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“# The Athena SWAN Charter

(SWAN = Scientific Women’s Academic Network)

Introduced in 2005. Initially set out to encourage and recognise
commitment to advancing the careers of women in science, technology,
engineering, mathematics, and medicine (STEMM) institutions of higher
education and research.

Members expected to apply for Athena SWAN awards, at Bronze, Silver or
Gold level. Each award is valid for four years. Currently, 962 awards held:

- 164 are held by institutions;

- 798 held by departments.

Members commit to adopting ten principles, which focus on promoting and
supporting gender equality for women. In particular, the charter aims to
address what is known as the “leaky pipeline” of women progressing to
senior roles in science by removing obstacles to their advancement through
action at all levels across the department or organisation.
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ome academic discussion

Plenty of work has gone towards discussing the scope of the scheme, and its effectiveness.
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Obtaining good-quality gender-disaggregated data is
essential for measuring institutional change. Baseline
data, common definitions of terms, and so-called cleansed
data (incorrect, incomplete, improperly formatted, or
duplicated data amended or removed) are required
metrics against which implemented changes can be
measured. Being crucial for a range of reasons, these data
provide evidence of gender inequalities used to inform
and persuade key actors to support and provide budgets
for actions. Naming the problem and specifying the issues
in particular contexts underpins much of the progress w
date, allowing institutions to develop targeted action
plans. Data also allows benchmarking, longitudinal
tracking of progress, and evaluation of initiatives, although
comparisons across institutions have been infrequent and
qualitative studies that offer rich descriptive findings are
not generalisable.®
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Much more to find online if you are interested!
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Council Statement on Women in Mathematics

https://www.Ims.ac.uk/sites/Ims.ac.uk/files/Council%20Statment%200n%20Women%20in%20Mathematics 0.pdf

Committee for Women and Diversity in
Mathematics

Operates grant schemes, events and the good practice scheme.

https://www.Ims.ac.uk/about/committees/women-mathematics-committee

Good Practice Scheme

Provides specific support for departments working towards Athena
SWAN award status.

https://www.lms.ac.uk/women/good-practice-scheme

See in particular:

V4

- “Advancing Women in Mathematics”, which gives many examples;

- “National Benchmarking Study”, which gives data for context.
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Council Statement on Women in Mathematics

1 The London Mathematical Saciety is concerned about the loss of women from mathematics,
particularly at the higher levels of research and teaching, and at the disadvantages and
missed opportunities that this represents for the advancement of mathematics. This can
occur for several reasons: l'Women are more likely to have had broken career patterns or
worked part time on account of child-rearing and family responsibilities.

The fact that there are fewer women in the mathematics community means that they
are often overlooked when names are sought, for speakers or for prizes, for instance
Those few women who reach the higher levels are disproportionately called on to sit
on committees etc., to the detriment of their own careers.
Women are often called on to take part in “people-based’ a
“research-based" activities, to the detriment of their own careers.
Compared with men, women may be disadvantaged by societal norms and
unconscious bias.

ities rather than
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Grants
The Committee operates several grants schemes:

Caring Supplementary Grants
Emmy Noether Fellowships
Grace Chisholm Young Fellowships

Benchmark 7: Decision making

It is good practice for all appointments and promotions (including postdoctoral research staff) to be
made by panels that include at least one man and one woman. Training is provided for panel
members and is required for panel chairs (so that no candidates are disadvantaged by the process).
The department makes sure that individuals who participate in the process at department level are
representative of the F/M staff profile of the department.

Indicator 7A: Appointment panels
gender balance: at least one man and
one woman

While some departments did include at least one
woman and one man on all appointment panels,
the small number of women (and concerns about
overburdening them) was frequently cited as a
problem. Several departments referred to the
appointment of panel members as gender blind. One
commented that the preference was to ensure that
panels were understanding of the variety of
individual circumstances regardless of gender. Some
had found ways around the issues of small numbers
of women academic staff. One department reported
appointing a female from another relevant
department. Alternatively, all members of the
department provided input into short-listing, and
after presentations by candidates on interview days,
even though there might not have been women on
the interview panel.

The position on postdoctoral research fellow
appointments was often not clear. One department
stated that there was no requirement for at least one
woman and one man on all appointment panels for
postdoctoral research fellow appointments.

Good practice reported by departments:

* University policy that panels include at least one

man and one woman was adhered to and
monitored.

+ Women were appointed to panels from other
relevant departments.

Indi 78B: Repr i of
appointment panel membership

In many departments, the compasition of short-
listing and interview panels was determined by the
university/ffaculty, and the number of department
representatives was limited, often just the HoD, and

the relevant head of research group. Some

Good practice reported by departments:

* The HoD had made a positive decision to include
early career people on panels - making it easier to
find women to serve on panels.

