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1: Respondent Profile ς Academic Staff 
 

1.1 Gender and Level  
 

There were 4501 respondents to the survey 31% were women;   69% were men 
 
1.2  Length of time in current department  
 
 F% F%(w) M% M%(w) All% All%(w) 

Up to 2 years 18 18 14 15 15 16 

3 ï 10 years 52 51** 41 43 44 45 

11 or more years 30 30 44 41** 40 38 

1.2.1a Length of time in the department (N = 4139) 
 

1.3 Length of time in current grade  
 

 F% F%(w) M% M%(w) All% All%(w) 

Up to 2 years 39 41** 28 28 32 32 

3 ï 10 years 52 50 50 51 51 51 

11 or more years 9 9 23 23** 18 18 

1.3.1a Length of time in current grade (N = 4468) 
 

1.4 Terms of Employment (N = 4470) 
 

82% of academics;   78% of female academics;   84% of male academics 
weighted  84% of academics;   80% of female academics;   85% of male academics**  
are on permanent/indefinite contracts 
 
1.5 Highest academic qualification (N = 4482) 
 

93% of academics;   91% of female academics;   94% of male academics 
weighted  91% of academics;   88% of female academics;   92% of male academics**  
have a PhD 

 

1.6 Measures of Esteem 
 

 F% F%(w) M% M%(w) All% All%(w) N 

Holder of Research Fellowship 42 43 47 44 45 44 4465 

Winner of Professional prize(s)/medal(s) 32 30 35 34* 34 33 4443 

Included in RAE 2008 68 62 78 71** 75 68 4469 

Fellow of a STEMM professional/learned 
society 

19 18 28 25** 25 23 4415 

1.6.1a Measures of esteem.  
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1.7 Age  
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        1.7.1a Age distribution of Academic Staff (N = 4409)        

 

1.8 Disability (N = 4450) 
 

4% of academics;   5% of female academics;   4% of male academics  
weighted  5% of academics;   6% of female academics* ;   4% of male academics  
consider themselves to have some form of disability. 
 

1.9 Ethnicity (N = 4454) 
 

88% of academics;   91% of female academics;   88% of male academics   
weighted  88% of academics;   91% of female academics** ;   87% of male academics   
describe themselves as White 
 

Significant differences between sexes 
 
A greater proportion of women 

¶ Have been in their current department for between 3 and 10 years** 

¶ Have been on their current grade for less than 2 years** 

¶ Consider themselves to have some form of disability* 

¶ Describe themselves as White** 

 

A greater proportion of men 

¶ Have been in their current department for 11 or more years** 

¶ Have been on their current grade for 11 or more years** 

¶ Are on permanent/indefinite contracts** 

¶ Have a PhD** 

¶ Have won a professional prize and/or medal* 

¶ Were included in RAE 2008**  

¶ Are Fellows of a STEMM professional or learned society** 
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2: Differences in M/F Progression and Representation  
 
2.1 Perceptions of M/F representation in the department  
 
 F% F%(w) M% M%(w) All% All%(w) 

< 10% 12 11 17 15 16 14 

10 ï 20% 25 21 37 32 33 29 

21 ï 40 % 34 31 31 34 32 33 

About 50% 17 19 11 12 13 14 

60 ï 80 % 9 15 3 6 5 8 

> 80% 1 3 0 1 1 1 

2.1.1a Estimates of the percentage of female academic staff at lecturer and above in the department. 
Respondents: N = 4449 
 

2.2 Perceptions of M/F representation in the discipline  
 
 F% F%(w) M% M%(w) All% All%(w) 

< 10% 13 10 16 14 15 13 

10 ï 20% 32 27 43 37 39 34 

21 ï 40 % 31 33 31 36 31 35 

About 50% 15 17 8 11 10 13 

60 ï 80 % 8 11 2 2 4 4 

2.2.1a Estimates of the percentage of female academic staff at lecturer and above in the respondentsô 
discipline across all UK universities. N = 4305 
 

2.3 Engaging with action on women and science  
 
 F% F%(w) M% M%(w) All% All%(w) N 

I am aware of initiatives in my 
department 

44 38 50 47** 48 44 4429 

I am aware of initiatives in my 
university 

61 56 58 60* 59 59 4430 

I contribute to/am actively engaged in 
initiatives in my own department 

33 29** 23 21 26 23 4406 

I contribute to/am actively engaged in 
initiatives in my university 

27 25** 13 13 17 17 4396 

I personally am benefitting from 
women and science initiatives in my 
own department 

14 11 14 13* 14 12 4357 

I personally am benefitting from 
women and science initiatives in my 
university 

17 15** 11 11 13 12 3775 

2.3.1a Agree with the statements about women and science initiatives in their department and university.  
 

2.4 Views on becoming a member of senior management  
 
 F% F%(w) M% M%(w) All% All%(w) N 

Want to become a senior department 
manager 

44 49** 36 39 39 42 4459 

Want to become a senior university 
manager 

24 27** 21 22 22 23 4455 

Expect to become a senior department 
manager 

28 32* 31 29 30 30 4456 

Expect to become a senior university 
manager 

10 10 10 10 10 10 4440 

2.4.1a Staff who want and/or expect to become senior departmental and/or university managers.  
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2.5   Continuing in academic science (N = 4439) 
 

97% of academics;   96% of female academics;   97% of male academics 
weighted 96% of academics;   94% of female academics;   97% of male academics**  
want to continue their careers in academic science. 
 
 

Significant differences between sexes 
 

A greater proportion of women 

¶ Contribute to and/or are actively engaged in women and science initiatives in their 

department** 

¶ Contribute to and/or are actively engaged in women and science initiatives in their 

university** 

¶ Are personally benefitting from women and science initiatives in their university** 

¶ Want to become a senior department manager** 

¶ Want to become a senior university manager** 

¶ Expect to become a senior department manager* 

 
A greater proportion of men 

¶ Are aware of women and science initiatives in their department** 

¶ Are aware of women and science initiatives in their university* 

¶ Are personally benefitting from women and science initiatives in their department* 

¶ Want to continue their career in academic science** 
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3: Appointment and Promotion 
 
1.1 Route into current post  

 
 F% F%(w) M% M%(w) All% All%(w) 

Promotion round 30 28 36 32* 34 31 

Application for advertised post 49 48 46 47 47 48 

Invitation/Nomination 8 8 8 8 8 8 

Other  7 92 97 94 4 94 

Promotion - Other 6 8 7 7 7 7 

3.1.1a Route into current post. N = 4486 
 
1.2 Selection panels and their membership  

 
 F% F%(w) M% M%(w) All% All%(w) 

More men than women 41 38 36 36 37 37 

All male 20 18 24 21* 22 20 

Roughly equal men & women 10 13* 7 10 8 11 

Do  not remember 3 3 8 7 7 6 

No panel 17 17 18 19 18 18 

More women than men 2 3 1 1 1 1 

All female 1 2 0 0 0 0 

N/A 5 6 6 6 6 6 

 3.2.1a Composition of selection panel  for current post. N = 4487 
 
1.3 Who makes the appointment decisions? (Department: N = 4409 University: N = 4380) 

 
 F% F%(w) M% M%(w) All% All%(w) 

Member of department appointments 
committee 

31 31 31 33 31 32 

Chair of a department appointments 
committee 

2 2 3 3 3 3 

Member & chair of department 
appointments committee 

7 6 10 11** 9 9 

Member of a university appointments 
committee 

12 11 13 13* 12 12 

Chair of a university appointments 
committee 

0 0 1 1 0 0 

Member & chair of a university 
appointments committee 

1 2 1 2 2 2 

 

3.4 Who make decisions about promotions? (Department: N = 4373 University: N = 4358) 
 
 F% F%(w) M% M%(w) All% All%(w) 

Member of department promotions 
committee 

12 13 20 18** 17 17 

Chair of a department promotions 
committee 

1 1 2 2 2 2 

Member & chair of department 
promotions committee 

1 1 3 3 3 2 

Member of a university promotions 
committee 

6 6 8 7 7 7 

Chair of a university promotions 
committee 

0 0 0 0 0 0 

Member & chair of a university 
promotions committee 

0 0 1 1 1 1 
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3.5  Knowledge of promotions criteria and processes (N = 4443)  
 
 F% F%(w) M% M%(w) All% All%(w) N 

Department promotion process 29 30** 18 19 21 23 4443 

Department promotion criteria 32 36** 21 23 25 27 4439 

University promotion process 32 30* 23 26 26 27 4453 

University promotion criteria 33 34** 26 28 28 30 4446 

3.5.1a Little or no knowledge of promotion process or criteria.  
 

Significant differences between sexes 
 
A greater proportion of women 

¶ Were appointed by a panel that had roughly equal representation of men and women on it* 

¶ Have little or no knowledge of ǘƘŜ ŘŜǇŀǊǘƳŜƴǘΩǎ* ŀƴŘ ǳƴƛǾŜǊǎƛǘȅΩǎ**  promotions process 

¶ IŀǾŜ ƭƛǘǘƭŜ ƻǊ ƴƻ ƪƴƻǿƭŜŘƎŜ ƻŦ ǘƘŜ ŘŜǇŀǊǘƳŜƴǘΩǎϝϝ ŀƴŘ ǳƴƛǾŜǊǎƛǘȅΩǎϝϝ ǇǊƻƳƻǘƛƻƴǎ  ŎǊƛǘŜǊƛŀ 

 
A greater proportion of men 

¶ Were appointed to their current position through a promotion round* 

¶ Were appointed by an all male panel* 

¶ IŀǾŜ ōŜŜƴ ŀ ƳŜƳōŜǊ ƻŦ ǘƘŜ ŘŜǇŀǊǘƳŜƴǘΩǎ ǇǊƻƳƻǘƛƻƴǎ ŎƻƳƳƛǘǘŜŜϝϝ 

¶ Have been a member and chair of a department appointments committee** 

¶ Have been a member of a university appointments committee* 
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4: Career Transition Points, Support and Encouragement  
 
4.1 Influence of past support  
 
 F% F%(w) M% M%(w) All% All%(w) N 

Partner/family 81 82** 77 77 78 79 4420 

Colleagues 71 72 70 70 70 71 4403 

Good reference from previous 
research supervisor/project leader 

73 69** 67 63 69 65 4384 

Senior colleagues/manager 60 61 62 62 62 61 4431 

4.1.1a Perception that support/encouragement of colleagues, managers and family contributed to 
success of career to date.  

