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Six departments reviewed the membership of research groups and interdisciplinary groups.

Twenty one departments ensured that the images used, for example, in publicity, photographs,
newsletters and job particulars reflect the contribution of women to the department:

Our publicity people see the female as portraying a positive image and use this where possible.
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Appendix B: the Checklist
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Academic Chemistry Departments
Good Practice Checklist

INTRODUCTION TO THE CHECKLIST

This Chemistry Good Practice Guide Checklist is the first of a number of subject-specific checklists on good practice in SET
employment that the Athena Project is producing. These subject checklists follow on from an institutional checklist which was
completed by 28 UK HEIs in 2003. Chemistry has been chosen as the first discipline for which a subject checklist is produced
because the Royal Society of Chemistry and the Athena Project have been working together to identify good practice in the
recruitment and retention of staff since the launch of the Athena Project in 1999. The production of this checklist was an
obvious extension of that cooperation.

The RSC and Athena are strongly encouraging departments to complete the checklist so that data can be collected to
benchmark the current situation with respect to good practice in academic chemistry and enable any future changes to be
monitored.

A report will be produced based on the chemistry checklist returns, but the identity of individual departments will be
protected. Where good practice is identified, the approval of the department will be sought for the inclusion in the report of
a short case study.

The RSC and Athena thank departments for the time taken to look at this checklist and would urge heads of departments
to ensure that the checklist is completed and returned. In making the case for science and chemistry to government it is
important that issues such as equal opportunities are seen to be taken seriously by the SET community. By completing this
checklist your department’s commitment to equal opportunities issues will be demonstrated.

Electronic proforma checklists are available from athena@royalsoc.ac.uk to which address they should be returned or they
can be posted to the Athena Project, the Royal Society, 6 to 9 Carlton House Terrace, London SW1Y 5AG.

THE ATHENA PROJECT

The aim of the Athena Project is the advancement of women in science engineering and technology (SET) in higher education
and research. Athena also seeks a significant increase in the number of women recruited to top posts. Athena works with
partner universities to develop, share, encourage and disseminate good practice, to increase the number of women working
in SET at all levels and to improve the career development, recruitment, participation, progression and promotion of women
in SET.

Athena’s programme is funded by BP, the DTI and the Royal Society, with support from the Engineering Technology Board
and the Royal Academy of Engineering. The objective of the programme, as suggested by the Government Chief Scientific
Adviser Professor Sir David King in his foreword to Athena’s Guide to Good Practice 1999 to 2002, is for every UK HEI and
research institution in the UK to embed Athena’s good practice within their organisation and culture. An additional objective
is for a significant number institutions to make a commitment to achieving Athena’s targets. These are:

B Short term - the percentage of female applicants for academic posts to reflect the percentage of women at the
level immediately below (in their own institution and/or the ‘pool’ of institutions where they usually recruit)

B Medium term - the percentage of newly appointed and newly promoted women in academic posts to reflect the
percentages at the level below
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B Long term - the percentage of women at each career level to reflect the percentage at the level below

(including the undergraduate intake)

Further information on Athena, including the text of the Good Practice Guide 1999 to 2002, and the preliminary report
on the findings from Athena’s Survey of Science Engineering and Technology (ASSET) , is available on www.etechb.co.uk/
athena or email athena@royalsoc.ac.uk

THE ROYAL SOCIETY OF CHEMISTRY

Two reports on work by the Royal Society of Chemistry (RSC) [http://www.rsc.org/lap/polacts/ womeninacedemia.htm]
address the culture of academic chemistry and its influence on women’s retention and progression rates. The report published
in 1999, Study of Factors Affecting the Career Choices of Chemistry Graduates, concluded that the situation of women in
chemistry was among the worst in SET in HE, that retention was the key issue and that if the position was to improve enough
to make women want to stay in chemistry, the culture had to change.

The RSC’s 2003 report, Recruitment and Retention of Women in Academic Chemistry, recognised that the difficulties for women,
of sustaining academic careers and progressing to the level which reflects their abilities, often relate to the organisation and
culture of SET, the departments and the institutions in which they work. The report identifies what it is about the culture
in certain departments and/or universities which causes women to apply for and accept posts and subsequently encourages
them to remain in these departments and/or universities.

