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Athena SWAN Gold Department award renewal application 

Name of institution:



Date of application: 
Department: 
Contact for application: 

Email:





Telephone: 
Departmental website address: 

Date of previous award:

Date of university Bronze and/or Silver SWAN award:



An Athena SWAN Gold award renewal recognises a significant sustained progression and achievement by the department in promoting gender equality and to address challenges particular to the discipline. Renewal applications should demonstrate that clear progress has been made since the previous award, measured against the original Gold department award application and action plan.
Not all institutions use the term ‘department’ and there are many equivalent academic groupings with different names, sizes and compositions. The definition of a ‘department’ for SWAN purposes can be found on the Athena SWAN website. Where the departmental unit that made the original application has changed, it is up to the new unit for submission to decide whether a renewal application is appropriate or whether a new award application should be made. If in doubt, contact the Athena SWAN Charter Coordinator well in advance to check your eligibility.

It is essential that the contact person for the application is based in the department.

At the end of each section state the number of words used.

Click here for additional guidance on completing this template.
1. Letter of endorsement from the Head of Department – maximum 500 words
An accompanying letter of endorsement from the Head of Department should confirm how the SWAN action plan and activities in the department have and will in future contribute to the overall department strategy and academic mission, how the departments has championed Athena SWAN and supported other departments, and spell out what is next for the department, what difficulties might be experienced, and what the department most looks forward to.

The letter is an opportunity for the Head of Department to confirm their support for the renewal application and to endorse and commend any women and SET initiatives that have made a significant contribution to the achievement of the departmental mission.
2. The self-assessment process – maximum 1000 words

Describe the Self-Assessment Process. This should include:

a) a description of the self assessment team: members’ roles (both within the university and as part of the team) and their experiences of work-life balance, flexible working and parental leave etc;

b) an account of the self assessment process, with reference to year-on-year activities since the original Gold award application, details of the self assessment team meetings, including any consultation with staff or individuals inside or outside of the university, and how these have fed into the submission;

c) plans for the future of the self assessment team, such as how often the team will continue to meet, any reporting mechanisms, and how the team will continue to engage with SET departments to encourage them to apply for awards.

3. A picture of the department – maximum 2000 words
a) Provide a pen-picture of the department to set the context for the application, outlining in particular any significant changes since the original application. 
b) Provide data and a short analysis for at least the past five years (where possible with clearly labelled graphical illustrations) on the following with commentary on their significance, how they have been affected by actions taken under the previous action plan, how they have impacted on current action planning, and any changes and progress made since the original application and implication for initiatives for the future. 

Student data

(i) Undergraduate male and female numbers – full and part-time 

(ii) Postgraduate male and female numbers  on and completing taught courses – full and part-time 

(iii) Postgraduate male and female numbers on and completing research degrees and completion times – full and part-time 

(iv) Ratio of course applications to offers and acceptances by gender for (ii), (iii) and (iv) above
Staff data

(v) Female:male ratio of academic staff and research staff – researcher, lecturer, senior lecturer, reader, professor (or equivalent). 
(vi) Turnover by grade and gender 
Supporting and advancing women’s careers – maximum 5000 words

Please provide a report covering the following sections. Within each section provide data and a short analysis for at least the last five years (including clearly labelled graphical illustrations where possible) on the data sets listed, commenting on changes and progress made since the original application, and including details of successes and where action have not worked.

Please also attach the action plan from your last application with an additional column indicating the level of progress achieved (e.g. zero, limited, excellent, completed).

4. Key career transition points

(i) Job application and success rates by gender and grade 
(ii) Applications for promotion and success rates by gender and grade 
(iii) Impact of activities to support the recruitment of staff – how the department’s recruitment processes ensure that female candidates are attracted to apply, and how the department ensures its short listing, selection processes and criteria comply with the university’s equal opportunities policies. In particular comment on changes to the process and the impact of these changes.
(iv) Impact of activities to support staff at key career transition points –interventions, programmes and activities that support women at the crucial stages including work on the Concordat, such as personal development training, opportunities for networking, mentoring programmes and leadership training. In particular comment on recent initiatives and their impact.
5. Career development
(i) Impact of activities to support promotion and career development – appraisal and career development process, and promotion criteria. 
(ii) Impact of activities to support induction and training –support provided to new staff at all levels, and any gender equality training. 
(iii) Impact of activities that support female students –support (formal and informal) provided for female students to enable them to make the transition to a sustainable academic career, particularly from postgraduate to researcher, such as mentoring, seminars and pastoral support and the right to request a female personal tutor. 
6. Organisation and culture
(i) Male and female representation on committees – provide a breakdown by committee. 
(ii) Female:male ratio of academic and research staff on fixed-term contracts and open-ended (permanent) contracts 
(iii) Representation on decision-making committees – evidence of gender balance in the mechanism for selecting representatives. 
(iv) Workload model – describe the systems in place to ensure that workload allocations, including pastoral and administrative responsibilities (including the responsibility for work on women and science) are transparent, fairly applied and are taken into account at appraisal and in promotion criteria. 
(v) Timing of departmental meetings and social gatherings – evidence of consideration for those with family responsibilities, for example what the department considers to be core hours and whether there is a more flexible system in place.
(vi) Culture –demonstrate how the department is female-friendly and inclusive and ensures visibility of women in science such as external speakers. ‘Culture’ refers to the language, behaviours and other informal interactions that characterise the atmosphere of the department, and includes all staff and students. 
(vii) Outreach activities – level of participation by female and male staff in outreach activities with schools and colleges and other centres. 
7. Flexibility and managing career breaks
(i) Maternity return rate 
(ii) Paternity, adoption and parental leave uptake 
(iii) Numbers of applications and success rates for flexible working by gender and grade 
(i) Flexible working – numbers of staff working flexibly and their grades and gender, whether there is a formal or informal system, the support and training provided for managers in promoting and managing flexible working arrangements, and how the department raises awareness of the options available.
(ii) Cover for maternity and adoption leave and support on return –what the department does, beyond the university maternity policy package, to support female staff before they go on maternity leave, arrangements for covering work during absence, and to help them achieve a suitable work-life balance on their return. 
8. Any other comments – maximum 500 words

Please comment here on any other elements relevant to the application, e.g. other SET-specific initiatives of special interest implemented since the original application that have not been covered in the previous sections. 
9. Action plan 

Provide a new action plan as an appendix. An action plan template is available on the Athena SWAN website.

This should be a table or a spreadsheet comprising plans to address the priorities identified by the analysis of relevant data presented in this application, success/outcome measures, the post holder responsible for each action and a timeline for completion. The Plan should cover current initiatives and your aspirations for the next three years.
10. Case study: impacting on individuals – maximum 1500 words
Describe how the department has changed and how its staff have benefited since the original Gold award. 

Provide a small number of case studies (e.g. one per 10 members of staff) of individuals working in the department and show how the inclusive culture and working practices of the department have enabled them to pursue a career in SET.

At least one of these case studies should be a member of the self assessment team, and at least one should be someone else in the department. There should also be at least one case study from a male member of staff. More information on case studies is available in the guidance.
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