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Athena SWAN Number of applications rapidly 
increasing 

 
In April 2013, 112 applications were received. In No-
vember 2012  96 applications were received and 
recently announced results indicate a 70% success 
rate.  

~~~ 
 

Manchester Experiential Workshop May 8th  
 

The workshop was held in the conference centre at 
Manchester University. In the morning presentations 
were given by Annie Young on successfully going 
for silver and Liz Kay on the view from a panellist.  
 
A round table networking lunch was followed by an 
afternoon practical with Jan Bogg, with small groups 
working as ‘panellists’  on mock application data and 
narrative, the groups found this extremely useful. 
Tips from the workshop are available on the MSC 
website 
http://www.medschools.ac.uk/ABOUTUS/PROJECTS/ATHENA-
SWAN/Pages/Hints-and-Tips-for-Applications.aspx . 
 
The workshop received extremely positive com-
ments and we will be repeating the format at the 
next London workshop.  

~~~ 
 

New clinical academic data released by  
Medical Schools Council 

and Dental Schools Council 
 
The Medical Schools Council and Dental Schools 
Council have this month published the 11th annual 
update of clinical academic staffing levels.  
For the purpose of the surveys, clinical academics 
are defined as those doctors and dentists who hold 
a substantive contract of employment with the uni-
versity and an honorary contract of employment with 
the NHS, and who hold full registration with the 
GMC or GDC.  
The reports analyse trends over the past decade in 
relation to specialty, source of funding, academic 
grade, as well as vacant posts. Data relating to age, 
gender and ethnicity have been reported since 2004. 
Key findings from each of the surveys follow: 
 
 
 
 
 
 
 
 
 

Survey of clinical academic staffing 
levels in UK medical schools as at 
31 July 2012  

available from 
 www.medschools.ac.uk 

  
Key findings: 
• There were 3,167 FTE clinical aca-

demics (3,467 individuals) employed by the 34 UK 
medical schools, a steady state since 2011. 

• There has been a year on year increase in both 
the headcount and the proportion of women clini-
cal academics, since the data were first reported 
in 2004. In 2012, 28% of clinical academics were 
women, compared with 26% in 2011 and 21% in 
2004. 

• There has been a 7% increase in the number of 
female clinical academics since 2011 (from 906 to 
959), compared with a steady state in the number 
of male clinical academics (2,508 in 2012). 

• There has been a 41% increase in the number of 
female clinical academics since 2004 (from 680 to 
959), compared with a 2% decline in the number 
of male clinical academics (from 2,566 to 2,508). 

• 32% of clinical academics held a national Clinical 
Excellence Award or equivalent; 37% of male 
clinical academics and 18% of female clinical aca-
demics. 

Survey of staffing levels of clinical 
academic dentists in UK dental 
schools as at 31 July 2012 

available from 
www.dentalschoolscouncil.ac.uk 

 
Key findings: 
• There were 566 FTE clinical aca-

demics (947 individuals) employed by the 18 UK 
dental schools, an increase of 3% since 2011. 

• There has been a year on year increase in both 
the headcount and the proportion of women clini-
cal academics, since the data were first reported 
in 2004. In 2012, 39% of clinical academics were 
women, compared with 37% in 2011 and 32% in 
2004. 36% of REF-returnable clinical academics 
were women compared with 33% in 2011. 

• There has been a 10% increase in the number of 
female clinical academics since 2011 (from 337 to 
371), compared with a steady state in the number 
of male clinical academics (576 in 2012). 

• There has been an 87% increase in the number of 
female clinical academics since 2004 (from 198 to 
371), compared with a 35% increase in the num-
ber of male clinical academics (from 426 to 576). 

~~~ 
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APPLICATION PLANNING 

Tips from the Athena SWAN handbook 
 
The following tips have been developed from the most 
recent Athena SWAN awards handbook (May 2012). 
The handbook contains detailed information and is 
available to download from the Athena SWAN web-
site. 
 
What helps make a good application? 
• Good communication - How well are policies and 

plans communicated to staff?  
• Commitment – Senior/high-level commitment, is it 

there, how is it communicated?  
• Effective analysis of the data - What does the data 

show, and which actions are being taken to address 
the issues identified?  

• Specify how impact will be measured 
• Self-reflection and honesty in the application, recog-

nise the issues and challenges 
• Engagement - Are staff at every level involved in 

developing policies, implementing them and evalua-
tion? 

• Clear evidence on what done and what planned  
• Clear rationale for what done/planned and link to 

the organisation’s strategic mission and goals 
• Indicate how success will be measured and the 

benefit to the organisation/individuals 
• Detail any change successfully addressed 
• Link between the data and the action plan 
• Demonstrate  understanding  of  institutional  con-

text/local circumstances and the key issues 
• Clarify the significance of any changes/initiatives in 

terms of anticipated outcomes/sustainability/culture 
change and long term impact 

• Detail  the  level  of  input,  investment,  involve-
ment/commitment  and  support  from  sen-
ior management, heads of departments, senior aca-
demics and research team leaders (male and fe-
male) and women research staff and academics  

• Detail anything different, innovative or particularly 
challenging  

• Detail  anything  particularly  valued  by  all 
staff/managers/female staff 

 
Athena SWAN awards handbook (May 2012)  
Available from: 
www.athenaswan.org.uk/sites/default/files/Athena-SWAN-awards-
handbook-May-2012.pdf 

