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ATHENA SWAN BRONZE DEPARTMENT AWARDS  

Recognise that in addition to institution-wide policies, the department is working 

to promote gender equality and to identify and address challenges particular to the 

department and discipline.  

ATHENA SWAN SILVER DEPARTMENT AWARDS  

In addition to the future planning required for Bronze department recognition, 

Silver department awards recognise that the department has taken action in response to 

previously identified challenges and can demonstrate the impact of the actions 

implemented. 

Note: Not all institutions use the term ‘department’. There are many equivalent 

academic groupings with different names, sizes and compositions. The definition 

of a ‘department’ can be found in the Athena SWAN awards handbook.  

COMPLETING THE FORM 

DO NOT ATTEMPT TO COMPLETE THIS APPLICATION FORM WITHOUT 

READING THE ATHENA SWAN AWARDS HANDBOOK. 

This form should be used for applications for Bronze and Silver department awards. 

You should complete each section of the application applicable to the award level you are 

applying for. 
 

Additional areas for Silver applications are highlighted throughout the form: 5.2, 5.4, 5.5(iv) 

 

If you need to insert a landscape page in your application, please copy and paste the 

template page at the end of the document, as per the instructions on that page. Please 

do not insert any section breaks as to do so will disrupt the page numbers. 

WORD COUNT 

The overall word limit for applications are shown in the following table.  

There are no specific word limits for the individual sections and you may distribute words 

over each of the sections as appropriate. At the end of every section, please state how 

many words you have used in that section. 

We have provided the following recommendations as a guide. 
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Department application Bronze Silver 

Word limit 10,500 12,000 

Recommended word count   

1.Letter of endorsement 500 500 

2.Description of the department 500 500 

3. Self-assessment process 1,000 1,000 

4. Picture of the department 2,000 2,000 

5. Supporting and advancing women’s careers 6,000 6,500 

6. Case studies n/a 1,000 

7. Further information 500 500 

  



 

 
4 

 

Name of institution University of Oxford   

Department Faculty of Law  

Focus of department  AHSSBL 

Date of application 30 November 2016  

Award Level Bronze  

Institution Athena SWAN award Date: November 2013 Level: Bronze 

Contact for application 
Must be based in the department 

Professor Jonathan 
Herring 

 

Email jon.herring@law.ox.ac.uk  

Telephone 01865 279600  

Departmental website www.law.ox.ac.uk  
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List of Acronyms 

Acronym Definition 

A Acceptances 

AD GST Associate Dean for Graduate Studies (Taught) 

AD GSR Associate Dean for Graduate Studies (Research) 

AD R Associate Dean for Research  

AD UA Associate Dean for Undergraduates and Access 

AP Associate Professor 

APPs Applications 

ASC Athena Swan Co-ordinator 

BCL Bachelor of Civil Law 

C1 Course I BA in Jurisprudence 

C2 Course II BA in Jurisprudence with European Studies 

CLRM Course in Legal Research Methods 

CSLS Centre for Socio-Legal Studies 

CWAG Communications and Web Advisory Group 

D Distinction 

DPhil Doctor of Philosophy 

EDC Equality and Diversity Committee 

F Female 

FT Full-Time 

GSC Graduate Studies Committee 

HoAF Head of Administration and Finance 

I Interviews 

IPO Initial Period of Office 

JRF Junior Research Fellow 

LB Law Board 

M Male 

MJur Magister Juris 

MLF Masters of Law and Finance 

Mods Law Moderations 

MPhil Master of Philosophy 

MSc Master of Sciences 

MSt Master of Studies 

O Offers 

OLI Oxford Learning Institute 

P Pass 

PDR Personal Development Review 

PGDip Postgraduate Degree in Intellectual Property Law and Practice 

PGT Postgraduate Taught 

PGR Postgraduate Research 

PT Part-Time 

RoD Recognition of Distinction 

SAG Student Attainment Gap Working Group 

SAT Self Assessment Team 

SP Statutory Professor 

SSD Social Sciences Division, University of Oxford 

TP Titular Professors 

UG Undergraduate Students 

USC Undergraduate Studies Committee 

WD Withdrawn 
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1. LETTER OF ENDORSEMENT FROM THE HEAD OF DEPARTMENT 

Recommended word count:  Bronze: 500 words  |  Silver: 500 words 

An accompanying letter of endorsement from the head of department should be included. If the 

head of department is soon to be succeeded, or has recently taken up the post, applicants should 

include an additional short statement from the incoming head. 

Note: Please insert the endorsement letter immediately after this cover page. 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 



 

 
7 

UNIVERSITY OF OXFORD 

FACULTY OF LAW 

 
From the Dean 

 

St. Cross Building, St Cross Road, Oxford  OX1 3UL 

Tel: +44(0)1865 281050  Fax: +44(0)1865 271493 

dean@law.ox.ac.uk  www.law.ox.ac.uk 

 

Athena SWAN Manager 

Equality Challenge Unit 

7th floor, Queens House 

55/56 Lincoln’s Inn Fields 

London 

WC2A 3LJ 

 

Dear Dr Gilligan, 

 

I am delighted to give my wholehearted support to this application by the Faculty of Law in the 

University of Oxford for the Athena SWAN Bronze Award, and I confirm that the information presented 

in the application is an honest, accurate and true representation of the department. As the first female 

leader of this Faculty and as a scholar with expertise in employment and equality law it is an issue of 

intense interest and concern to me both personally and professionally.  