 
4.2 Current support 
  
 F% F%(w) M% M%(w) All% All%(w) N 

Line manager 52 54 55 57* 54 58 4459 

Peers 70 73 73 74 72 75 4463 

Senior colleagues 64 64 71 77** 69 69 4464 

4.2.1a Agreement that senior colleagues, line managers and peers are supportive:  
 
4.3 Whose careers are promoted, supported and encouraged?  
 
 F% F%(w) M% M%(w) All% All%(w) N 
Promotion 37 36** 8 8 17 16 4460 

Positive feedback & career 
progression advice 

26 27** 4 3 10 10 4443 

4.3.1a Perception that women are disadvantaged in respect of promotion and provision of positive 
feedback.  

 
4.4 Invited to apply for a higher level post (N = 4462) 
 

58% of academics;   51% of female academics;   61% of male academics  
weighted 59% of academics;   54% of female academics;   61% of male academics**  
have been invited or encouraged to apply for a post at a higher level. 
 

4.5 Appraisals  
 
4.5.1 Provision of appraisals  
 
 F% F%(w) M% M%(w) All% All%(w) 

No 17 17* 14 14 15 15 

Yes, on request 9 9* 7 7 8 7 

Yes, as a matter of routine 74 74 79 80** 77 78 

4.5.1a Regular appraisal. N = 4433 
 
 

4.5.2 Value of appraisals (N = 4463) 
 

29% of academics;   26% of female academics;   29% of male academics  
weighted 26% of academics;   24% of female academics;   27% of male academics**  
did not find their appraisal useful or valuable. 
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Significant differences between sexes 
 

A greater proportion of women 

¶ Believe the support of their partner/family** and a good reference from a previous research 

supervisor/project leader** has contributed to the success of their career to date. 

¶ Believe that women are disadvantaged in respect of promotion** and the provision of 

positive feedback** 

¶ Are not appraised at all* 

¶ Are appraised only on request* 

 

A greater proportion of men 

¶ Agree or strongly agree that their line manager* and senior colleagues are supportive** 

¶ Have been invited to apply for a higher level post** 

¶ Are appraised as a matter of course** 

¶ Did not find their appraisal useful or valuable** 
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5: Career Development Provision 
5.1 Availability, uptake and value of the career development provided  
 
 F% F%(w) M% M%(w) All% All%(w) N 

Management & supervisory skills 31 33 29 34 30 34 4451 

Conducting appraisals 26 28 31 31 30 30 4460 

Professional development 30 34* 28 30 29 31 4442 

People management & communication 
skills 

21 26 20 24 21 24 4443 

Grant application skills 26 27* 25 23 25 24 4459 

Coaching & mentoring skills 19 20 20 20 20 20 4427 

Project/planning/financial management 
skills 

10 11 12 13* 11 13 4440 

Research team leadership 10 10 11 12* 10 11 4446 

Gender awareness/unconscious bias 12 12 16 16** 15 15 4449 
5.1.1a Participated in training and found it useful.  
 

 F% F%(w) M% M%(w) All% All%(w) N 

Management & supervisory skills 10 9 10 12* 10 11 4451 

Conducting appraisals 10 11 13 11 12 11 4460 

Professional development 7 7 10 8 9 8 4442 

People management & communication 
skills 

6 8 6 6 6 6 4443 

Grant application skills 9 9 9 9 9 9 4459 

Coaching & mentoring skills 6 7 7 7 7 7 4427 

Project/planning/financial management 
skills 

4 5 5 5 4 5 4440 

Research team leadership 3 3 4 4 3 4 4446 

Gender awareness/unconscious bias 6 7 8 7 8 7 4449 
5.1.2a Participated in training and did NOT find it useful.  
 

 F% F%(w) M% M%(w) All% All%(w) N 

Management & supervisory skills 43 43 47 41 46 42 4451 

Conducting appraisals 44 43 42 45 43 44 4460 

Professional development 39 37 44 43** 43 41 4442 

People management & communication 
skills 

48 42 51 49** 50 47 4443 

Grant application skills 50 53 49 54 52 52 4459 

Coaching & mentoring skills 47 44 52 54** 50 51 4427 

Project/planning/financial management 
skills 

50 48 53 54** 52 52 4440 

Research team leadership 47 46 52 52** 51 50 4446 

Gender awareness/unconscious bias 30 24 36 37** 34 34 4449 
5.1.3a Training available but no participation.  

 
 

Significant differences between sexes 
 

A greater proportion of women 

¶ Participated in professional development* and grant application skills* training and found it 

useful. 

 

A greater proportion of men 

¶ Participated in project planning/financial management skills*, research team leadership* 

and gender awareness/unconscious bias** training and found it useful. 
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¶ Participated in management and supervisory skills training and did not find it useful* 

¶ Have not participated in the professional development**, people management and 

communication skills**, coaching and mentoring skills**, project planning/financial 

management skills**, research team leadership** and gender awareness/unconscious bias 

training** that is available to them. 
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6: Activities and Factors which Contribute to Career Success 
 
6.1 Activities and factors influencing past career success  
 
 F% F%(w) M% M%(w) All% All%(w) N 

Hard work 98 98 97 97 98 97 4483 

Research publications 81 75 88 84** 85 82 4456 

Work on high profile/successful 
research project 

58 56 63 59* 62 58 4387 

Ability to attract PhD students 47 40 61 57** 57 52 4407 

Luck 63 56 68 67** 66 64 4396 

Size of grant income 52 48 58 53* 56 52 4397 
6.1.1a Activities and factors perceived to have contributed to past career success 

 
6.2 Activities and factors detrimental to past career  
 
 F% F%(w) M% M%(w) All% All%(w) N 

Over heavy admin load 53 54 55 54 54 54 4414 

Absence of mentoring 46 47** 29 30 34 34 4395 

Over heavy teaching load 38 37 37 35 37 36 4391 

Lack of role models 37 36** 13 14 20 20 4367 

Insufficient admin experience 15 17** 12 12 13 13 4386 

Insufficient teaching experience 9 14** 4 4 6 7 4381 
6.2.1a Activities and factors perceived to have been detrimental to past career 
 

6.3 Activities that raise professional profile/visibility  
  

6.3.1 Encouragement to undertake activities that contribute to career development (N = 4459) 
 

70% of academics;   63% of female academics;   73% of male academics 
weighted 69% of academics;   65% of female academics;   72% of male academics**  
agree or strongly agree that they are encouraged to undertake activities that contribute to their 
career development. 
 
6.3.2 Visibility to senior management (N = 4456)  
 

14% of academics; 32% of female academics;   6% of male academics 
weighted 13% of academics;   30% of female academics** ;   7% of male academics 
feel that women are slightly or significantly disadvantaged in relation to their visibility to senior 
management. 
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6.4  External Professional Activities  
 
 F% F%(w) M% M%(w) All% All%(w) N 

Member of editorial board of an 
academic or professional journal 

31 29 42 43** 39 39 4392 

International advisory/expert group 
member 

33 31 40 39** 62 63 4366 

Member of a grant giving panel 26 23 32 28** 70 73 4341 

Research Council Assessor 22 20 33 29** 30 28 4373 

Professional Society Council/Board 
member or senior office holder 

24 24* 22 21 33 32 4360 

Editor of an academic or professional 
journal 

10 12 15 14* 13 13 4343 

Board member of a public company or 
equivalent 

5 5 7 9 7 8 4333 

6.4.1 External positions held now and in the last three years 
 

Significant differences between sexes 
 
A greater proportion of women 

¶ Believe that an absence of mentoring**, lack of role models**, and insufficient admin** and 

teaching** experience have been detrimental to their career to date. 

¶ Feel that women are slightly or significantly disadvantaged in the visibility to senior 

management** 

¶ Are professional society council/board members or office holders* 

 

A greater proportion of men 

¶ Believe that their research publications**, work on high profile/successful research 

project/s*, their ability to attract PhD students**, luck** and the size of the grant income 

they have generated* have contributed to their past career success. 

¶ Agree or strongly agree that they are encouraged to undertake activities that contribute to 

their career development** 

¶ !ǊŜ ŀ ƳŜƳōŜǊ ƻŦ ŀƴ ŀŎŀŘŜƳƛŎ ƧƻǳǊƴŀƭΩǎ ŜŘƛǘƻǊƛŀƭ ōƻŀǊŘϝϝ 

¶ Are a member of an international advisory/expert group** 

¶ Are a member of a grant giving panel** 

¶ Edit an academic or professional journal* 

¶ Are a Research Council Assessor** 
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7: Contributions to Department and University 
 
7.1 Academic Activities  
 
 F% F%(w) M% M%(w) All% All%(w) N 

Research 92 90 97 95** 95 93 4425 

National or international collaborative 
research/project 

79 75 84 81** 82 79 4281 

PhD supervision 77 73 86 84** 83 81 4338 

Teaching postgraduates 76 75 78 76 78 76 4347 

Teaching undergraduates 87 85 89 87* 88 86 4424 

Interdisciplinary research 72 71 76 75* 75 74 4214 

Providing career development/advice 
for post-docs  & early career staff 

61 57 64 64 63 62 4167 

7.1.1a Academic activities currently being undertaken by academics 
 

7.2  Department and University Committees 
 
 F% F%(w) M% M%(w) All% All%(w) N 

Equal Opportunities 8 8** 4 4 5 5 4144 

Finance/Planning 12 11 19 18** 17 16 4362 

Research 30 30 36 37** 34 35 4386 

Teaching 47 49 45 47 48 46 4406 

Health & Safety 11 15 17 16 15 14 4352 

Women & Science 12 9** 3 2 6 4 4352 
7.2.1 Member or chair of departmental committee within last 3 years 
 