~~~ 
 

Tips from a 2013 Silver Award Holder 
 

Professor Annie Young & Julia Smith 
Warwick Medical School 

University of Warwick 
 
Obtain buy-in 
• Ensure buy-in from University Senior Manage-

ment.  
• Integrate  with  or  start  up  a  University-wide 

‘Strategic’ AS Group (e.g. chaired by a pro-VC 
with Heads of Departments) 

• Remember Athena SWAN represents an ongoing 
change in culture that provides equality of oppor-
tunity for females  

 
Communicate and collaborate 
• Communicate Athena SWAN principles at all lev-

els, firstly within your Department i.e. face to face, 
regular  agenda  items  on  committees,  intranet 
blogs 

• Integrate fully with other STEMM Departments in 
your University  

• Integrate  with,  or  start  up,  a  University-wide 
‘Networking’ AS Group to share good practice  

• Work  closely  with  your  Central  Data  Officers. 
Make personal contact, be specific, work together, 
consistently input good quality data to central da-
tabases, pay attention to survey and qualitative 
data 

 
The application form 
• Clarify your population and stick to it - What is 

your ‘department’? Specify staff categories, who 
are  your  clinical  academics?  (e.g.  you  may 
choose only University employed) 

• Document ongoing training programmes e.g. who 
is equality and diversity training for?   

• Develop a succinct Action Plan 
• Ensure application is gender specific throughout  
• Presentation matters - keep it simple, actions real-

istic, timed and measurable. Be ambitious, go for 
longer-term vision e.g. more women at the top as 
well as small important shorter-term projects e.g. 
a quiet room for breast feeding 

• Use or improve your existing policies and proce-
dures,  if  considerable  Athena  SWAN  relevant 
good practice happen already align with your Ac-
tion Plan 

 
Your group 
• Assemble  and  develop  your  Self-Assessment 

Group, ensure representation i.e. students, early 
career  researchers,  communications,  HR/E+D, 
senior management etc.  

• Identify lead/coordinator for the submission, work-
ing with a small group of editors can work well 

~~~ 
 
 

 
Other silver applications to view 
www.athenaswan.org.uk/content/silver-0 
 
Want more tips?  
Digested tips from the May 8th Manchester workshop 
available from the MSC website:  
www.medschools.ac.uk/ABOUTUS/PROJECTS/ATHENA-
SWAN/Pages/Hints-and-Tips-for-Applications.aspx 
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 Why don’t you apply to become a panellist?   

 
Bring insight and information about the Athena 
SWAN process to your organisation. 
 
Contribute to the development and success of 
the our current and future scientists. 

 
Find out more on the Athena SWAN website:  
http://www.athenaswan.org.uk/content/assessment-panels 

Professor Paul Winyard  
Professor of Experimental Medicine 
University of Exeter Medical School 

 
I sat on my first Athena SWAN panel in 
February 2013 as a result of the call for 
academic staff involvement. As Co-chair 
of  the  University  of  Exeter  Medical 
School self-assessment team, I felt that I 
should support  the Equality  Challenge 
Unit  in  the assessment  process,  as I 
would soon be asking others to assess 
our application. Sitting on a panel also 

provided me with invaluable insight into the application 
process - how it worked in practice. More importantly, 
seeing and debating other applications really focussed 
my mind on the work we were doing at Exeter. It also 
sparked ideas on things we could do, reassured me 
that things that we were trying had been successfully 
tested elsewhere, and highlighted things that we may 
need to review again. There were also opportunities to 
meet other academic panel members involved in the 
Charter. 
There are some downsides of sitting on a panel, but not 
many.  Like others  volunteering for  the first  time,  I 
probably underestimated the amount of time I needed 
for preparation. If I was selected again I would ensure 
that I booked out time at least two weeks in advance of 
the meeting to quietly read through the applications for 
a first time and then more time just before the panel to 
refresh my memory. The only other downside I found 
as a scientist was the data included in the application. I 
needed to keep reminding myself that I was not reading 
a research paper and therefore the formats of data 
presentation and analysis were different. 
Overall I would recommend this experience to any aca-
demic involved in the Charter as both a learning experi-
ence and a contribution to sustain the good work being 
done by the Equality Challenge Unit. 