 

I am particularly proud of the work of our self-assessment team, led by the Vice-Deans, Professor Liz 

Fisher (until October 2016) and Jonathan Herring (from October 2016). This team has brought together 

women and men across all parts of our Faculty: undergraduate and postgraduate students, fixed-term 

academic/research staff, permanent Faculty members (Associate Professors and Professors) and 

administrative staff. These colleagues have worked tirelessly to gather and analyse data on our 

activities as a Faculty and on how we are perceived. They have engaged the whole Faculty in a series 

of lunchtime discussions to consider the data and to gather thoughts and ideas. I have been most 

impressed not only by the calm objectivity of colleagues in identifying areas in which we can improve, 

but also by their creativity in exploring ideas and proposing solutions.  

 

One of our strengths as a Faculty is our non-managerial approach. We place high value on academic 

freedom and on providing space for those engaged in research to formulate their own projects and for 

students on taught courses to organise their own time. What the Athena SWAN process has revealed 

is that, whilst this freedom can be very attractive, it can also have the disadvantage of leaving people 

feeling unsupported and, in some cases, isolated. Our action plan demonstrates our commitment to 

the provision of more targeted and effective support to enable all members of our Faculty to realise 

their full career potential, for example, by addressing gender imbalances in student results, and by 

providing targeted support to qualified Associate Professors to apply for the title of Professor.  

 

A clear challenge in our Faculty is its decentralised nature. Most colleagues have an office in a college 

rather than in the main Faculty building as their main place of work, and many students spend a 

significant proportion of their time in their colleges. We cannot easily expand our building, but the self-

assessment process has helped us to reflect on other manageable steps we can take to improve the 
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flow of information around our ‘virtual’ Faculty. For example, we can do better at providing 

information to people at different career stages: including information about academic careers to 

undergraduates and postgraduates, and a more comprehensive induction programme for new 

employees. We can also improve the transparency of our governance processes and the way we 

allocate workload as detailed in our action plan.  

 

We have made a clear commitment to implementing our action plan through the proposed 

appointment of an Athena SWAN Co-ordinator who will help us to maintain our focus on implementing 

the various strategies we have set out. This person – and the Equality and Diversity Committee – will 

have my full personal support during my tenure as Dean.  

 

 

Yours faithfully, 

 

 
 

 
Professor Anne C. L. Davies (MA, D.Phil. (Oxon)) 
Dean of the Faculty of Law  
Professor of Law and Public Policy 

 
 
Section 1: 555 words  
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2. DESCRIPTION OF THE DEPARTMENT  

Recommended word count:  Bronze: 500 words  |  Silver: 500 words 

Please provide a brief description of the department including any relevant contextual information. 

Present data on the total number of academic staff, professional and support staff and students by 

gender. 

Oxford University Law Faculty is the largest law faculty in the UK and is consistently rated as one of 

the UK’s best. It currently has 87 (33% F) permanent academic staff, 32 (63% F) fixed-term academic 

and research staff (referred to generically throughout this application as ‘fixed-term’ staff), 40 (90% 

F) support staff; 673 (57% F) undergraduate students, 286 (48% F) postgraduate taught students, and 

194 (45% F) postgraduate research students. 22.9% of undergraduate students, 46.9% of 

postgraduate taught students, and 43.3% of postgraduate research students are non-EU. Academic 

staff originate from a range of countries, primarily in the EU and Commonwealth.  

 

The Faculty is vibrant. It provides comprehensive teaching across its degrees alongside which there 

are 20-40 research seminars and discussion group meetings each week during term time. Within the 

Faculty there are three main research centres: the Centre for Criminology; Centre for Socio-Legal 

Studies; and Institute of European and Comparative Law. Our main site is the St Cross Building which 

houses the Bodleian Law Library, teaching rooms, and the Dean’s and Faculty’s administration offices. 

After current building work is completed, by January 2017, it will also house a café and two of our 

centres. 

 

The Faculty is highly decentralized. The vast majority of those with academic posts hold joint 

appointments with a college and are physically located in them; they only go the St Cross Building to 

lecture, for meetings, or to visit the library. Colleges are independent bodies, responsible for 

undergraduate admissions and the bulk of undergraduate teaching. Student life for undergraduates 

is in colleges and their involvement with the Faculty is limited to lectures and formal examinations. 

Graduate student admissions and teaching is done by the Faculty, but all graduate students must be 

a member of a College that can provide accommodation, catering and academic support. 