 F% F%(w) M% M%(w) All% All%(w) N 

Equal Opportunities 6 7** 2 2 4 4 4359 

Finance/Planning 2 2 4 4** 3 4 4358 

Research 8 9 11 11 10 10 3935 

Teaching 13 14 14 13 14 13 4381 

Health & Safety 3 4 5 5 5 5 4349 
7.2.2 Member or chair of university committee within last 3 years 
 

7.3  Department and Faculty/University roles and responsibilities  
 
 
 

F% F%(w) M% M%(w) All% All%(w) N 

Head of Research Group/Section 31 32 41 42** 38 39 4392 

Member of Department/Divisionôs 
management team/group 

38 39 44 45** 42 43 4399 

Head of Research or Undergraduate or 
Postgraduate Studies 

17 18 21 20 20 20 4354 

Head of Department 4 5 11 12** 9 10 4321 

Head of Undergraduate or 
Postgraduate Admissions 

9 8 12 12** 11 11 4304 

Head of Student Support/Welfare 4 4 4 4 4 4 4283 
7.3.1 Departmental roles/positions held within last 3 years 
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 F% F%(w) M% M%(w) All% All%(w) N 

Member of Collegeôs senior 
management team/group 

6 7 7 7 7 7 4346 

Director of Institute 2 1 4 3** 3 3 4332 

Dean of Faculty/Dean of Graduate 
School 

1 1 1 1 1 1 4332 

Deputy Dean of Faculty/Graduate 
School 

1 2 1 1 2 2 4320 

Pro Vice Chancellor or equivalent 0 0 0 0 0 0 4330 
7.3.2 College/Faculty roles/positions held within last 3 years 
 (NB 15 respondents are or have been a PVC or equivalent. The cell populations are 0 due to rounding.) 
 

7.4  Valuing the contributions  
 F% F%(w) M% M%(w) All% All%(w) N 

Research 59 56 69 67** 65 63 4460 

Teaching 59 58 65 61* 63 60 4468 

Successes in working life 37 39 40 43* 39 42 4458 

External professional activities 38 38 45 45** 42 42 4450 

Administrative work 20 21 23 25* 22 23 4462 
7.4.1a Contributions perceived to be valued by the department 

 
Significant differences between sexes 
 

A greater proportion of women 

¶ Have bŜŜƴ ŀ ƳŜƳōŜǊ ƻǊ ŎƘŀƛǊ ƻŦ ǘƘŜƛǊ ŘŜǇŀǊǘƳŜƴǘΩǎ Ŝǉǳŀƭ ƻǇǇƻǊǘǳƴƛǘƛŜǎ ŎƻƳƳƛǘǘŜŜϝϝ 

¶ IŀǾŜ ōŜŜƴ ŀ ƳŜƳōŜǊ ƻǊ ŎƘŀƛǊ ƻŦ ǘƘŜƛǊ ŘŜǇŀǊǘƳŜƴǘΩǎ ǿƻƳŜƴ ŀƴŘ ǎŎƛŜƴŎŜ ŎƻƳƳƛǘǘŜŜϝϝ 

¶ Have been a member or chair of their ǳƴƛǾŜǊǎƛǘȅΩǎ Ŝǉǳŀƭ ƻǇǇƻǊǘǳƴƛǘƛŜǎ ŎƻƳƳƛǘǘŜŜϝϝ 

 

A greater proportion of men 

¶ Are undertaking research** 

¶ Are involved in a national or international collaborative research**  

¶ Are supervising PhD students** 

¶ Are teaching undergraduates* 

¶ Are involved in interdisciplinary research* 

¶ IŀǾŜ ōŜŜƴ ŀ ƳŜƳōŜǊ ƻǊ ŎƘŀƛǊ ƻŦ ǘƘŜƛǊ ŘŜǇŀǊǘƳŜƴǘΩǎ ǊŜǎŜŀǊŎƘ ŎƻƳƳƛǘǘŜŜϝϝ 

¶ IŀǾŜ ōŜŜƴ ŀ ƳŜƳōŜǊ ƻǊ ŎƘŀƛǊ ƻŦ ǘƘŜƛǊ ǳƴƛǾŜǊǎƛǘȅΩǎ ŦƛƴŀƴŎŜκǇƭŀƴƴƛƴƎ ŎƻƳƳƛǘǘŜŜϝϝ 

¶ Have been the head of a research group/section**, a member of the department/dƛǾƛǎƛƻƴΩǎ 

management team**, head of department** and head of undergraduate or postgraduate 

admissions** 

¶ Have been the Director of an Institute** 

¶ Believe their teaching*, administration*, successes in their working life*,  external 

professional activities** , and research** are valued by the department. 
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8: Department Organisation and Culture 
 
8.1 What influenced current employment choice?  
 
 F% F%(w) M% M%(w) All% All%(w) N 

Area of work/interest/research 97 98 98 99 98 99 4469 

Intellectual challenge 93 93 94 95* 94 95 4421 

Autonomy/self-direction 87 89 90 91* 89 91 4413 

Reputation of department/group 69 63 75 74** 73 71 4404 

Geographical location 71 74** 59 61 63 64 4405 

Flexibility of working hours 65 69 67 69 67 69 4378 

The supportive environment offered by 
the department/group 

49 50 53 55* 52 
 

53 4361 

The only post available/no reasonable 
alternative 

25 25** 19 19 21 21 4312 

8.1.1a Factors that influenced the current employment choice of academics 
 
8.2  Perceptions of the working environment  

 F% F%(w) M% M%(w) All% All%(w) N 

Friendly working environment and 
colleagues are co-operative 

79 78 81 82* 80 82 4462 

I am socially integrated 63 61 68 70** 66 67 4452 

Senior department staff are accessible 
to the respondent 

68 65 71 69* 70 68 4458 

Departmental communication is good 39 40 47 47** 46 45 4464 

I have the opportunity to serve on 
important committees 

43 41 53 55** 51 51 4462 

Departmental resources/finance 
allocation is fair and open 

23 22 21 24 22 23 4456 

Workload is allocated fairly and openly 32 30 45 43** 41 40 4458 
8.2.1a Agreement with statements on department working environment 

 
8.3  Differences in the treatment of men and women by departments  
 
 F% F%(w) M% M%(w) All% All%(w) N 

Access to technical/IT support and 
equipment 

7 8** 1 1 3 3 4450 

Distribution of resources 19 17** 2 2 8 7 4463 

Office and lab space 12 12** 1 1 4 3 4460 

8.3.1a Perception that women are disadvantaged in respect of allocation and access to resources 

 
Significant differences between sexes 
 

A greater proportion of women 

¶ Were influenced in their choice of employment by geographical location** 

¶ Felt their post was the only one available to them** 

¶ Believe women are slightly or significantly disadvantaged in respect of access to technical/IT 

support and equipment**, the distribution of resources** and allocation of office and lab 

space** 

 
 
 
 

A greater proportion of men 
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¶ Were influenced in their choice of employment by the intellectual challenge it presents*, 

autonomy/self-direction*,  the reputation of the department/group**, and the supportive 

environment offered by the department/group* 

¶ Perceive the working environment to be friendly, with co-operative colleagues* 

¶ Feel socially integrated** 

¶ Believe senior departmental staff are accessible to them* 

¶ Believe communication in the department is good** 

¶ Feel they have the opportunity to serve on important committees** 

¶ Believe workload is allocated fairly and openly** 

 

Table 4 summarises male and female academicsΩ ƻǾerall perceptions of their departments.  
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 Figure 4 
*   and ** indicate significant and highly significant differences between men and women who agree or strongly agree with the statements in the relevant 
questions 
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9: Flexibility and Sustainable Careers 
 
9.1 The need for flexibility  
 
 F% F%(w) M% M%(w) All% All%(w) N 

Negative ï Inability to move location 
easily 

37 43** 23 21 27 27 4395 

Negative ï Interrupted career 27 26** 5 5 12 11 4380 

Negative ï Long hours working culture 40 42** 23 23 28 28 4392 

Negative ï Periods of part time 
working 

21 22** 2 2 8 8 4367 

Negative ï Limited job opportunities 36 41** 25 24 29 29 4382 

Positive ï Availability of flexible 
working 

60 59* 56 56 57 57 4402 

9.1.1a Factors that have had an effect on academicsô careers  

 
9.2  The use of flexibility  
 

8% of academics;   16% of female academics;   4% of male academics  
weighted 8% of academics;   17% of female academics** ;   4% of male academics 
work part time now  (N=4471) 
 
 

14% of academics;   30% of female academics;   7% of male academics  
weighted 14% of academics;   33% of female academics** ;   7% of male academics 
worked part time in the past (N= 4452). 
 
 F% F%(w) M% M%(w) All% All%(w) N 

Time off at short notice 87 90** 86 87 87 88 4368 

Flexibility in hours/days worked/work 
pattern 

93 95 95 96 95 96 4406 

Home/remote working 95 96 97 97 96 97 4407 
9.2.3a Reported availability of flexibility 
 

9.3  Partners, spouses, parenting and caring  
 
9.3.1 Partner/spouse (N = 4442) 
 

87% of academics;   84% of female academics;   89% of male academics 
weighted 88% of academics;   84% of female academics;   89% of male academics**  
have a partner/spouse.  
 

33% of academics;   43% of female academics;   30% of male academics 
weighted 32% of academics;   42% of female academics** ;   29% of male academics 
have a partner/spouse who works or has worked in a STEMM occupation.  
 

 
 F% F%(w) M% M%(w) All% All%(w) 

Higher Education, Research Council, 
Other public sector research institution 

35 35** 26 28 29 28 

Private Sector/Other 37 35** 26 24 28 30 

Other public sector including Further 
Education and Schools 

12 13 28 27** 22 23 

9.3.1c Sector in which partner/spouse works. (N = 4341) 
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9.3.2 Children  

 F% F%(w) M% M%(w) All% All%(w) 

Children aged < 6 21 19 23 23* 22 22 

Children aged 6 - 16 25 25 32 31* 30 30 

Children aged 17 - 21 9 14 12 13 13 12 

Children > 21 14 16 23 25* 20 23 

фΦоΦнŀ wŜǎǇƻƴŘŜƴǘǎ ǿƘƻ ƘŀǾŜ ŎƘƛƭŘǊŜƴ ŀƴŘ ŎƘƛƭŘǊŜƴΩǎ ŀƎŜ ǊŀƴƎŜǎΦ όb Ґ 4501) 

 

9.3.3 Adult Care Responsibility  

 F% F%(w) M% M%(w) All% All%(w) N 

Provided care for a parent in the past 14 16** 12 11 13 12 4360 

Provided care for partner/adult in the 
past 

11 11 13 11 12 11 4369 

Providing care for a parent now 7 6 6 7 6 7 4398 

Providing care for partner/adult now 5 5 6 7* 6 6 4405 

Expecting to provide care for a parent 
before own retirement 

39 41** 34 35 36 37 4374 

Expecting to provide care for 
partner/adult before retirement 

23 23 20 22 21 22 4367 

 9.3.3a Caring for adult/parent.  