The areas where Athena and the RSC recommend changes and the good practice their work has identified are described in the
sections which follow on personal and professional support and development, appointment and promotion processes and
departmental arrangements structures and culture.

THE USE OF THE CHECKLIST

The checklist flags what Athena and the RSC have identified as the key issues for career progression for departments, heads
of departments and research groups, and the men and women who work in and/or leave academic chemistry. The checklist
is based on the:
B work of Athena’s partner HEIs who have contributed to Athena’s programmes and publications since 1999
B findings from ASSET, which ran in 23 universities early in 2003, to which over 2000 academics
in science, engineering and technology and related disciplines contributed their experiences
and perceptions of career progression.
B Study of Factors Affecting the Career Choices of Chemistry Graduates, RSC 1999
B Recruitment and Retention of Women in Academic Chemistry, RSC 2003
The good employment practice referred to was developed in universities by practising scientists and engineers working with
colleagues in administration and staff development. The good practice is evidence-based and has been demonstrated to work and
make a difference to the working lives of academics and their enjoyment of their chosen careers. Very little is institution-specific and
most can be adapted to local circumstances and resources.
The chemistry department checklist is a development from Athena’s HEI Good Practice Check List, which was used for Athena’s
report to the DTT in December 2003 on the development and embedding of good practice by HEIs (good practice case studies from
which will be available on Athena’s web site later this year).

Work funded by the Royal Society and BP is now underway to develop checklists for other SET disciplines and for use in industry.

Athena and the RSC see the checklist as a useful tool for departments, those who complete it, the men and women working
in their departments, and colleagues elsewhere who are looking for examples of good practice to adopt or adapt for their own

departments.
Comments on the user friendliness and utility of the checklist will be welcome; please email athena@royalsoc.ac.uk
Departments wanting feedback should similarly contact Athena.

The completion and return of the checklist by UK university chemistry departments will enable a report on the UK position and
the good practice that is in place in academic chemistry. The resulting report will focus on good practice. Text relating to individual
departments will be checked and agreed with departments prior to publication.

> The web based survey of 2,172 male and female academics in 23 UK HEIs ran in Spring 2003, the areas covered by the questionnaire were
those which the work of Athena’s partner HEIs had identified as important to academic/research progression in SET and where there appeared
to be significant differences between women and me. 70% of respondents were male, 66% of respondents were in Russell Group universities,
381 respondents were physical scientists.
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The timetable for this work is:
End January 2004 checklist distributed
End February 2004 checklist returned electronically to Athena athena@royalsoc.ac.uk
March 2004 returns checked and feedback provided

PERSONAL AND PROFESSIONAL SUPPORT AND DEVELOPMENT

Developmental activities and programmes can encourage women (and men) to stay and progress their careers in science, clarify
their career goals and strategies for achieving them and prepare them to create and take advantage of opportunities for career
enhancement. Such activities provide the access to mentoring, role models, shared experiences, career advice and support, and
the opportunity to network that may not otherwise be available. The good practice in this area, which was developed by Athena’s
partner HEIS, is described in Athena Reports 1-4, 6, 18 and 19 and is drawn together in Athena Reports 7, 8, 14 and 22.

Results from ASSET show that, across SET, of those currently at lecturer level, 45% of men and 31% women had received
encouragement to apply for a senior lecturer/reader appointment and of those currently at senior lecturer/reader level, 48% of
men and 37% of women had received encouragement to apply for a professorial post.

ASSET also looked at the external activities and contributions to professional societies, which might influence career progression. It
found that women’s and men’s membership of professional societies was similar, however 76% of women were ordinary members,
compared to 62% of men, and only 19% of women were fellows compared with 34% of men. 19% of men were on editorial
boards of their professional organisations compared with 9% of women, and 21% of male lecturers and 15% of female had been
keynote/plenary speakers at a national or international conference in the last three years.