 

Organisationally, the Faculty is distinctive in having an overall flat hierarchical structure. This is 

manifested in three ways.  First, faculty governance is through the 26-member Law Board (LB) which 

meets twice a term and Faculty business is managed through the committee structure described in 

section 5.6 (iii). It is overseen by the Dean and coordinated by Faculty officers, but these roles hold 

no significant managerial authority. Second, as outlined in Section 5.1.iii, the University has no 

promotional ladder. Third, the Faculty ethos emphasizes flexibility and intellectual freedom. There is 

no general culture of line management of academic staff.  

 

While this structure creates challenges for advancing women’s careers, as outlined in Section 5, it is 

also a strength in that it creates a democratic and flexible culture. In particular, the governance 

structure means that all decisions – including our Athena SWAN action plan – have the agreement 

and ownership of the whole Faculty. 

 

 

Section 2: 450 words  
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3. THE SELF-ASSESSMENT PROCESS 

Recommended word count: Bronze: 1000 words  |  Silver: 1000 words 

Describe the self-assessment process. This should include: 

(i) a description of the self-assessment team 
 
In order to gain a better understanding of equality and diversity issues in the Faculty, and demonstrate 
a clear commitment to making improvements in these areas, an Equality and Diversity Committee 
(EDC) was established in 2014, reporting directly to Law Board (LB). In May 2015, EDC and LB agreed 
to apply for a Bronze award and this decision was formalised in July 2015. The Self Assessment Team 
(SAT) is the EDC strengthened with other Faculty members and student representatives who 
responded to a general invitation sent out to the Faculty in October 2015. There was a handover of 
the Athena SWAN Co-ordinator role in October 2016, from Professor Liz Fisher to Jonathan Herring. 
Jonathan was already a member of the SAT which ensured the continuity on the project. 

 
The Self Assessment Team  
 

Name Faculty Role College 

Professor Mary Bosworth Professor of Criminology, Centre for Criminology. 
She has two children.  

St Cross  

Philippa Collins  Research student representative. 1st year 
research student. 

Brasenose 

Dr Christina Cook Researcher (Fixed term), Centre for Socio-Legal 
Studies 

Wolfson 

Professor Liz Fisher Previous Athena SWAN Co-ordinator and Vice 
Dean of the Faculty until October 2016, and 
Professor of Environmental Law. She has two 
children and her husband is also in the Law 
Faculty. 

Corpus Christi 

Lucinda Ferguson Associate Professor of Family Law. As part of her 
PGDip LATHE (2015) (Distinction), she analysed 
gender differences in examination performance in 
undergraduate Law at Oxford.  

Oriel 

Professor Judith Freedman Pinsent Masons Professor of Taxation Law, Chair 
of Tax since 2001. She has two children and three 
grandchildren. 

Worcester 

Dr Dev Gangjee Director of the Oxford Diploma in IP Law and 
Practice. He has two small children and his wife is 
also a post-holder in the University.  

St Hilda’s  

Sarah Green Associate Professor and Undergraduate 
Admissions Co-ordinator of the Faculty. Co-
founder of "Minding the Gap", an equalities 
research network. She has two children and her 
husband is also in the Law Faculty. 

St Hilda’s 

Professor Jonathan Herring  Athena SWAN co-ordinator and Vice-Dean of the 
Faculty from October 2016, and Professor of Law. 
He is a parent of three children. 

Exeter  

Owain Johnstone Research student rep, 3rd year DPhil student, 
Centre for Socio-Legal Studies. 

Christchurch 

Gita Keshava Graduate taught student representative, BCL 
student. 

Wadham 



 

 
11 

Alex May Research assistant, completed the undergraduate 
Jurisprudence course in the Faculty in 2015. 

Ex New 
College 

Leila Parsa Undergraduate representative. Corpus Christi 

Professor Edwin Peel Professor of Law, has previously held the positions 
of (i) Director of Graduate Studies (Taught 
Courses); (ii) Development Co-ordinator; and (iii) 
Access Co-ordinator. He has two children. 

Keble 

Michelle Robb Executive Assistant to the Dean and Events Co-
ordinator.  

 

Rachel Taylor Associate Professor of Law, parent Exeter  

Charlotte Vinnicombe Head of Administration and Finance. She has two 
young children. 

 

Professor Stephen Weatherill Jacques Delors Professor of European Law. He 
lives in Oxford with his partner, also a member of 
the Faculty.  

Somerville 

 
The SAT is a good cross-section of the Faculty and includes Statutory Professors (SP), Titular Professors 
(TP), Associate Professors (AP), fixed-term academic and research staff, support staff and students. 
Some have been in the Faculty for over twenty years and others have just started in post. SAT members 
have had a range of life experiences. Many are parents and many have or have had other caring 
responsibilities.  

(ii) an account of the self-assessment process 
 
The SAT has met 7 times and held 6 discussion groups in putting together this application. These 
meetings have been supplemented with correspondence via email and several sub-meetings 
(particularly with students). The Faculty and LB were kept up to date with the process. LB was 
consulted on a full draft. The application was discussed at two Faculty-wide meetings. SAT team 
members have reviewed other successful applications, attended events organized by the University’s 
Social Science Division (SSD) to support those preparing applications, and SSD and University advisors 
have been consulted regularly. A research assistant (who studied in the Faculty) was employed from 
January 2015 to analyse the data. 
 