* All academic staff were encouraged to contribute
10 an academic selection process (e.g. by making
comments on candidates’ CVs, participating in a
post-presentation discussion, etc).

* All eligible women in the department would be on
the department selection and promotion
committees for higher level positions until gender
balance as routine became feasible.

Indicator 7C: Unconscious bias/no
candidate disadvantaged

Overall the general feeling was of goodwil, with
departments keen to appoint qualified women,

if possible. However, this was not the case
everywhere. One department stated that
unconscious bias was not considered at any point in
the appointment process. Another department
reported that although training was compulsory
before staff could sit on any selection committee,
the issues surrounding unconscious bias were not
covered.

One department had concerns that although they
were clear about the need to avoid unconscious bias,
the panel chairs were typically from outside the
department and could often be less sympathetic to
these issues, thus emphasising the need for a whole
institution approach to issues like unconscious bias.

Good practice reported by departments:

« University HR ensured all panel members were
appropriately trained in equal opportunity issues.

« Unconscious bias was covered in internal training -
attendance was encouraged for all on panels and
is compuilsory for panel chairs.

* Panel members were all trained to be aware of
unconscious bias.


https://www.lms.ac.uk/sites/lms.ac.uk/files/Council%20Statment%20on%20Women%20in%20Mathematics_0.pdf
https://www.lms.ac.uk/about/committees/women-mathematics-committee
https://www.lms.ac.uk/women/good-practice-scheme
https://www.lms.ac.uk/sites/default/files/LMS-BTL-17Report_0.pdf
https://www.lms.ac.uk/sites/default/files/files/Benchmarking%20Report%20FINAL.pdf
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Advice on diversity at conferences and
seminars

https://www.Ims.ac.uk/adviceondiversityatconferencesandseminars

Example of implementation:

https://www.Ims.ac.uk/grants/conference-grants-scheme-1

Conference Grants
From the guidance:

Applicants must comply with the Society's policy on Women in Mathematics - please
note that the Society considers a lack of invited women speakers to be a very real
problem, and a failure to include women speakers are grounds for refusal for funding.
Additionally, please note the following advice on diversity at
conferences/workshops/seminars.

In addition, the Society allows the use of the grant award to cover Caring Costs for
those attendees who have dependents.

From the application form:
Please indicate any who have provisionally accepted an invitation to attend and the gender of all speakers. The Society expects that the organisers of
conferences who are seeking grants will invite both male and female speakers. Failure to comply with this policy is a common cause of rejection.

The full statement of the Society’s policy on Women in Mathematics is available here. Consideration should be given to the provision of mechanisms

to enable participation by people with children or family responsibilities.
Budget includes: Other, including caring costs.
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LMS ADVICE ON DIVERSITY AT CONFERENCES AND SEMINARS

Philosophy. Diversity has many forms. These include, but are not limited to, gender, race and

ethnicity, age, geographic location, and mathematical school. The health of mathematics relies on

most conferences/seminars/workshops allowing mathematicians with different mathematical

perspectives to mingle.

Best practices in considering diversity will deal with all of these at once. Measurable attributes such

as gender or age often serve as the “canary in the coal mine” for less obvious forms of insularity that

may have an even more immediate negative impact on the mathematics of the conference. For

brevity, we will often refer to women below, but the guidelines apply to other underrepresented

groups.

Specific suggestions.

The too long long list. Come up with a list in the usual way, whatever that means in the context
of your event. If the list isn't representative of the full diversity of mathematicians, then ask each
member of the organising committee to come up with some mathematicians in the
underrepresented group(s). The result will be a long and diverse list of suitable invitees. Choose
your short list from this long list. You may find this process results in an “over-representation”
of the underrepresented group. That is okay.

Broaden your base. Think more broadly about the field from which you're recruiting: are there
mathematicians working in other fields with overlapping interests? Also, young
mathematicians are often a good source for finding a diverse group of speakers (with a caveat;
see next bullet point),

Do not always invite the same senior women. Conversely, don't have a list of eighteen senior
men and two young women.

Question reasonable-sounding assumptions. This can over-determine the situation. For
example, if you say “we had a pure speaker last year, so they must be applied, and they were
from the US last year, so they must be European” then you've cut your pool to a quarter of its
original size, which may be less representative.

Look at the big picture. Look at data for the last N years, or look at conferences your target
audience has been to recently, for a one-off event. For example, if for each of the last five years,
the keynote speaker for your general audience event was a pure mathematician, then applied
mathematicians become one of the underrepresented groups for the “too long list".

Explicitly reject the “no good women" claim. See the bullet points above for ways of
generating lists of suitable women. If the specific suggestions in this document have not been
helpful, there are many other resources available, and it is worth searching online for further
guidelines and suggestions.

Approved by Council, 10 November 2017
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