Significant differences between sexes 
 

A greater proportion of women 

¶ Perceive that the inability to move location easily**, an interrupted career**, a long hours 

working culture**, periods of part-time working**, and limited job opportunities** have 

had a detrimental effect on their career. 

¶ Believe the availability of flexible working has had a positive effect on their career* 

¶ Work part-time now** 

¶ Worked part-time in the past** 

¶ Reported the availability of the facility to take time off at short notice** 

¶ Has a partner/spouse who works or has worked in a STEMM occupation** 

¶ Have a partner/spouse who works in the higher education or publically funded research 

sector** 

¶ Have a partner/spouse who works in the private or ΨotherΩ sector** 

¶ Have provided care for a parent in the past** 

¶ Expect to provide care for a parent before their own retirement**  

 

A greater proportion of men 

¶ Have a partner/spouse**  

¶ Have a partner/spouse who works in the public sector excluding HE and research** 

¶ Have children -  aged under 6*, between 6 and 16* and over 21* 

¶ Are providing care for an adult/partner now* 
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10: Interrupted Careers, Breaks and Returning 
 

10.1 Career Breaks (N= 4464) 
 

5% of academics;   9% of female academics;   4% of male academics 
weighted 5% of academics;   12% of female academics** ;   3% of male academics 
have taken a career break. 
 
 F% F%(w) M% M%(w) All% All%(w) 

1 ï 2 years 71 73 79 79 75 76 

3 ï 5 years 17 23 15 16 16 20 

> 5 years 12 5 6 4 9 5 

10.1.2 Length of career break (N = 260) 
 
 F M 

Mean difficulty 2.7 2.4 
10.1.3 Difficulty returning to work after career break (Mean of 1 ï 5 scale where 5 = Very Difficult and 1 
= Not difficult at all) (N = 255) 

 

10.2 Maternity, Paternity and Adoption leave  
 

The differences in this section have not been tested for significance because of the disparity in 
statutory and generally available provision of leave and obvious difference between the sexes in 
respect of childbearing. Adoption leave, where comparisons could be possible, cannot be isolated. 
 

26% of academics;   44% of female academics;   18% of male academics 
weighted 26% of academics;   43% of female academics;   19% of male academics 
have taken maternity, paternity or adoption leave. (N = 4459) 

 
 F% F%(w) M% M%(w) All% All%(w) N 

Assistance with cover arrangements 3 2 13 16 8 10 1154 

Department arranged cover 2 1 13 10 7 6 1161 

Meeting with HoD/Head of Section to 
discuss practicalities 

2 15 1 19 8 11 1165 

Provision of/access to useful advice 4 5 15 18 9 12 1161 

Access to role models 3 2 11 15 7 9 1165 

10.2.2a Prior to leave: Maternity, paternity or adoption leave provision that was available but NOT used.  
 

 F% F%(w) M% M%(w) All% All%(w) N 
Assistance with cover arrangements 24 23 19 20 21 21 1154 

Department arranged cover 33 30 21 30 27 30 1161 

Meeting with HoD/Head of Section to 
discuss practicalities 

48 50 33 30 41 39 1165 

Provision of/access to useful advice 23 23 16 12 20 17 1161 

Access to role models 13 11 7 7 10 9 1165 
10.2.2b Prior to leave: Maternity, paternity or adoption leave provision that was available and used.  
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 F% F%(w) M% M%(w) All% All%(w) N 

Assistance with cover arrangements 36 38 17 14 27 25 1154 

Department arranged cover 33 35 17 14 26 24 1161 

Meeting with HoD/Head of Section to 
discuss practicalities 

31 28 13 12 22 20 1165 

Provision of/access to useful advice 48 45 17 16 33 29 1161 

Access to role models 51 53 17 16 35 33 1165 
10.2.2c Prior to leave: Maternity, paternity or adoption leave provision that was NOT available but 
respondents would have liked.  
 

 F% F%(w) M% M%(w) All% All%(w) N 

Assistance with cover arrangements 37 38 50 50 43 44 1154 

Department arranged cover 32 33 48 46 40 40 1161 

Meeting with HoD/Head of Section to 
discuss practicalities 

19 21 39 21 29 30 1165 

Provision of/access to useful advice 25 27 52 54 38 41 1161 

Access to role models 32 34 65 62 48 49 1165 
10.2.2d Prior to leave: Maternity, paternity or adoption leave provision that was NOT available or needed.  
 

 F% F%(w) M% M%(w) All% All%(w) N 

Contact/keeping in touch with 
department while away 

3 4 11 10 7 7 1165 

Flexible working 7 7 11 17 9 12 1158 

Part-time working initially building up to 
full time 

20 18 19 24 19 21 1149 

Lower teaching load initially 3 2 12 10 7 6 1147 

Lower admin load initially 2 2 11 9 7 6 1141 

Lower research supervision initially 3 3 11 10 7 7 1137 

Support from colleagues on return 4 4 12 9 7 7 1148 
10.2.3a On return: Maternity, paternity or adoption leave provision that was available but NOT used.  
 

 F% F%(w) M% M%(w) All% All%(w) N 

Contact/keeping in touch with 
department while away 

72 72 44 48 59 59 1165 

Flexible working 68 66 49 42 59 53 1158 

Part-time working initially building up to 
full time 

32 31 9 9 21 19 1149 

Lower teaching load initially 15 11 3 3 9 6 1147 

Lower admin load initially 13 9 3 2 8 5 1141 

Lower research supervision initially 5 4 1 1 3 2 1137 

Support from colleagues on return 49 46 31 28 41 36 1148 
 10.2.3b On return: Maternity, paternity or adoption leave provision that was available and used.  
 

 F% F%(w) M% M%(w) All% All%(w) N 

Contact/keeping in touch with 
department while away 

13 15 3 3 8 8 1165 

Flexible working 16 18 8 7 12 12 1158 

Part-time working initially building up to 
full time 

23 25 14 12 18 18 1149 

Lower teaching load initially 39 40 20 16 30 27 1147 

Lower admin load initially 43 45 21 18 33 30 1141 

Lower research supervision initially 25 26 10 9 18 17 1137 

Support from colleagues on return 31 31 11 9 21 19 1148 
10.2.3c On return: Maternity, paternity or adoption leave provision that respondents would have liked. 
Respondents: All N = 203 
 

A greater proportion of women 

¶ Have taken a career break not including maternity leave**  
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Summary of significant differences between sexes ς Academics 
  
* indicates 5% level of significance 
** indicates 1% level of significance 
 
A greater proportion of women 

¶ Have been in their current department for between 3 and 10 years** 

¶ Have been on their current grade for less than 2 years** 

¶ Consider themselves to have some form of disability* 

¶ Describe themselves as White** 

¶ Contribute to and/or are actively engaged in women and science initiatives in their 

department** 

¶ Contribute to and/or are actively engaged in women and science initiatives in their 

university**  

¶ Are personally benefitting from women and science initiatives in their university** 

¶ Want to become a senior department manager** 

¶ Want to become a senior university manager** 

¶ Expect to become a senior department manager* 

¶ Were appointed by a panel that had roughly equal representation of men and women on it* 

¶ IŀǾŜ ƭƛǘǘƭŜ ƻǊ ƴƻ ƪƴƻǿƭŜŘƎŜ ƻŦ ǘƘŜ ŘŜǇŀǊǘƳŜƴǘΩǎ ŀƴŘ ǳƴƛǾŜǊǎƛǘȅΩǎ ǇǊƻƳƻǘƛƻƴǎ Ǉrocess and 

criteria** 

¶ Perceive the support of their partner/family** and a good reference from a previous 

research supervisor/project leader** has contributed to the success of their career to date. 

¶ Believe that women are disadvantaged in respect of promotion** and the provision of 

positive feedback** 

¶ Are not appraised at all* 

¶ Are appraised only on request* 

¶ Participated in professional development* and grant application skills* training and found it 

useful. 

¶ Perceive that an absence of mentoring**, lack of role models**, and insufficient admin** 

and teaching** experience have been detrimental to their career to date. 