In November 2015, the SAT developed a survey for permanent staff, based on surveys used in other 
departments, experience that members of the team had with survey work, and literature on gender in 
the workplace.  
 

That survey was then adapted to create specific surveys for fixed-term academic and research staff; 
support staff; postgraduate research students (PGR); postgraduate taught students (PGT); and 
undergraduate students (UG). The surveys were sent out between December 2015 and January 2016, 
to coincide with times when respondents would be less busy.  
 
Response Rates  
 

Support Staff 51.5%   

Permanent Staff 56%  

Fixed Term (Academic and Research) 21% 

Postgraduate Research 25.9%  

Postgraduate Taught 15%  

Undergraduate  15.2%  

 
The response rate to the permanent staff survey (56%, n=54) was pleasing as it is rare for so many to 
reply. The numbers responding to the other surveys were less good and the Faculty will aim to increase 
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response rates in future (see Action Plan A). We have not broken down the survey responses by sex in 
this application due to the small numbers involved, but indicate where gender differences were 
notable. While we talk very little here about the results from the support staff survey it is notable that 
the results were very positive.  
 

After the surveys the SAT met to develop an agenda for a series of discussion lunches (one per staff 
and student group): all members of the Faculty were invited to discuss the results and ways the Faculty 
might progress. A summary was written of each meeting clustering discussion into themes and 
identifying action points. These were then circulated to those who attended the meeting and used in 
developing the action programme.  

 
Survey Respondents with gender breakdown 2015 

 

 
 

 
 

(iii) Plans for the future of the self-assessment team 
 
In moving forward there is a need to ensure a robust and permanent infrastructure for equality and 
diversity that is properly integrated into mainstream Faculty decision-making processes. This is 
outlined in Action Plan A - Athena SWAN Infrastructure and includes the creation of an Athena SWAN 
Coordinator (with a teaching buyout), the meeting of EDC/SAT twice termly, and the carrying out of 
surveys every two years. This infrastructure complements other initiatives that the Faculty has taken 
over the last two years to strengthen decision-making processes.  
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We will continue to work closely with the SSD Athena SWAN Co-ordinator, to learn from and share 
experience with other University departments, and will feed into University decision-making via 
participation in the SSD E&D Steering Group.   
 
Section 3: 674 words 
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4. A PICTURE OF THE DEPARTMENT 
 

Recommended word count: Bronze: 2000 words  |  Silver: 2000 words 

4.1. Student data  

(i) Numbers of men and women on access or foundation courses. 

Full- and part-time by programme. Provide data on course applications, offers, and 
acceptance rates, and degree attainment by gender. 

 
We do not run access or foundation courses. We are strongly committed to increasing access to 
undergraduate law courses for groups who have traditionally not gone to university and we participate 
in two outreach programmes. See Section 5.4.viii. 
 
 

(ii) Numbers of undergraduate students by gender 

Full- and part-time by programme. Provide data on course applications, offers, and acceptance rates, 
and degree attainment by gender. 

 
We offer two undergraduate degrees: the three-year BA Jurisprudence and the four-year BA Law with 
Law Studies in Europe. The latter is based on the three year course but includes a year at another EU 
university. Admissions for both courses is through the colleges with co-ordination from the faculty. 
The courses are delivered through a combination of College tutorials and Faculty lectures. 
 
Applications and Intake: There are around 1,500 applications per year and around 225 offers made 
(nearly all of which are accepted).  There are annual fluctuations in our admissions data, but over the 
last three years women have represented 59% of applicants, 58% of interviewees and 57% of offers. 
The overall proportion of women studying Law (57%) is a little below the Russell Group average (63%). 
However, we believe this to be a healthy gender balance and do not plan further action at this time, 
other than to continue to analyse admissions data on an annual basis and respond to any emerging 
trends. (Action Plan A). 
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  Female 

Year of 
Entry 

Applications 
% 

female 
Interviews 

% 
female 

Offers 
% 

female 

2015-16 952 60% 407  59% 145 56% 

2014-15  927 60%  427 58% 147 60% 

2013-14 907 57% 429 57% 128 55% 

Total 2786 59% 1263 58% 420 57% 

 

 Male 

Year of 
Entry 

Applications 
% male 

Interviews 
% 

male 
Offers % male 

2015-16 634 40% 288 41% 112 44% 

2014-15 622 40% 307 42% 99 40% 

2013-14 675 43% 322 43% 106 45% 

Total 1931 41% 917 42% 317 43% 

 
Degree completion and attainment: Between 2011 and 2015, 15 men and 9 women withdrew from 
the course. These are very small numbers (on average 4 (2%) a year).  
 
Formal assessment is carried out through two sets of exams – Law Moderations and Finals. Students 
on both courses are examined by the Faculty in twelve subjects, ten of which are compulsory. 
 
Law Moderations (Mods) 
 
Mods are a set of three 3-hour, closed-book exams which occur at the end of the first two terms of 
Year 1. Students are required to pass these, but the marks do not count towards their final degree 
classification. As Mods is the only form of formal assessment before finals, students and future 
employers place great weight on them. 
 
