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MHY. DO WE WANT TO JOINE

PROJECT JUNO?

SRIGNIEKE OUIF SCheol a Welcoming and nclusive
Werkplace for ALL staffiand students

> T _nhance and promote the careers of female
e EMmics to allow them to reach their full

 ggizgiifel

== FTo demoenstrate our real commitment to equality
— and diversity to the staff and students

® [0 generate a culture of mutual respect

e And we recognise that seeing a larger number of
Women academics in physics sets a good
precedent for students, encouraging the next
generation of women in SET




SV EsBElievestnanavIng.a
[AgEr numober of women In
& SET is good for Physics
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REIEING awareness; off gERCder Issues

Sliglrproetile in the School

ncouraglng equality and diversity ISSues
= {0 be freely discussed within the school

e Specific member of staff with the role of
promoting equality and diversity




Background

e School o Phy3|cs (Staff)

SNErE ereinmembensioiacademicistaliiofwwhich 10.are
IEIMEIES LEACHING I EItAE PRYSICS OF radiograpny.
(10%)

M@idhe 84 staff who teach in physics only, 3 are female
(/ E‘cturers and 1 senior lecturer )

e Of the 8 research fellows, 1 Is female

Note: Radiography Staff are fully integrated into the school




Siicl tlng the discussion

- Ta king tor ihdividuals
SEEINg| a discussion group set up

= hlnklng apout the structure of the
= discussion framework (agenda)
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e’ staffrtegethers

INTGrmality

AeonRvenient time and place

SMEEVInGl a structure to the meeting
‘%[ettlng people know they will get feedback

= @ will be setting up ongoing meetings)
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SN IRChIME meeting was aranged with fioed previded e
Whichrallffemale staffivere invited toratitend™ -

SNIEbENSIoTsiAiatienUEadMAENTECHIGN

Werdiscuissed in general the Project Juno benchmarks
ZIfURtEn specifically career progression

—

"

he discussion was very positive, going through each of
_?*the penchmarks in an informal way, indicated some

~ areas that could be improved, but, overall the School

was felt to be very welcoming friendly and inclusive.

e \We all felt it was very worthwhile to get together as a
group
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BISCUESION: Career progression
QL _'tlons. . -

SAYENTen andiwemenrequally likely torapply for
IOSLST

S _-;successful application equally likely for a
79I 0 2 Wwoeman?

BN fiere an awareness of gender issues?
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= =5 g differences in career progression

~ = |s there a perception of unconscious bias in
operation?




VWiHETe done g0 fempere? ==

Contne [SLERIMENEMANRCUERNSIANF NG EaNIoa6
ZIENIZI2RCE VIEW! Of any gender ISsues within the
SEII00)
VIEking sure that our recruitment processes really are
WEICOMING 1o female applicants

— ._I ﬂectlng Ol successful and unsuccessful applications

:‘“fmade By female applicants
= Examining career progression within the School, does it
take: Inte account the different circumstances of many

female staff (and some male staff ) have, especially
those with caring responsibilities

® Provide mechanisms to support and encourage female
staff members to fulfil their potential