¶ Feel that women are slightly or significantly disadvantaged in the visibility to senior 

management** 

¶ Are professional society council/board members or office holders* 

¶ IŀǾŜ ōŜŜƴ ŀ ƳŜƳōŜǊ ƻǊ ŎƘŀƛǊ ƻŦ ǘƘŜƛǊ ŘŜǇŀǊǘƳŜƴǘΩǎ Ŝǉǳŀƭ ƻǇǇƻǊǘǳƴƛǘƛŜǎ committee** 

¶ IŀǾŜ ōŜŜƴ ŀ ƳŜƳōŜǊ ƻǊ ŎƘŀƛǊ ƻŦ ǘƘŜƛǊ ŘŜǇŀǊǘƳŜƴǘΩǎ ǿƻƳŜƴ ŀƴŘ ǎŎƛŜƴŎŜ ŎƻƳƳƛǘǘŜŜϝϝ 

¶ IŀǾŜ ōŜŜƴ ŀ ƳŜƳōŜǊ ƻǊ ŎƘŀƛǊ ƻŦ ǘƘŜƛǊ ǳƴƛǾŜǊǎƛǘȅΩǎ Ŝǉǳŀƭ ƻǇǇƻǊǘǳƴƛǘƛŜǎ Ŏommittee**  

¶ Were influenced in their choice of employment by geographical location** 

¶ Felt their post was the only one available to them** 

¶ Believe women are slightly or significantly disadvantaged in respect of access to technical/IT 

support and equipment**, the distribution of resources** and allocation of office and lab 

space** 

¶ Perceive that the inability to move location easily**, an interrupted career**, a long hours 

working culture**, periods of part-time working**, and limited job opportunities** have 

had a detrimental effect on their career. 
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¶ Believe the availability of flexible working has had a positive effect on their career* 

¶ Work part-time now** 

¶ Worked part-time in the past** 

¶ Reported the availability of the facility to take time off at short notice**  

¶ Have a partner/spouse who works in the higher education/publically funded research 

sector** 

¶ Have a partner/spouse who works in the private or another sector** 

¶ Have provided care for a parent in the past** 

¶ Expect to provide care for a parent before their own retirement** 

¶ Have taken a career break not including maternity leave** 
 

A greater proportion of men 

¶ Have been in their current department for 11 or more years** 

¶ Have been on their current grade for 11or more years** 

¶ Are on permanent/indefinite contracts**  

¶ Have a PhD** 

¶ Have won a professional prize and/or medal* 

¶ Were included in RAE 2008** 

¶ Are Fellows of a STEMM professional or learned society** 

¶ Are aware of women and science initiatives in their department** 

¶ Are aware of women and science initiatives in their university* 

¶ Are personally benefitting from women and science initiatives in their department* 

¶ Want to continue their career in academic science** 

¶ Were appointed to their current position through a promotion round* 

¶ Were appointed by an all male panel* 

¶ IŀǾŜ ōŜŜƴ ŀ ƳŜƳōŜǊ ƻŦ ǘƘŜ ŘŜǇŀǊǘƳŜƴǘΩǎ ǇǊƻƳƻǘƛƻƴǎ ŎƻƳƳƛǘǘŜŜϝϝ 

¶ Have been a member and chair of a department appointments committee** 

¶ Have been a member and chair of a university appointments committee* 

¶ Agree or strongly agree that their line manager*  and senior colleagues are supportive** 

¶ Have been invited to apply for a higher level post** 

¶ Are appraised as a matter of course** 

¶ Did not find their appraisal useful or valuable** 

¶ Participated in project planning/financial management skills*, research team leadership* 

and gender awareness/unconscious bias** training and found it useful. 

¶ Participated in management and supervisory skills training and did not find it useful* 

¶ Have not participated in the professional development**, people management and 

communication skills**, coaching and mentoring skills**, project planning/financial 

management skills**, research team leadership** and gender awareness/unconscious bias 

training** that is available to them. 

¶ Believe that their research publications**, work on high profile/successful research 

project/s*, their ability to attract PhD students**, luck** and the size of the grant income 

they have generated* have contributed to their past career success. 

¶ Agree or strongly agree that they are encouraged to undertake activities that contribute to 

their career development** 
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¶ !ǊŜ ŀ ƳŜƳōŜǊ ƻŦ ŀƴ ŀŎŀŘŜƳƛŎ ƧƻǳǊƴŀƭΩǎ ŜŘƛǘƻǊƛŀƭ ōƻŀǊŘϝϝ 

¶ Are a member of an international advisory/expert group** 

¶ Are a member of a grant giving panel** 

¶ Edit an academic or professional journal* 

¶ Are undertaking research** 

¶ Are involved in a national or international research project** 

¶ Are supervising PhD students** 

¶ Are teaching undergraduates* 

¶ Are involved in interdisciplinary research* 

¶ IŀǾŜ ōŜŜƴ ŀ ƳŜƳōŜǊ ƻǊ ŎƘŀƛǊ ƻŦ ǘƘŜƛǊ ŘŜǇŀǊǘƳŜƴǘΩǎ ŦƛƴŀƴŎŜκǇƭŀƴƴƛƴƎ Ŏƻmmittee**  

¶ IŀǾŜ ōŜŜƴ ŀ ƳŜƳōŜǊ ƻǊ ŎƘŀƛǊ ƻŦ ǘƘŜƛǊ ŘŜǇŀǊǘƳŜƴǘΩǎ ǊŜǎŜŀǊŎƘ ŎƻƳƳƛǘǘŜŜϝϝ 

¶ IŀǾŜ ōŜŜƴ ŀ ƳŜƳōŜǊ ƻǊ ŎƘŀƛǊ ƻŦ ǘƘŜƛǊ ǳƴƛǾŜǊǎƛǘȅΩǎ ŦƛƴŀƴŎŜκǇƭŀƴƴƛƴƎ ŎƻƳƳƛǘǘŜŜϝϝ 

¶ IŀǾŜ ōŜŜƴ ǘƘŜ ƘŜŀŘ ƻŦ ŀ ǊŜǎŜŀǊŎƘ ƎǊƻǳǇκǎŜŎǘƛƻƴϝϝΣ ŀ ƳŜƳōŜǊ ƻŦ ǘƘŜ ŘŜǇŀǊǘƳŜƴǘκŘƛǾƛǎƛƻƴΩǎ 

management team**, head of department** and head of undergraduate or postgraduate 

admissions** 

¶ Have been the Director of an Institute** 

¶ Believe their teaching*, administration*, successes in their working life* and external 

professional activities** are valued by the department. 

¶ Were influenced in their choice of employment by the intellectual challenge it presents*, 

autonomy/self-direction*,  the reputation of the department/group**, and the supportive 

environment offered by the department/group* 

¶ Perceive the working environment to be friendly, with co-operative colleagues* 

¶ Feel socially integrated** 

¶ Feel they are encouraged to undertake activities that contribute to their career** 

¶ Believe senior departmental staff are accessible to them* 

¶ Believe communication in the department is good** 

¶ Feel they have the opportunity to serve on important committees** 

¶ Believe workload is allocated fairly and openly** 

¶ Have a partner/spouse**  

¶ Have a partner/spouse who works in the public sector excluding HE and research** 

¶ Have children aged under 6*, between 6 and 16,* and over 21* 

¶ Are providing care for an adult/partner now* 
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1: Respondent Profile ς Post Docs 
 

1.1 Gender and Level  
 

There were 2592 respondents to the survey 52% were women;   48% were men 
 
1.2  Length of time in current department  

 F% F%(w) M% M%(w) All% All%(w) 

Up to 2 years 56 50 54 54* 56 52 

3 ï 10 years 39 42 40 42 39 43 

11 or more years 4 5 5 5 6 5 

1.2.1a Length of time in the department (N = 2427) 
 

1.3 Length of time in current grade  

 F% F%(w) M% M%(w) All% All%(w) 

Up to 2 years 53 51 53 51 55 51 

3 ï 10 years 41 45 43 45 42 45 

11 or more years 3 3 4 3 3 3 

1.3.1a Length of time in current grade (N = 2533) 

 
1.4 Terms of Employment (N = 2580) 
 

15% of post docs;   14% of female post docs;   16% of male post docs 
weighted 14% of post docs;   13% of female post docs;   15% of male post docs 
are on permanent/indefinite contracts 
 
1.5 Highest academic qualification (N = 2578) 
 

82% of post docs;   78% of female post docs;   86% of male post docs 
weighted  80% of post docs;   76% of female post docs;   85% of male post docs**  
have a PhD 

 

1.6 Measures of Esteem 
 

 F% F%(w) M% M%(w) All% All%(w) N 

Holder of Research Fellowship 26 25 33 35** 29 30 2573 

Winner of Professional prize(s)/medal(s) 16 20 20 25* 18 22 2563 

Included in RAE 2008 11 15 16 19* 14 17 2554 

Fellow of a STEMM professional/learned 
society 

4 7* 7 5 4 6 2553 

1.6.1a Measures of esteem  
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1.7 Age  
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           1.7.1a Age distribution of Post Docs (N = 2560)        

  
1.8 Disability (N = 2570) 
 

4% of post docs;   3% of female post docs;   5% of male post docs  
weighted 5% of post docs;   4% of female post docs;   5% of male post docs  
consider themselves to have some form of disability. 
 

1.9 Ethnicity (N = 471) 
 

85% of post docs;   87% of female post docs;   82% of male post docs  
weighted 86% of post docs;   91% of female post docs** ;   81% of male post docs 
describe themselves as White 
 

Significant differences between sexes 
 
A greater proportion of women 

¶ Are a Fellow of a STEMM professional or learned society*  

¶ Describe themselves as White**  

 

A greater proportion of men 

¶ Have been on their current grade less than 2 years* 

¶ Have a PhD**  

¶ Hold a Research Fellowship** 

¶ Have won a professional prize or medal* 

¶ Were included in RAE 2008* 
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2: Differences in M/F Progression and Representation  
 
2.1 Perceptions of M/F representation in the department  
 
 F% F%(w) M% M%(w) All% All%(w) 

< 10% 8 5 9 9 9 7 

10 ï 20% 17 13 26 20 21 16 

21 ï 40 % 31 31 39 35 35 33 

About 50% 25 26 17 20 21 23 

60 ï 80 % 17 21 8 15 13 18 

> 80% 3 4 0 1 2 3 

2.1.1a Estimates of the percentage of female academics at lecturer and above in the department. N = 
2539 
 

2.2 Perceptions of M/F representation in the discipline  
 
 F% F%(w) M% M%(w) All% All%(w) 

< 10% 7 3 9 9 8 6 

10 ï 20% 20 15 31 23 25 19 

21 ï 40 % 36 34 38 37 37 35 

About 50% 24 29 16 20 20 24 

60 ï 80 % 13 17 4 10 9 14 

2.2.1a Estimates of the percentage of female academics at lecturer and above in the respondentsô 
discipline across all UK universities. N = 2452 
 

2.3 Engaging with action on women and science  
 
 F% F%(w) M% M%(w) All% All%(w) N 

I am aware of initiatives in my 
department 

35 23 42 39** 39 31 2542 

I am aware of initiatives in my 
university 

55 51 56 57* 56 54 2545 

I contribute to/am actively engaged in 
initiatives in my own department 

17 13 13 13 15 13 2535 

I contribute to/am actively engaged in 
initiatives in my university 

11 11* 9 8 10 10 2524 

I personally am benefitting from 
women and science initiatives in my 
own department 

12 10 14 12 13 11 2520 

I personally am benefitting from 
women and science initiatives in my 
university 

15 12 12 10 14 11 2521 

2.3.1a Agree with the statements about women and science initiatives in their department and university. 
 