Law Mods Results 2013-15 
 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 

Distinction % Pass % Withdrawn % Distinction % Pass % Withdrawn % Distinction % Pass % Withdrawn %

Men 12 14% 73 86% 0 0% 21 23% 68 75% 2 2% 20 19% 82 79% 2 2%

Women 23 18% 100 79% 4 3% 22 19% 93 81% 0 0% 20 19% 82 80% 1 1%

2015 20132014
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The performance of men and women over time is similar. Nevertheless, this varies from year to year 
and will be monitored, and appropriate action taken if necessary.  
 
Finals  

 

Finals take the form of eight three-hour closed book exams, except in Jurisprudence, which is assessed 
by a combination of an exam and a research essay. 
 

Although around 95% of students of both sexes obtain a 1st or 2:1, in the last two years there has been 
a notable gap in the proportion of men and women gaining 1sts (9% and 13% respectively).  
 

Law Finals results 2013-2015 

 

 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
The need to understand this gender attainment gap was a catalyst for the creation of the EDC. The EDC 
has reviewed relevant academic research and explored certain hypotheses.  One is that modes of 
assessment are a reason for the gap. One of the Faculty’s optional subjects (Medical Law and Ethics) 
will operate a different form of assessment from 2016-17, and results will be reviewed closely.  
 

Another hypothesis is the effect of how a First is awarded. Male candidates get 1 mark more on average 
across the core subjects (the numbers of students taking options vary too much to be statistically 
meaningful) but there is variation in the range of marks that men and women are achieving. The graphs 
below show the spread of marks for women and men (as a percentage) across the core subjects.  
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2015 FHS Average by Gender 

 
 
2014 FHS Average by Gender 

 
 
 
2013 FHS Average by Gender 

 
 

This spread is significant because Firsts are usually awarded if a student attains marks of 70 or above 
in four papers. Looking at the charts, women are performing solidly in the mid-60s but men are more 
likely to get over 70 and thus more likely to get a First overall.  
 
This work is at an early stage and we will take time to fully understand the reasons for the gender gap 
before introducing actions. It is also an issue that is common to a number of Oxford departments and 
a University Student Attainment Gap (SAG) working group has been established to take work forward. 
Whilst continuing our own investigations, we will link closely with the SAG to learn from its work and 
avoid duplication of effort. (Action Plan B – Undergraduate Courses) 
 
Diploma of Legal Studies 
 
The Diploma in Legal Studies is for the approximately 30 students that study in the Faculty in exchange 
for the students studying abroad on the 4-year course. We do not control admissions for this Diploma 
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but do examine these students. More women than men are studying on this course (50% F 2014-15, 
74% F 2013-14, 70% F 2012-13), but we do not report on exam gender data. We should do so in the 
future.  (Action Plan A)  
 
 

(iii) Numbers of men and women on postgraduate taught degrees  

Full- and part-time. Provide data on course application, offers and acceptance rates and degree 
completion rates by gender. 
 
We offer five Postgraduate Taught (PGT) degrees. The majority of students on these courses come 
from institutions outside Oxford. Overall, women represent 48% of PGT students, compared with a 
Russell Group average of 58%.  
 

 

Bachelor of Civil Law (BCL) and Magister Juris (MJur)  

 
The one-year BCL and MJur are our largest PGT degrees. Only those with outstanding first law degree 
results are admitted. The BCL is for those from a common law background, and the MJur is for those 
from a non-common law background. Students study 4 subjects from around 40 options that cover a 
diverse range of areas of legal study. All subjects, except two, are assessed by closed-book exams. A 
Distinction is awarded if a student receives two marks of 70 or over and no mark below 60. 
 
 
BCL and MJur admissions data by gender 2013-15 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
 
 
 

Applications % Offers Accepts Applications Offers Accepts Applications Offers Accepts

Women 244 42% 76 48% 46 47% 221 42% 67 40% 42 37% 215 44% 63 45% 37 43%

Men 332 58% 84 53% 51 53% 307 58% 100 60% 71 63% 276 56% 78 55% 49 57%

2013-142014-152015-16
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Admissions patterns to the two courses differ: over the last three years women have represented 43% 
of applicants, 44% of offers and 41% of acceptances on the BCL and 52% of applicants, 46% of offers 
and 51% of acceptances on the MJur. The decline from offer to accept on the BCL appears to be largely 
due to the unusually high number of male accepts in 2015/15. On the MJur, women are less likely to 
receive an offer but more likely to accept, and acceptances are in line with applications. 
 
Given that the BCL is a general course and a pipeline to further study, we are concerned at the low 
levels of female applicants. We believe that this is due to the course’s external reputation of being 
intense and competitive. We will seek to encourage more women to apply by counteracting these 
perceptions in our marketing of the course and emphasizing the pastoral support available to students 
(Action Plan C – PGT Courses). We also believe that our actions to promote the scholarly diversity of 
the faculty, as described in Section 5.5 (vii) will make an important contribution in this area. 
 