RSC’s 1999 study suggested that women who doubted their own abilities, particularly at the post-doctoral stage, might as a result
expect to be treated differently (unfairly). It also suggested that women were better able to acquire the transferable skills during
their PhDs and perhaps were better at recognising and selling their skills to other non SET employers. Also that:

B opportunities for mentoring and shadowing were limited by the lack of senior female role models in chemistry

B universities and departments were not prepared to, or did not actively manage career breaks; for example they did
not provide resources to maintain professional networking.

RSC’s 2003 study identified good practice including:
B induction for all including a formal programme, with briefing on how promotion operates at departmental and
institutional levels
B compulsory lecturing training to ensure that all appointees are treated the same, and have to meet standard
probation criteria
B the provision of mentoring for all new staff.

Mentoring - the introduction of mentoring opens up discussions on the issues of women’s career progression. On a relatively
short timescale, mentoring is highly effective in helping to equip women, early in their careers, with the support, self-awareness
and confidence needed for a successful career. Mentoring is also invaluable to senior women who hope to be promoted into
levels where there are currently very few women. Mentoring is resource intensive. However, there is something uniquely powerful
about the one-to-one mentoring relationship.

Networks - the support, encouragement and activities that networks offer makes small but significant differences to the working
lives of women in SET and helps them to develop an understanding of how to progress a career in SET. Through the networks’
programmes of activities they provide their members with the support and encouragement that men usually get from their
departments, principal investigators, research group leaders or section heads, but that women may not otherwise receive.

APPOINTMENT AND PROMOTION PROCESSES

Establishing an understanding of the differences (in both reality and perception) of men’s and women’s approaches to, and
preparation for, appointment and promotion is an important step to making the procedures, practices and criteria fair,
open and well understood. The issues and the good practice identified by Athena’s partner HEIs is described in Reports

9,10,12,13,18 and 19 and is also drawn together in Reports 7, 8, 15,16 and 22.

Results from ASSET show some disparity on promotion - 78% of male respondents (women 68%) achieved senior lecturer
or reader posts through promotion rather than through competitive application. All-male panels had appointed 37% of the
respondents and of those appointed in the last two years at senior lecturer level 47% of men and 32% of women had been
appointed by all-male interview panels. Also 73% of male senior lecturers/readers reported full or fairly good knowledge of
promotion procedures compared with 60% of women.

RSC’s 1999 study suggested that some departments functioned as ‘male clubs) where appointments and promotion depended
more on individuals’ fit within the current culture, than on transparent assessment criteria.
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RSC’s 2003 study suggests that promotion remains a significant mid-career barrier with:
B alack of formal procedures
B the potential sidelining of women into atypical posts with unclear future progression routes

W its emphasis on research in the selection criteria for the most senior posts (whereas women typically have greater
pastoral responsibilities, and often a higher teaching load, compounded by the longer time for marking associated
with the bigger first and second year classes)

B women’s relative lack of mobility, coupled with a perceived bias to external candidates.

The 2003 study looked at ways to create a more rounded selection process, in which candidates were not judged on first
impressions or a single presentation and which would reduce the tendency for departments to appoint in their own image or
on the basis of personal contacts. The good practice identified includes:

B targeting external women for inclusion in the short list

encouraging internal women applicants to gain practice with interviews, and giving them feedback
a discussion with the head of department and other staff

requiring candidates to present their research to a non-chemist

an interview panel including two women (possibly the external academic and lay members) and an external chair

work allocation meetings before new staff take up post, to discuss overall workload, including the balance
of teaching, research and administration and to give the appointee the opportunity to raise any personal
circumstances that might affect their allocation of duties.

DEPARTMENTAL ARRANGEMENTS, STRUCTURES AND CULTURE

Women’s career progression, the choices they make, how comfortable they feel at work and the extent to which they benefit
from the contributions they make, relate to the way their departments are managed, the working practices they adopt, and
the way they allocate resources and responsibilities and how they recognise and reward contributions.

Family-friendly policies are of no avail if they are not taken up either because of the culture of the laboratory or because
no-one outside administration knows about them or how they work. Changing departmental and institutional processes
as a precursor to cultural change was a theme of Athena’s 2000 Development Programme.