2.4 Views on becoming a member of senior management  
 
 F% F%(w) M% M%(w) All% All%(w) N 

Want to become a senior department 
manager 

27 29 30 33* 29 31 2567 

Want to become a senior university 
manager 

16 18* 18 15 17 17 2565 

Expect to become a senior department 
manager 

5 7 9 14* 7 11 2560 

Expect to become a senior university 
manager 

3 4 5 5 4 4 2554 

2.4.1a Staff who want and/or expect to become senior departmental and/or university managers 
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2.5   Continuing in academic science (N = 2532) 
 

85% of post docs;   83% of female post docs;   86% of male post docs 
weighted 84% of post docs;   85% of female post docs;   84% of male post docs 
 
want to continue their careers in academic science. 
 

Significant differences between sexes 
 
A greater proportion of women 

¶ Are contributing to or actively engaged  in women and science initiatives in their university* 

¶ Want to become a senior university manager* 

A greater proportion of me 

¶ Are aware of women and science initiatives in their department** and university* 

¶ Want to become a senior department manager* 

¶ Expect to become a senior university manager* 
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3: Appointment and Promotion 
 
3.1 Route into current post  
 F% F%(w) M% M%(w) All% All%(w) 

Promotion round 2 2 3 3 3 3 

Application for advertised post 68 64 67 66 68 65 

Invitation/Nomination 13 13 16 15 14 14 

Other  15 18 11 16 12 16 

Promotion - Other 2 3 3 2 3 2 

3.1.1a Route into current post. N = 2573 
 
3.2 Selection panels and their membership  
 
 F% F%(w) M% M%(w) All% All%(w) 

More men than women 20 20 20 27** 20 23 

All male 21 18 26 25** 23 21 

Roughly equal men & women 16 15 13 14 14 14 

Do  not remember 2 2 4 3 3 2 

No panel 23 24* 25 21 24 23 

N/A 9 13** 9 7 9 10 

More women than men 6 5** 3 2 4 4 

All female 3 3* 1 1 2 2 

 3.2.1b Composition of selection pane for current post. N = 2583 
 

Sections 3.3 and 3.4 have been omitted as they are not applicable to post docs 
 

3.5  Knowledge of promotions criteria and processes  
 
 F% F%(w) M% M%(w) All% All%(w) N 
Department promotion process 72 71* 68 67 69 71 2563 
Department promotion criteria 75 78** 73 71 74 75 2561 
University promotion process 78 78** 75 70 76 74 2561 
University promotion criteria 80 81** 76 70 78 76 2553 

3.5.1a Little or no knowledge of promotion process or criteria.  
 

Significant differences between sexes 
 
A greater proportion of women 

¶ Were interviewed for their position by a selection panel that had more women than men on 
it**  

¶ Were not interviewed by a panel* 

¶ Were interviewed by an all female panel* 

¶ IŀǾŜ ƭƛǘǘƭŜ ƻǊ ƴƻ ƪƴƻǿƭŜŘƎŜ ƻŦ ǘƘŜ ŘŜǇŀǊǘƳŜƴǘΩǎ ǇǊƻƳƻǘƛƻƴ ǇǊƻŎŜǎǎϝ ƻǊ ŎǊƛǘŜǊƛŀϝϝ 

¶ IŀǾŜ ƭƛǘǘƭŜ ƻǊ ƴƻ ƪƴƻǿƭŜŘƎŜ ƻŦ ǘƘŜ ǳƴƛǾŜǊǎƛǘȅΩǎ ǇǊƻƳƻǘƛƻƴ ǇǊƻŎŜǎǎϝϝ ƻǊ ŎǊƛǘŜǊƛŀϝϝ 
 
A greater proportion of men 

¶ Were interviewed by a selection panel that had more men than women on it** 

¶ Were interviewed by an all male selection panel** 
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4: Career Transition Points, Support and Encouragement  
 
4.1 Influence of past support  
 
 F% F%(w) M% M%(w) All% All%(w) N 

Partner/family 82 80** 74 74 78 77 2548 

Colleagues 75 76** 70 68 73 73 2539 

Good reference from previous 
research supervisor/project leader 

82 81** 80 75 81 78 2548 

Senior colleagues/manager 58 60* 60 56 59 58 2536 

4.1.1a Perception that support/encouragement of colleagues, managers and family contributed to 
success of career to date.  

 
4.2 Current support 
  
 F% F%(w) M% M%(w) All% All%(w) N 
Line manager 71 67 75 74** 73 71 2566 
Peers 75 73 74 75 74 74 2568 
Senior colleagues 69 66 69 71* 69 69 2568 

4.2.1a Agreement that senior colleagues, line managers and peers are supportive:  
 
4.3 Whose careers are promoted, supported and encouraged?  
 
 F% F%(w) M% M%(w) All% All%(w) N 

Promotion 24 28** 5 8 15 19 2571 

Positive feedback & career 
progression advice 

14 18** 2 2 8 10 2555 

4.3.1a Perception that women are disadvantaged in respect of promotion and provision of positive 
feedback.  

 
4.4 Invited to apply for a higher level post (N = 2576) 
 

39% of post docs;   35% of female post docs;   43% of male post docs  
Weighted 39% of post docs;   34% of female post docs;   44% of male post docs** 
have been invited or encouraged to apply for a post at a higher level. 
 

4.5 Appraisals  
 
4.5.1 Provision of appraisals  
 
 F% F%(w) M% M%(w) All% All%(w) 

No 33 33 33 36 33 34 

Yes, on request 14 17 14 15 14 16 

Yes, as a matter of routine 53 50 53 49 53 50 

4.5.1a Regular appraisal N = 2534 

 
4.5.2 Value of appraisals (N = 1967) 
 

25% of post docs;   25% of female post docs;   24% of male post docs  
Weighted 29% of post docs;   31% of female post docs* ;   25% of male post docs  
did not find their appraisal useful or valuable. 
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Significant differences between sexes 
 
A greater proportion of women 

¶ Feel the support/encouragement of their partner and/or family**, senior 

colleagues/manager* and colleagues**  have contributed to the success of their career to 

date. 

¶ Believe a good reference from a previous research leader/project supervisor has  

contributed to the success of their career to date** 

¶ Believe women are slightly or significantly disadvantaged in respect of promotion** and the 

provision of positive feedback and career progression advice** 

¶ Did not find their appraisal useful or valuable** 

A greater proportion of men 

¶ Believe their current line manager ** and senior colleagues* are supportive. 

¶ Have been invited or encouraged to apply for a higher level post** 
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5. Career Development Provision 
 
5.1 Availability, uptake and value of the career development provided  

 F% F%(w) M% M%(w) All% All%(w) N 

Management & supervisory skills 15 19 13 18 14 19 2575 

Conducting appraisals 13 15* 12 11 13 13 2571 

Professional development 31 26 27 26 29 26 2575 

People management & communication 
skills 

19 20 15 21 17 20 2569 

Grant application skills 18 21 18 22 18 22 2580 

Coaching & mentoring skills 12 12 12 12 12 12 2566 

Project/planning/financial management 
skills 

12 14 11 14 11 14 2562 

Research team leadership 5 7 6 10* 5 8 2567 

Gender awareness/unconscious bias 5 5* 4 3 4 4 2577 
5.1.1a Participated in training and found it useful  
 

 F% F%(w) M% M%(w) All% All%(w) N 

Management & supervisory skills 2 2 3 3 2 2 2575 

Conducting appraisals 4 4 6 6 5 5 2571 

Professional development 5 5 6 5 5 5 2575 

People management & communication 
skills 

2 2 3 2 3 2 2569 

Grant application skills 5 5 4 5 4 5 2580 

Coaching & mentoring skills 2 2 3 4* 2 3 2566 

Project/planning/financial management 
skills 

2 1 3 2 2 2 2562 

Research team leadership 1 1 2 1 1 1 2567 

Gender awareness/unconscious bias 2 2 3 3 3 2 2577 
5.1.2a Participated in training and did NOT find it useful  
 

 F% F%(w) M% M%(w) All% All%(w) N 

Management & supervisory skills 56 52 58 58* 57 55 2575 

Conducting appraisals 42 42 41 44 42 43 2571 

Professional development 46 50 52 52 49 51 2575 

People management & communication 
skills 

53 52 59 52 56 52 2569 

Grant application skills 55 53 57 51 56 52 2580 

Coaching & mentoring skills 52 52 58 54 55 53 2566 

Project/planning/financial management 
skills 

50 46 54 53** 52 50 2562 

Research team leadership 49 44 54 52** 51 48 2567 

Gender awareness/unconscious bias 32 31 37 37* 34 34 2577 
5.1.3a Training available but no participation  

 

Significant differences between sexes 
 
A greater proportion of women 

¶ Have been trained in how to conduct appraisals*, and gender awareness* and found it 

useful 

A greater proportion of men 

¶ Have been trained in research team leadership and found it useful* 

¶ Have undertaken coaching and mentoring skills training and did not find it useful* 
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¶ Are aware of management and supervisory skills*, project/planning/financial management 

skills**, research team leadership** and gender awareness* training but have not 

participated in it 
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6: Activities and Factors that Contribute to Career Success 
 
6.1 Activities and factors influencing past career success  
 
 F% F%(w) M% M%(w) All% All%(w) N 

Hard work 97 98* 95 96 96 97 2580 

Research publications 64 66 70 71* 67 68 2548 

Work on high profile/successful 
research project 

51 53* 56 49 53 51 2524 

Ability to attract PhD students 9 11 15 15* 12 13 2508 

Luck 66 65 66 66 66 65 2536 

Size of grant income 28 28 28 28 28 28 2496 
6.1.1a Activities and factors perceived to have contributed to past career success 
 

6.2 Activities and factors detrimental to past career  
 

 F% F%(w) M% M%(w) All% All%(w) N 

Over heavy admin load 15 18 18 16 16 17 2515 

Absence of mentoring 45 48* 39 44 42 46 2538 

Over heavy teaching load 9 10 10 9 10 10 2506 

Lack of role models 34 38** 20 20 27 29 2509 

Insufficient admin experience 13 18 15 17 15 16 2522 

Insufficient teaching experience 21 25* 23 22 22 23 2522 
6.2.1a Activities and factors perceived to have been detrimental to past career 
 

6.3 Activities that raise professional profile/visibility 
   
6.3.1 Encouragement to undertake activities that contribute to career development (N = 2573) 
 

68% of post docs;   67% of female post docs;   69% of male post docs 
weighted 63% of post docs;   62% of female post docs;   66% of male post docs*  
agree or strongly agree that they are encouraged to undertake activities that contribute to their 
career development. 
 