BCL - Award by achievement and gender 2013-2015 

  2015 2014 2013 

  Female Male Female Male Female Male 

  No % No % No % No % No % No % 

BCL 

Distinction 21 48.8% 33 48.5% 14 36.8% 28 54.9% 26 39.4% 40 47.1% 

Pass 22 51.2% 32 47.1% 24 63.2% 23 45.1% 40 60.6% 44 51.7% 

Fail 0  0% 3 4.4% 0 0%   0  0% 0  0% 1 1.2% 

Total 43 38.7% 68 61.3% 38 42.7% 51 57.3% 66 43.7% 85 56.3% 

Grand Total on Course 111 89 151 

 
MJur - Award by achievement and gender 2013-2015 

  2015 2014 2013 

  Female Male Female Male Female Male 

  No % No % No % No % No % No % 

MJur 

Distinction 6 25.0% 4 14.3% 9 37.5% 3 14.3% 0  0% 6 27.3% 

Pass 17 70.8% 24 85.7% 15 62.5% 18 85.7% 13 100.0% 16 72.7% 

Fail 1 4.2% 0  0% 0 0%  0  0% 0  0% 0  0% 

Total 24 46.2% 28 53.8% 24 53.3% 21 46.7% 13 37.1% 22 62.9% 

Grand Total on Course 52 45 35 

Applications % Offers % Accepts % Applications % Offers % Accepts % Applications % Offers % Accepts %

Women 195 53.4% 40 50.0% 28 51.9% 133 47.2% 38 44.7% 23 45.1% 170 53.3% 44 44.0% 25 55.6%

Men 170 46.6% 40 50.0% 26 48.1% 149 52.8% 47 55.3% 28 0.549 149 46.7% 56 56.0% 20 44.4%

2013-142014-152015-16
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Women have outperformed men recently on the MJur, and their performance on the BCL in 2015 was 

equal to that of men. Nevertheless, this has not always been the case. Responses in surveys and 

discussion groups revealed a perception among some students that success in these degrees depended 

on taking a particular approach to learning, which one student described as ‘combatively 

authoritative’. More can be done to support students consistently throughout the year and to affirm 

the rich intellectual diversity of approaches on these courses. See Action Plan C. 

 
MSc in Law and Finance 
 
The MSc in Law and Finance (MLF) is a specialist degree taught jointly with the Saïd Business School. 
Each law course or elective, except for the dissertation option, is assessed through a timed, three-hour 
examination.  
 
  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
The course consistently has more men than women on it, reflecting the male dominated areas of legal 
and financial practice from which it draws its students.  
 
MLF award by achievement and gender 2013-2015 

  2015 2014 2013 

  Female Male Female Male Female Male 

  No % No % No % No % No % No % 

MLF 

Distinction 4 26.7% 6 20.7% 3 15.8% 15 55.6% 2 18.2% 7 28.0% 

Pass 11 73.3% 23 79.3% 15 78.9% 12 44.4% 9 81.8% 18 72.0% 

Fail 0   0   1 5.3% 0   0   0   

Total 15 34.10% 29 65.90% 19 41.3% 27 58.7% 11 30.6% 25 69.4% 

Grand Total on Course 44 46 36 

 
While women outperformed men in 2015, the gender attainment gap has generally been significant, 
and requires scrutiny from the EDC and the MLF Management Committee (see Action Plan C). 
 
 
 

Applications % Offers % Accepts % Applications % Offers % Accepts % Applications % Offers % Accepts %

Women 131 41.5% 38 47.5% 18 39.1% 107 40.8% 29 42.0% 16 35.6% 104 45.6% 28 39.4% 18 40.0%

Men 185 58.5% 42 52.5% 28 60.9% 155 59.2% 40 58.0% 29 64.4% 124 54.4% 43 60.6% 27 60.0%

2015-16 2014-15 2013-14
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Other Masters programmes 

 
Other Masters programmes – the MSc in Criminology and the Postgraduate Diploma in Intellectual 
Property Law and Practice – take fewer students than the BCL, MJur and MLF, and focus on specialist 
areas of law and legal-related study. In general, more women than men apply to these degrees. 
 
MSc in Criminology  
 
The interdisciplinary MSc is run by the Centre for Criminology and is a nine-month full-time 
programme. Students take optional courses in a range of subject areas and write a dissertation of up 
to 15,000 words. Students apply from different disciplinary backgrounds. 
 
 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
MSc in Criminology award by achievement and gender 2013-2015 

  2015 2014 2013 

  Female Male Female Male Female Male 

  No % No % No % No % No % No % 

MSc 
Criminology 

Distinction 4 25.0% 1 20.0% 1 10.0% 2 22.2% 2 14.3% 3 25.0% 

Pass 12 75.0% 4 80.0% 9 90.0% 7 77.8% 12 85.7% 9 75.0% 

Fail 0  0% 0 0% 0 0% 0 0% 0 0% 0 0% 

Total 16 76.2% 5 23.8 10 52.6% 9 47.4 14 53.8% 12 46.2% 

Grand Total on Course 21 19 26 

 
The percentages of men and women gaining distinctions vary annually and it is a relatively small 
course, making it difficult to draw firm conclusions.  We do not see any cause for concern.  
 
