in mind when allocations are made. 
 
The model is new and can probably be improved; reviewing its effectiveness 
for both the Head of School and staff over the coming year is important. 
(Action 3.8) 
 

 
(iii) Timing of departmental meetings and social gatherings  
 
Termly School meetings are almost always timetabled for 1pm -2pm, normally 
on a Monday. We will address meeting times in the proposed policy on family 
friendly timetabling. This will include reviewing whether this the current time is 
convenient for all and whether alternative arrangements such as recording 
meetings would be beneficial for part-time staff and others.  (Action 3.4) 
 
Research seminars have in the past often finished at 5:30 or later. A recent 
guideline has been introduced that seminars finish by 5pm (Action 3.4). 
 
(iv) Culture  
 
The School is female-friendly in the sense that active discrimination towards 
or belittling of women is not seen and would not be tolerated. Having said 
that, there is a general view that everything should be completely gender 
neutral which can lead to some distrust and even hostility towards positive 
actions taken to encourage and support women. We are aware that this 





fit with 2 months as the sole carer of a child while the other parent was 
undertaking Antarctic fieldwork. This request was met and throughout the 
process the School was very cooperative. 
 
The development of written guidelines on the question of family friendly 
timetabling of lecturing (either requesting a particular semester or particular 
times of day) and other activities is planned with a small working group set up 
to consider this. (Action 3.4) 

 
(ii) Cover for maternity and adoption leave and support on return.  
 
Since no academic staff have taken maternity leave this has not been an 
issue for us. Nevertheless we have become convinced of the importance of 
having a policy on this, both so it is there when needed, and as a way of 
communicating our commitment to supporting women (for instance to female 
job applicants). This will be on top of what QM already provides for maternity 
and other parental leave. A small working group has been set up to draft such 
a policy/procedure. Options discussed have included returning mothers 
having a lighter lecturing load, highest priority in making timetabling requests, 
and extra funds to invite research visitors to re-establish a research presence. 
Some of these may apply to staff returning from long periods of parental or 
adoption leave and the policy will also cover this. We will however recognise 
that maternity leave presents unique challenges to the mother. We will review 
this policy in comparison to other departments within Queen Mary and to 
other mathematics departments with the aim of making it a relatively generous 
one. (Action 3.3) 
 
QM has piloted a support event for parents at the medical school and this 
received very good feedback.  The lunch time event was family friendly with 
children invited and provided an opportunity for the parents to meet with their 
peers and colleagues from HR to discuss directly any concerns they had 
about their impending maternity/parental leave or the support needed upon 
return.  QM is now looking to roll this out throughout the university in an 
endeavour to take direct action to support women. 
 
[3889 words] 



 
8. Any other comments – maximum 500 words  
 



The general feeling seemed to be that for the most part staff are treated on 
their merits.  
Some concerns over fair allocation of work were raised but often it was stated 
in comments that this was not gender related.  
Few responses disagreed that unsupportive behaviour and language were not 
acceptable.  
A good number of those responding had undertaken training in equality and 
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Athena SWAN Maths- QMUL updated action plan Aug 2013 

Athena SWAN – Action Plan 2013-2016 
 
Key: 
 
Champion: Athena SWAN Champion for Maths 
DM: Diversity Manager 
HoS: Head of School 
EO HR: Executive Officer responsible for HR 
SAT: Self Assessment Team 
HR: Human Resources 
 

Ref. AREA FOR ACTION ACTION ALREADY 
TAKEN 

FURTHER ACTION 
PLANNED 
At August 2013 

ACTION 
OWNER 

TIMESCALE SUCCESS 
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Ref. AREA FOR ACTION ACTION ALREADY 
TAKEN 

FURTHER ACTION 
PLANNED 
At August 2013 

ACTION 
OWNER 

TIMESCALE SUCCESS 
MEASURE 

1.3 Survey UG students on 
their attitudes to gender 
equality matters and 
experiences within the 
School.  
 

The survey has 
been discussed in 
the SAT and with 
the Senior Tutor 
and Student 
Support Officer.   

Conduct the survey and 
analyse the results. Formulate 
an action plan to address any 
inequalities in student support 
and experience, and other 
issues arising. 

Senior Tutor 
 

Conduct survey 
by December 
2013. 
Produce Action 
Plan by April 
2014. 

Feedback has 
been collected 
from UG students 
and an action plan 
is in place to 
address concerns.
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Ref. AREA FOR ACTION ACTION ALREADY 
TAKEN 

FURTHER ACTION 
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Ref. AREA FOR ACTION ACTION ALREADY 
TAKEN 

FURTHER ACTION 
PLANNED 
At August 2013 

ACTION 
OWNER 

TIMESCALE SUCCESS 
MEASURE 

2.2 Develop opportunities 
for supporting 
postdoctoral researchers 
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Ref. AREA FOR ACTION ACTION ALREADY 
TAKEN 

FURTHER ACTION 
PLANNED 
At August 2013 
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Ref. AREA FOR ACTION ACTION ALREADY 
TAKEN 

FURTHER ACTION 
PLANNED 
At August 2013 

ACTION 
OWNER 

TIMESCALE SUCCESS 
MEASURE 

scheme 
workshop. 

the Society. 
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