6.3.2 Visibility to senior management (N = 2566)  
 

11% of post docs; 16% of female post docs;   4% of male post docs 
weighted 15% of post docs;   25%**  of female post docs 3% of male post docs 
feel that women are slightly or significantly disadvantaged in relation to their visibility to senior 
management. 
 

Section 6.4 has been omitted as inapplicable to post docs 

 

Significant differences between sexes 
 

A greater proportion of women 

¶ Believe that hard work* and work on high profile/successful projects* have contributed to 

the success of their career 

¶ Believe that the absence of mentoring*,  a lack of role models ** and insufficient teaching 

experience*  have been detrimental to their past career 

¶ Feel that women are slightly or significantly disadvantaged in respect of their visibility to 

senior managers** 
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A greater proportion of men 

¶ Perceive their ability to attract PhD students*  and their research publications* have 

contributed to their past success 

¶ Agree that they are encouraged to undertake activities that contribute to their career 

development* 

 
 
 

7: Contributions to Department and University 
 
7.1 Academic Activities  

 F% F%(w) M% M%(w) All% All%(w) N 

Research 95 95 97 96 96 96 2551 

National or international collaborative 
research/project 

63 65 74 74** 68 69 2458 

PhD supervision 30 30 37 38** 33 34 2415 

Teaching postgraduates 31 31 35 34 33 32 2430 

Teaching undergraduates 41 41 46 45* 43 43 2485 

Interdisciplinary research 52 50 59 63** 55 56 2406 

Providing career development/advice 
for post-docs  & early career staff 

12 18* 16 14 14 16 2336 

7.1.1a Academic activities currently being undertaken by post docs 
 
Sections 7.2 and 7.3 have been omitted as they not generally applicable to post docs 
 

7.4  Valuing the contributions  

 F% F%(w) M% M%(w) All% All%(w) N 

Research 69 68 77 74** 72 71 2568 

Teaching 28 27 35 30 31 29 2563 

Successes in working life 34 31** 28 25 31 27 2563 

External professional activities 18 18 19 22* 19 19 2557 

Administrative work 17 13 13 13 15 13 2557 
7.4.1a Contributions perceived to be valued by the department 
 

Significant differences between sexes 

 
A greater proportion of women 

¶ Are providing career development/advice for post-docs and early career staff* 

¶ Believe the department values successes in their working life**  

 
A greater proportion of men 

¶ Are teaching undergraduates*, undertaking national or international collaborative 

research** , supervising PhD students** and undertaking interdisciplinary research**  

¶ Believe the department values their research** and external professional activities* 

 
 
 
 
 
 
 
 
 



All UK  Post Docs 

8: Department Organisation and Culture 
 
8.1 What influenced current employment choice?  

 F% F%(w) M% M%(w) All% All%(w) N 

Area of work/interest/research 98 98 98 98 98 98 2579 

Intellectual challenge 92 92 91 91 92 92 2557 

Autonomy/self-direction 70 67 76 76** 73 71 2532 

Reputation of department/group 77 74 81 77* 79 76 2543 

Geographical location 80 84 72 69 76 77 2552 

Flexibility of working hours 63 62 66 66* 65 64 2538 

The supportive environment offered by 
the department/group 

53 53 54 54 53 54 2518 

The only post available/no reasonable 
alternative 

26 27 24 27 25 27 2518 

8.1.1a Factors that influenced the current employment choice of post docs 
 
8.2  Perceptions of the working environment  

 F% F%(w) M% M%(w) All% All%(w) N 

Friendly working environment and 
colleagues are co-operative 

83 79 84 86** 83 83 2566 

I am socially integrated 64 63 63 64 63 63 2570 
Senior department staff are accessible 
to the respondent 

60 62 62 63 62 62 2571 

Departmental communication is good 41 37 41 38 42 37 2563 

I have the opportunity to serve on 
important committees 

12 9 11 11 11 10 2565 

Departmental resources/finance 
allocation is fair and open 

13 19 15 17 14 18 2558 

Workload is allocated fairly and openly 37 33 41 40** 39 37 2559 
8.2.1a Agreement with statements on department working environment 
 

8.3  Differences in the treatment of men and women by departments  
 
 F% F%(w) M% M%(w) All% All%(w) N 

Access to technical/IT support and 
equipment 

3 4** 1 1 1 3 2563 

Distribution of resources 8 13** 2 2 5 8 2570 

Office and lab space 6 8** 1 1 4 5 2571 

8.3.1a Perception that women are disadvantaged in respect of allocation and access to resources 
 

Significant differences between sexes 
 
A greater proportion of women 

¶ Believe that women are slightly and significantly disadvantaged in respect of the 

distribution of resources**, allocation of office and lab space**, and access to 

technical/IT support and equipment**  

 

A greater proportion of men 

¶ Feel the working environment is friendly and colleagues are co-operative**, and 

that the workload is allocated fairly and openly** 

¶ Were influenced in their choice of employment by the autonomy/self-direction 

offered by the job**, the reputation of the department/group* and the flexibility of 

working hours* 
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Figure 4 
 
*   and ** indicate significant and highly significant differences between men and women who agree or strongly agree with the statements in the relevant 
questions 
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9: Flexibility and Sustainable Careers 
 
9.1 The need for flexibility  

 F% F%(w) M% M%(w) All% All%(w) N 

Negative ï Inability to move location 
easily 

35 39** 28 26 31 33 2540 

Negative ï Interrupted career 22 26** 13 13 18 20 2519 

Negative ï Long hours working culture 32 35** 22 20 27 28 2523 

Negative ï Periods of part time 
working 

17 24** 7 10 12 17 2511 

Negative ï Limited job opportunities 54 53* 51 49 52 51 2547 

Positive ï Availability of flexible 
working 

66 74** 69 62 67 68 2546 

9.1.1a Factors that have had an effect on post docsô careers  
 

9.2  The use of flexibility  
 

13% of all post docs;   18% of female post docs;   7% of male post docs 
weighted   12% of all post docs;   19% of female post docs** ; 5% of male post docs 
work part time now (N=2574) 
 

18% of all post docs;   24% of female post docs;  10% of male post docs 
weighted 20% of all post docs;   28% female post docs** ; c 
worked part time in the past (N = 2552) 
 
 F% F%(w) M% M%(w) All% All%(w) N 

Time off at short notice 92 90 94 93** 93 91 2539 

Flexibility in hours/days worked/work 
pattern 

94 92 97 97** 95 94 2554 

Home/remote working 83 86 88 84 85 85 2555 
9.2.3a Reported availability of flexibility 
 

9.3  Partners, spouses, parenting and caring  
 
9.3.1 Partner/spouse (N = 2565) 
 

80% of post docs;   82% of female post docs;   78% of male post docs 
weighted 81% of post docs;   81% of female post docs;   80% of male post docs 
have a partner/spouse.  
 

27% of post docs;   31% of female post docs;   23% of male post docs 
weighted 27% of post docs;   28% of female post docs;   26% of male post docs 
have a partner/spouse who works or has worked in a STEMM occupation.  
 
 

 F% F%(w) M% M%(w) All% All%(w) 

Higher Education, Research Council, 
Other public sector research institution 

27 24 23 23 25 23 

Private Sector/Other 41 44** 26 28 33 36 

Other public sector including Further 
Education and Schools 

11 11 19 20** 16 16 

9.3.1c Sector in which partner/spouse works. (N = 2484) 
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9.3.2 Children  

 F% F%(w) M% M%(w) All% All%(w) 

Children aged < 6 15 17 19 21* 17 19 

Children aged 6 - 16 12 16** 8 11 10 13 

Children aged 17 - 21 4 5** 2 2 3 4 

Children > 21 4 5 3 5 3 5 

фΦоΦнŀ wŜǎǇƻƴŘŜƴǘǎ ǿƘƻ ƘŀǾŜ ŎƘƛƭŘǊŜƴ ŀƴŘ ŎƘƛƭŘǊŜƴΩǎ ŀƎŜ ǊŀƴƎŜǎΦ όb Ґ 2592) 

 

9.3.3 Adult Care Responsibility  

 F% F%(w) M% M%(w) All% All%(w) N 

Provided care for a parent in the past 8 10** 7 6 8 8 2465 

Provided care for partner/adult in the 
past 

9 10 12 12 10 11 2487 

Providing care for a parent now 4 3 5 4 4 3 2494 

Providing care for partner/adult now 4 4 9 9** 6 7 2501 

Expecting to provide care for a parent 
before own retirement 

40 41** 36 35 38 38 2478 

Expecting to provide care for 
partner/adult before retirement 

23 22 28 27** 25 25 2485 

 9.3.3a Caring for adult/parent.  

Significant differences between sexes 
 

A greater proportion of women 

¶ Believe an interruption to their career**, the inability to move location easily**, a long 

hours working culture**, periods of part-time working**, and limited job opportunities*  

have  been detrimental to their career 

¶ Believe the availability of flexible working has had a positive effect on their career** 

¶ Work part-time now** and worked part-time in the past** 

¶ Have children aged between 6 and 16**, and from 17 to 21** 

¶ Provided care for a parent in the past** and expect to provide care for a parent before their 

own retirement** 

¶ IŀǾŜ ŀ ǇŀǊǘƴŜǊ ŜƳǇƭƻȅŜŘ ƛƴ ǘƘŜ ǇǊƛǾŀǘŜ ƻǊ ΨƻǘƘŜǊΩ ǎŜŎǘƻǊϝ* 

 

A greater proportion of men 

¶ Report the availability of flexible working patterns** and the facility to take time off at short 

notice** 

¶ Have children under 6* 

¶ Are providing care for a partner/adult now**  and expect to provide care for a partner/adult 

before their own retirement** (These are unlikely to be mutually exclusive events.) 