 
Postgraduate Diploma in Intellectual Property Law and Practice  
 
The Postgraduate Diploma (PGDip) in Intellectual Property Law and Practice is a one-year, part-time 
vocational course for people embarking on a career in intellectual property (IP) law and practice. As 
with the MSc in Criminology, we have not identified any particular issues around admissions or 
attainment. 

Applications % Offers % Accepts % Applications % Offers % Accepts % Applications % Offers % Accepts %

Women 77 67.0% 36 67.9% 23 67.6% 38 60.3% 23 69.7% 16 76.2% 43 58.9% 16 45.7% 10 52.6%

Men 38 33.0% 17 32.1% 11 32.4% 25 39.7% 10 30.3% 5 23.8% 30 41.1% 19 54.3% 9 47.4%

2013-142014-152015-16
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PGDip award by achievement and gender 2013-2015 

  2015 2014 2013 

  Female Male Female Male Female Male 

  No % No % No % No % No % No % 

IP 
Diploma 

Distinction 3 9.4% 4 16.7% 4 13.3% 4 13.8% 6 19.4% 2 8.0% 

Pass 22 68.8% 18 75.0% 26 86.7% 24 82.8% 24 77.4% 23 92.0% 

Fail 7 21.9% 2 8.3% 0   1 3.4% 1 3.2% 0   

Total 32 57.1% 24 42.9% 30 50.8% 29 49.2% 31 55.4% 25 44.6% 

Grand Total on Course 56 59 56 

 
 

(iv) Numbers of men and women on postgraduate research degrees 

Full- and part-time. Provide data on course application, offers, acceptance and degree completion rates 
by gender. 
 
We have one of the largest research degree programmes in the Commonwealth and many of our 
research students go on to permanent positions in leading law faculties. All our courses incorporate 
methods training. Our one-year 30,000 word research degrees (MPhil & MSt) can also serve as a route 
into the DPhil. Overall women represent 45% of those studying for research degrees in the Faculty 
compared to an average of 49% at Russell Group universities.  
 
 
Masters courses 

 
The Master of Philosophy in Law (MPhil) is a one-year full-time research degree available only as an 
add-on to the BCL, MJur and MLF degrees. The eligible applicant pool is therefore male dominated, 
which is reflected in our data.  
 

Applications % Offers % Accepts % Applications % Offers % Accepts % Applications % Offers % Accepts %

Women 49 53.3% 32 51.6% 32 54.2% 37 50.0% 31 51.7% 31 53.4% 42 60.0% 31 53.4% 31 55.4%

Men 43 46.7% 30 48.4% 27 45.8% 37 50.0% 29 48.3% 27 46.6% 28 40.0% 27 46.6% 25 44.6%

2013-142014-152015-16
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MPhil in Law award by achievement and gender 2013-2015 

  2015 2014 2013 

  Female Male Female Male Female Male 

  No % No % No % No % No % No % 

MPhil 
in Law 

Pass 4 66.7% 7 100.0% 4 100.0% 6 100.0% 8 100.0% 8 100.0% 

Withdrawn 2 33.3% 0   0   0   0   0   

Total 6 46.2% 7 53.8% 4 40.0% 6 60.0% 8 50.0% 8 50.0% 

Grand Total on Course 13 10 16 

 
The numbers on the MSt in Legal Research and MSt in Socio-legal Research programmes are small, 
and thus it is difficult to draw firm conclusions, though the significantly higher proportion of female 
applications to the MSt in Socio-Legal Research, which is grounded in an interdisciplinary approach to 
the study of law, is striking.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

Applications % Offers % Accepts % Applications % Offers % Accepts % Applications % Offers % Accepts %

Women 17 33.3% 11 27.5% 6 35.3% 15 38.5% 12 37.5% 6 35.3% 18 45.0% 15 42.9% 4 40.0%

Men 34 66.7% 29 72.5% 11 64.7% 24 61.5% 20 62.5% 11 64.7% 22 55.0% 20 57.1% 6 60.0%

2013-142014-152015-16

Applications % Offers % Accepts % Applications % Offers % Accepts % Applications % Offers % Accepts %

Women 27 44.3% 8 40.0% 5 38.5% 12 46.2% 4 50.0% 3 60.0% 1600.0% 44.4% 6 37.5% 2 28.6%

Men 34 55.7% 12 60.0% 8 61.5% 14 53.8% 4 50.0% 2 40.0% 20 55.6% 10 62.5% 5 71.4%

2015-16 2014-15 2013-14
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MSt in Legal Research award by achievement and gender 2013-2015 

  2015 2014 2013 

  Female Male Female Male Female Male 

  No % No % No % No % No % No % 

MSt in 
Law 

Pass 4 66.7% 7 87.5% 2 66.7% 5 83.3% 4 82.0% 6 85.7% 

Withdrawn 2 33.3% 1 12.5% 1 33.3% 1 16.7% 1 20.0% 1 14.3% 

Total 6 42.9% 8 57.1% 3 33.3% 6 66.7% 5 41.7% 7 58.3% 

Grand Total on 
Course 

14 9 12 

 
While the numbers are small, across the three Masters courses women appear to be more likely to 
withdraw. This will be addressed through the programme of support for PGT students that we will 
introduce (Action Plan D). 
 