The good practice and changes developed by partner HEIs is described in Reports 10, 12,13,18,19 and 20 and is drawn
together in Reports 15, 16 and 22.

Findings from ASSET show differences across SET in the committee representation and positions of responsibility at
departmental level: 20% of men and 27% of women carried student support and welfare responsibilities, whereas 36% of
men and 26% of women were heads of research groups/sections. 41% of men compared with 33% of women were members
of departmental research committees, while 56% of men and 49% of women were members of teaching committees. At
senior lecturer/reader level 64% of men and 49% of women agreed that they had the opportunity to serve on important
departmental committees.

ASSET showed marked variations in male and female perceptions of the value that colleagues and departments place
on their contributions. Overall more than 50% of respondents agreed that their teaching, research and administrative
contributions were valued, that senior colleagues were supportive and that they had the opportunity to serve on committees.
37% of respondents felt their successes were celebrated and 36% felt that their external professional activities were valued.
At professorial level, 55% of women and 75% of men agreed that their senior colleagues were supportive, 55% of women
and 77% of men felt socially integrated within their department; 58% of women and 74% of men agreed that their
administrative contribution was valued and 37% of women and 56% of men agreed that their department celebrates
successes in their working lives.

ASSET found differences between the genders in terms of what would have helped their transition back to work. Women’s
top priorities were childcare (79%), flexible working (78%) and keeping in contact with their department (63%). Men’s
priorities were contact with their department (59%), peer networks (39%) and flexible working (26%).

RSC’s 1999 study identified as barriers the:

B men who see chemistry as hard-edged and not emotionally suited to women, and have traditional attitudes to the
role of women, particularly those with children

B large numbers of post-docs needed for research, and the massive competition for lectureships

B criteria used for measuring success leading to an emphasis on certain ways of working, eg long hours and ‘fitting in’
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limited opportunities to develop interdisciplinary ideas - women are more likely to favour
interdisciplinary working

long hours and little opportunity to socialise (except with other chemists) and the socialising being dominated by
‘male activities and values’

competitive culture with the emphasis on results at the expense of process - women are more interested in
learning from the process, than in the rush to publish

predominance of full-time posts determined by tradition not research and teaching needs

large departments and teams of full-timers which predominate in ‘old” universities - women are more likely to
work in smaller departments in new universities, alone, part-time, on short-term contracts

stronger concerns of women about health and safety compared with men.

RSC’s 2003 report recognised that the best departments did not target measures specifically at women but created a culture
of diversity where all could thrive and be rewarded for their contribution, regardless of gender and family circumstances. The
report defines the characteristics of open and supportive departmental management:

letting staff know if they can put themselves forward for increments and promotion
legitimising decisions about balancing work and home

a broadly based reward mechanism

peer support, appraisal, development and mentoring

transparent decision making with board of studies membership open to all and meetings that are not male-
dominated, intimidating or hierarchical

open discussions of teaching loads and equity in allocating administrative and support duties, on a rota to avoid
women taking too many support roles

open bidding and accounting so everyone knows how much funding others receive

research organised by floor and not segregated in laboratories to facilitate socialising.
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THE CHECKLIST

1. Personal professional support / development

A = established/widely applied B = occasional/informal/pilot C = under discussion D = review required E = no/not applicable

1.1 Career development A |B |C |D |E Notes

1.11 women / all staff expected / encouraged to participate in personal /
professional development programmes / training

1.1.2 Development opportunities available to staff include
entrepreneurship / IPR / people and financial management / other
transferable skills

1.1.3 Career development / career advice / CV development of junior staff
a responsibility allocated to specific individuals / post holders
INDICATE IF THIS AND THE FOLLOWING APPLY TO POST-DOCS

1.1.4 The responsibility for the career development of junior staff is
included at appraisal / staff reviews / in promotion consideration etc

1.1.5 (Junior) women are encouraged to present at / contribute to
departmental research seminars / to research sponsors

1.1.6 (Junior) women are encouraged to raise profile externally eg
contribute to professional society activity, attend / present at
conferences