¶ Have a partner who works in the public sector excluding HE and research** 
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10: Interrupted Careers, Breaks and Returning 
 

10.1 Career Breaks (N= 2566) 
 

11% of post docs;   12% of female post docs;   11% of male post docs 
Weighted 14% of post docs;   16%of female post docs** ;   11% of male post docs 
have taken a career break. 
 
 F% F%(w) M% M%(w) All% All%(w) 
1 ï 2 years 72 71 85 78 78 74 

3 ï 5 years 14 20* 10 8 13 15 

> 5 years 14 9 4 13 10 11 

10.1.2 Length of career break (N = 304) 
 
 F% M% 

Mean difficulty 3.2 2.7 

10.1.3 Difficulty returning to work after career break (Mean of 1 ï 5 scale where 5 = Very Difficult and 1 
= Not difficult at all) (N = 299) 

 

10.2 Maternity, Paternity and Adoption leave  
 

The differences in this section have not been tested for significance because of the disparity in 
statutory and generally available provision of leave and obvious difference between the sexes in 
respect of childbearing. Adoption leave, where comparisons could be possible, cannot be isolated. 
 

17% of post docs;   21% of female post docs;   13% of male post docs 
weighted 19% of post docs;   23% of female post docs;   15% of male post docs 
have taken maternity, paternity or adoption leave (N = 2571) 

 
 F% F%(w) M% M%(w) All% All%(w) N 

Assistance with cover arrangements 4 3 7 4 5 4 433 

Department arranged cover 2 1 7 4 4 2 433 

Meeting with HoD/Head of Section to 
discuss practicalities 

3 1 12 11 6 5 435 

Provision of/access to useful advice 4 3 7 4 5 4 433 

Access to role models 4 2 9 7 6 4 434 

10.2.2a Prior to leave: Maternity, paternity or adoption leave provision that was available but NOT used.  
 

 F% F%(w) M% M%(w) All% All%(w) N 

Assistance with cover arrangements 14 16 7 9 12 13 433 

Department arranged cover 19 20 11 12 16 17 433 

Meeting with HoD/Head of Section to 
discuss practicalities 

38 37 15 19 30 30 435 

Provision of/access to useful advice 14 16 7 9 12 13 433 

Access to role models 10 10 4 3 8 8 434 
10.2.2b Prior to leave: Maternity, paternity or adoption leave provision that was available and used.  
 

 F% F%(w) M% M%(w) All% All%(w) N 

Assistance with cover arrangements 21 18 13 17 18 18 433 

Department arranged cover 20 17 11 16 16 17 433 

Meeting with HoD/Head of Section to 
discuss practicalities 

26 29 12 19 21 25 435 

Provision of/access to useful advice 21 18 13 17 18 18 433 

Access to role models 47 48 20 19 37 37 434 
10.2.2c Prior to leave: Maternity, paternity or adoption leave provision that was NOT available but 
respondents would have liked.  
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 F% F%(w) M% M%(w) All% All%(w) N 

Assistance with cover arrangements 61 63 73 70 66 66 594 

Department arranged cover 59 62 71 68 64 64 433 

Meeting with HoD/Head of Section to 
discuss practicalities 

33 33 60 52 43 40 435 

Provision of/access to useful advice 61 63 73 70 66 66 433 

Access to role models 39 40 68 71 50 51 434 
10.2.2d Prior to leave: Maternity, paternity or adoption leave provision that was NOT available or needed.  
 

 F% F%(w) M% M%(w) All% All%(w) N 

Contact/keeping in touch with 
department while away 

9 8 9 7 9 7 435 

Flexible working 8 6 9 5 8 6 434 

Part-time working initially building up to 
full time 

19 20 12 9 17 16 434 

Lower teaching load initially 4 3 7 5 5 3 427 

Lower admin load initially 3 7 2 5 5 3 429 

Lower research supervision initially 7 4 9 7 8 5 426 

Support from colleagues on return 3 2 6 5 4 3 431 
10.2.3a On return: Maternity, paternity or adoption leave provision that was available but NOT used.  
 

 F% F%(w) M% M%(w) All% All%(w) N 

Contact/keeping in touch with 
department while away 

70 71 46 42 61 61 435 

Flexible working 69 70 53 50 63 63 434 

Part-time working initially building up to 
full time 

32 29 7 5 23 20 434 

Lower teaching load initially 6 3 1 1 4 2 427 

Lower admin load initially 6 4 0 0 4 3 429 

Lower research supervision initially 7 4 1 1 5 3 426 

Support from colleagues on return 56 57 35 32 48 48 431 
 10.2.3b On return: Maternity, paternity or adoption leave provision that was available and used.  
 

 F% F%(w) M% M%(w) All% All%(w) N 

Contact/keeping in touch with 
department while away 

8 8 4 4 7 7 435 

Flexible working 13 16 6 7 10 13 434 

Part-time working initially building up to 
full time 

22 21 14 16 19 19 434 

Lower teaching load initially 9 11 7 5 8 9 427 

Lower admin load initially 13 15 9 7 12 12 429 

Lower research supervision initially 12 16 10 10 11 14 426 

Support from colleagues on return 19 21 9 11 15 18 431 
10.2.3c On return: Maternity, paternity or adoption leave provision that respondents would have liked.  

 
Significant differences between sexes 
 

A greater proportion of women 

¶ Have taken a career break**  

¶ Have taken a career break of between 3 and 5 years* 
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Summary of significant differences between sexes ς Post Docs 
 
* indicates 5% level of significance 
** indicates 1% level of significance 
 
A greater proportion of women 

¶ Are a Fellow of a STEMM professional or learned society* 

¶ Describe themselves as White** 

¶ Are contributing to or actively engaged  in women and science initiatives in their university* 

¶ Want to become a senior university manager* 

¶ Were interviewed for their position by a selection panel that had more women than men on 
it**  

¶ Were not interviewed by a panel* 

¶ Were interviewed by an all female panel* 

¶ IŀǾŜ ƭƛǘǘƭŜ ƻǊ ƴƻ ƪƴƻǿƭŜŘƎŜ ƻŦ ǘƘŜ ŘŜǇŀǊǘƳŜƴǘΩǎ ǇǊƻƳƻǘƛƻƴ ǇǊƻŎŜǎǎϝ ƻǊ ŎǊƛǘŜǊƛŀϝϝ 

¶ IŀǾŜ ƭƛǘǘƭŜ ƻǊ ƴƻ ƪƴƻǿƭŜŘƎŜ ƻŦ ǘƘŜ ǳƴƛǾŜǊǎƛǘȅΩǎ ǇǊƻƳƻǘƛƻƴ ǇǊƻŎŜǎǎϝϝ ƻr criteria** 

¶ Feel the support/encouragement of their partner and/or family**, senior 

colleagues/manager* and colleagues** have contributed to the success of their career to 

date. 

¶ Believe a good reference from a previous research leader/project supervisor has  

contributed to the success of their career to date** 

¶ Believe women are slightly or significantly disadvantaged in respect of promotion** and the 

provision of positive feedback and career progression advice** 

¶ Did not find their appraisal useful or valuable**  

¶ Have been trained in how to conduct appraisals*, and gender awareness* and found it 

useful 

¶ Are providing career development/advice for post-docs and early career staff* 

¶ Believe the department values successes in their working life**  

¶ Believe that women are slightly and significantly disadvantaged in respect of the distribution 

of resources**, allocation of office and lab space**, and access to technical/IT support and 

equipment** 

¶ Believe an interruption to their career**, the inability to move location easily**, a long 

hours working culture**, periods of part-time working**, and limited job opportunities*  

have  been detrimental to their career 

¶ Believe the availability of flexible working has had a positive effect on their career** 

¶ Work part-time now** and worked part-time in the past** 

¶ Have children aged between 6 and 16**, and from 17 to 21** 

¶ Provided care for a parent in the past** and expect to provide care for a parent before their 

own retirement** 

¶ IŀǾŜ ŀ ǇŀǊǘƴŜǊ ŜƳǇƭƻȅŜŘ ƛƴ ǘƘŜ ǇǊƛǾŀǘŜ ƻǊ ΨƻǘƘŜǊΩ sector** 

¶ Have taken a career break** 

¶ Have taken a career break of between 3 and 5 years* 
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A greater proportion of men 

¶ Have been on their current grade less than 2 years* 

¶ Have a PhD** 

¶ Hold a Research Fellowship** 

¶ Have won a professional prize or medal* 

¶ Were included in RAE 2008* 

¶ Are aware of women and science initiatives in their department** and university* 

¶ Want to become a senior department manager* 

¶ Expect to become a senior university manager* 

¶ Were interviewed by a selection panel that had more men than women on it** 

¶ Were interviewed by an all male selection panel** 

¶ Believe their current line manager ** and senior colleagues* are supportive. 

¶ Have been invited or encouraged to apply for a higher level post**  

¶ Have been trained in research team leadership and found it useful* 

¶ Have undertaken coaching and mentoring skills training and did not find it useful* 

¶ Are aware of management and supervisory skills*, project/planning/financial management 

skills**, research team leadership** and gender awareness* training but have not 

participated in it 

¶ Perceive their ability to attract PhD students* and their research publications* have 

contributed to their past success 

¶ Agree that they are encouraged to undertake activities that contribute to their career 

development* 

¶ Are teaching undergraduates*, undertaking national or international collaborative 

research**, supervising PhD students** and undertaking interdisciplinary research**  

¶ Believe the department values their research** and external professional activities* 

¶ Feel the working environment is friendly and colleagues are co-operative**, that they are 

encouraged to undertake activities that contribute to their career*, and that the workload is 

allocated fairly and openly** 

¶ Report the availability of flexible working patterns** and the facility to take time off at short 

notice** 

¶ Have children under 6* 

¶ Are providing care for a partner/adult now**  and expect to provide care for a partner/adult 

before their own retirement**  

 