~~~ 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

   
 
 
 

Professor Liz Kay 
Foundation Dean  

Peninsula Dental School 
 
The 29th July was truly a red letter day, 
for Universities, for STEMM subjects and 
for women in science.  Because that day 
Professor Dame Sally Davies wrote a 
letter telling interested parties that cer-
tain funding streams would not, in future, 
be available to academic/NHS partner-
ships if the academic partner had not 
achieved at least a Silver Award of the 
Athena SWAN Charter for Women in Science. That let-
ter was to bring about the beginning of one the greatest 
transformations and cultural shifts seen in Higher Edu-
cation for a generation. On sight of that letter, I put my-
self forward to Athena SWAN as a panellist.  I am 
thankful and grateful that, as a result, not only did I be-
come a judging panel member, I was also asked by the 
Equality Challenge Unit to be part of the “Medical and 
Dental Schools Group”, set up by Athena SWAN to en-
sure they were fully informed of any issues particular to 
medical and dental schools.  
The experience of being a panellist is one of the most 
rewarding things I have ever done, and I would advise 
everyone who believes in fairness and equality (in all 
senses, not just gender) to put themselves forward as a 
panellist. Being a panellist isn’t necessarily easy, it in-
volves a considerable amount of work, read the role 
descriptors carefully before applying. By becoming a 
panel member you give yourself responsibility for the 
integrity of the Athena SWAN Charter,  which I person-
ally  find  rewarding.  Panellists  read  the  submission 
documents of HEIs applying for Athena SWAN awards. 
They are given ‘score sheets’ to assist their considera-
tions and then the panel meet to discuss each submis-
sion. These discussions are forthright, lively, positive 
and insightful. Through debate, the panel reach a con-
sensus view of whether an award should be conferred 
or not.  Sometimes the panel seek further information 
from the institution involved.  What has become clear to 
me, is that there is no cynicism, only fairness. There is 
no ‘nodding through’, only thoroughness. It is those 
things which make Athena SWAN a joyful organisation 
to work  with.  
What has also been deeply enjoyable, is the sense of 
belonging to, and working as, a team, a sense which 
my panel seemed to very quickly develop.  And for me 
to have the opportunity, to share a room for a day with 
other people from higher education, who care passion-
ately about fairness in education and in academia, and 
whose life experiences have been so similar and yet so 
different, has been fantastic. It is wonderful to feel one 
is contributing to, and fighting for, a long overdue cul-
ture shift. To be doing that with a group of like-minded 
people is an experience not to be missed. 

~~~ 
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FREQUENTLY ASKED QUESTIONS 

London Workshop  
Going for Silver 
September 24th 

9:30-2:00 
Woburn House, WC1H 9HD  

 
The workshop will include speakers and 
an experiential practical based session 
with group work, reviewing anonymous 
application data. Lunch included. 
 
Attendance is initially limited to two aca-
demics directly involved in the application 
process from each medical school/dental 
school.  
 
If you wish to attend, please email your 
name, role and dietary/access require-
ments to: athenaswan@medschools.ac.uk 

Q. We recently did a comprehensive Athena SWAN 
Staff Survey and one of the things that clearly 
emerged was the usefulness of a mentoring system 
for all staff. Would it be appropriate for example to 
roll this out for women, and in particular early career 
women to begin with, with a view to having it avail-
able to all staff in the medium term? 
 
A. Linking your findings to action plans is definitely 
worthwhile and if you have identified to start with 
early career women, then link this to your findings in 
the narrative discuss it and signpost it to the action 
plan number (i.e. see AP 4) and specify the timeline, 
make it a SMART plan.   
 
Q. What is a SMART plan? 
 
A.   S  Be specific about what you want to achieve 

M Make it measurable with a defined outcome 
A Make sure it is achievable 
R Make it realistic 
T Set an achievable time-frame 

 
Q. Are word limits flexible? 
 
A. Word limits are required to ensure that submis-

sions are concise enough for panellists to read in 
advance of the assessment days. The word limits 
are therefore not flexible and cannot be aggre-
gated between sections. Athena SWAN may con-
sider allowing an extension of 1000 words for 
large faculties, colleges, or other organisational 
units consisting of numerous departments who 
wish to apply for a department award. Con-
tact athenaswan@ecu.ac.uk for further details and 
approval. 

 
 
 
 
 

About Athena SWAN 
 

The Athena SWAN Charter recognises and cele-
brates good employment practice for women 
working in science, engineering and technology 
(SET) in higher education and research.  
 
The Charter is managed by the Equality Chal-
lenge Unit and Athena SWAN application forms 
and guidance are available from the Athena 
SWAN website  
 
Weblinks  
Equality Challenge Unit  
www.ecu.ac.uk 
 
Athena SWAN website  
www.athenaswan.org.uk 

 
 
 
 
 

Medical and Dental Schools and Athena SWAN 
 
Have you got any items of interest to other  
medical and dental schools? 

 
News 
Workshops 
Online presentations 
Podcasts 
Signposts to data 
Articles 
Good practice 

 
Please email any items for consideration of  
publication in the newsletter to:  
athenaswan@medschools.ac.uk  
 
 

 

 

This medical schools and dental schools 
Athena SWAN  newsletter will be published bi-
monthly.  

It will be archived on the MSC Athena SWAN 
webpages. 

 

 

Further resources available: 
www.medschools.ac.uk/AboutUs/Projects/Athena-SWAN 