1.1.7 Exit interviews are held with leavers / issues are followed up (in
department or centrally)

1.2 Networks

1.21 Peer support / buddy systems encouraged / junior staff act as role
models / to mentor post-docs and post-docs for postgraduates etc

1.2.2 women encouraged / supported to network at Faculty/ HEI level /
regionally / nationally

1.2.3 Network members report activities / fed back to departmental
committees

1.3 Mentoring and role models

1.31 Mentoring is provided departmentally as career development / part
of induction / probation PLEASE INDICATE WHICH APPLIES

1.3.2 The department is covered by the university’s mentoring provision

3.3 staff are encouraged to act as / train as mentors (by the university

and/or department) PLEASE INDICATE WHICH APPLIES

1.34 Women staff encouraged to act as role models / mentors by the
department / university / regionally / nationally in chemistry PLEASE
INDICATE WHICH APPLIES

1.3.5 Staff mentors / role models / others feedback career progression
issues to department (preserving confidentiality / anonymity)

2. Appointment and promotion process

A=established/widely applied B= occasional/informal/pilot C= under discussion D=review required E= no/not applicable
21 Identifying and supporting candidates A |B |C |D | E | Notes
2141 women & men in the department are encouraged to apply for
appointment / promotion when they are ready and/or are identified
when reaching readiness

21.2 women in the department are supported through procedures with eg
mentoring mock interview and feed-back

21.3 Feedback is given on, e.g., career development needs for internal
unsuccessful applicants

21.4 Departmental procedures for appointments / promotions are openly
communicated / guidance is provided for potential candidates

2.2 Appointments

221 The departmental staff profile is reviewed / attempts are made to
identify appropriate women candidates internal / external

222 Selection criteria and procedure are reviewed for bias and are clear
to all

2.2.3 Selection panels include women / external people PLEASE INDICATE
WHICH

224 % female applicants, shortlisted and appointed monitored against

available ‘pool’ / feedback sought from women who withdraw
PLEASE INDICATE WHICH

23 Promotions A |B |C D E Notes
2.31 The department’s criteria for nominations / support of candidates
are consistent fair in application and clear to all
2.3.2 Departmental procedures are clear / open / effectively
communicated to all / reviewed / compared to others
2.3.3 Outcomes reviewed against criteria (teaching / research / admin

contributions) and successes celebrated
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3. Departmental arrangements structures and culture

A=established/widely applied B= occasional/informal/pilot C= under discussion D=review required E= no/not applicable

3.1 Workload, roles and responsibilities A B C D E Notes
3.1.1 Work allocation discussions are held with new staff to pick up work

/ life balance issues / covered in annual appraisals / reviews
3.1.2 The workload balance eg of admin / research / teaching is reviewed

/ equitable and / women are not sidelined in atypical jobs / not able
to develop their CVs / unable to take up development opportunities

3.1.3 Roles and eg committee memberships rotated for staff to gain
experience / exposure

3.1.4 Individuals’ contributions to department administration / teaching is
recognised (eg for promotion) / valued / rewarded

3.2 Departmental organisation / style

3.21 There is openness in departmental management & communication
& in, e.g., allocation of resources — space / funding /research
support

3.2.2 The department involves RAs and part timers in ‘life’ of department

/ keeps in touch with staff on sabbaticals / career breaks/ long sick
leave / maternity leave

3.2.3 There is recognition / practical demonstration of work-life balance,
(e.g. flexible working) practices from top / middle of the department

3.24 Induction programmes include — ‘how we do things round here’ at
departmental, lab and individual role levels

3.25 Contributions to department administration / teaching recognised /
valued / rewarded

3.2.6 Departmental staff profile - % part timers /men /women at different
levels (including, e.g., academic visitors monitored) & results
reported

3.2.7 Research organisation — the membership of research groups /

interdisciplinary groups is reviewed for bias

Departmental organisation / style

3.2.8 Department meetings are timed to take account of caring
responsibilities, e.g. school runs
3.2.9 Image eg publicity / photographs / newsletter / job particulars reflect

the contribution of women to the department
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