 
DPhil programmes  
 
The Doctor of Philosophy (DPhil) is a 3-4 year full-time degree that requires the candidate to write a 
thesis of up to 100,000 words. The different DPhil titles reflect whether it is the Law Faculty or one of 
the two relevant Centres which administers the degree. DPhil students are assigned a supervisor, and 
must pass two intermediary assessments before the final DPhil examination. They are also able to 
participate in discussion groups and seminars in the Faculty. 
 

Over the last three years, women have represented 45% of applicants and 40% of acceptances to the 

DPhil in Law, and appear to be more likely to turn down an offer. Although the large majority of those 

not taking up their places do so for funding reasons, we will investigate whether there is any reason 

why this should be gendered (Action Plan D – PGR Courses). The actions we have identified to 

encourage applications to the BCL will also apply here. 

 

The two other DPhil programmes are much smaller, and are female-dominated, reflecting their inter-

disciplinary nature. 

Applications % Offers % Accepts % Applications % Offers % Accepts % Applications % Offers % Accepts %

Women 22 84.6% 5 83.3% 5 83.3% 4 36.4% 2 33.3% 1 33.3% 10 76.9% 5 83.3% 1 50.0%

Men 4 15.4% 1 16.7% 1 16.7% 7 63.6% 4 66.7% 2 66.7% 3 23.1% 1 16.7% 1 50.0%

2015-16 2014-15 2013-14
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DPhil in Law award by achievement and gender 2013-2015 

  2015 2014 2013 

  Female Male Female Male Female Male 

  No % No % No % No % No % No % 

DPhil in  
Law 

Pass 22 95.7% 13 81.3% 23 95.8% 17 73.9% 12 92.3% 24 100.0% 

Withdrawn 1 4.3% 3 18.7% 1 4.2% 6 26.1% 1 7.7% 0   

Total 23 59.0% 16 41.0% 24 51.1% 23 48.9% 13 35.1% 24 64.9% 

Grand Total on Course 39 47 37 

 
 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 
 

Applications % Offers % Accepts % Applications % Offers % Accepts % Applications % Offers % Accepts %

Women 98 47.6% 26 50.0% 12 40.0% 89 48.4% 23 44.2% 11 40.7% 62 38.5% 31 45.6% 13 39.4%

Men 108 52.4% 26 50.0% 18 60.0% 95 51.6% 29 55.8% 16 59.3% 99 61.5% 37 54.4% 20 60.6%

2015-16 2014-15 2013-14

Applications % Offers % Accepts % Applications % Offers % Accepts % Applications % Offers % Accepts %

Women 21 65.6% 4 66.7% 2 100.0% 18 60.0% 7 77.8% 4 80.0% 14 56.0% 2 28.6% 1 25.0%

Men 11 34.4% 2 33.3% 0 0.0% 12 40.0% 2 22.2% 1 20.0% 11 44.0% 5 71.4% 3 75.0%

2015-16 2014-15 2013-14
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DPhil in Socio-Legal Studies award by achievement and gender 2013-2015 

  2015 2014 2013 

  Female Male Female Male Female Male 

DPhil in 
Socio-
Legal 

Studies 

Pass 

No % No % No % No % No % No % 

1 100.0% 2 100.0% 1 100.0% 2 100.0% 1 100.0% 1 100.0% 

Total 1 33.3% 2 66.70% 1 33.3% 2 66.7% 1 50.0% 1 50.0% 

Grand Total on Course 3 3 2 

 

 

  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 
DPhil in Criminology award by achievement and gender 2013-2015  

  2015 2014 2013 

  Female Male Female Male Female Male 

DPhil in 
Criminology Pass 

No % No % No % No % No % No % 

0   2 100.0% 2 66.7% 1 33.3% 0   2 100.0% 

Total 0   2 100.0% 2 66.7% 1 33.3% 0   2 100.0% 

Grand Total on Course 2 3 2 

 
 
(v) Progression pipeline between undergraduate and postgraduate student levels 

Identify and comment on any issues in the pipeline between undergraduate and postgraduate degrees. 
 
We experience a clear drop in the proportion of women from UG level (57%) to PGT (48% and PGR 
(45%). While our PG degrees receive many applications, we will take steps both externally and 
internally to encourage more women to apply, as follows: 
 
Internally, more information will be given to UG students about applying for a PG degree. In our UG 
survey 61% of respondents replied to a question asking about the usefulness of advice about 
postgraduate study saying that it was not applicable to them. An undergraduate law degree is often 
understood as a vocational degree, but more students should be encouraged to think about further 

Applications % Offers % Accepts % Applications % Offers % Accepts % Applications % Offers % Accepts %

Women 21 61.8% 7 53.8% 3 42.9% 15 75.0% 7 77.8% 3 100.0% 14 63.6% 7 58.3% 3 60.0%

Men 13 38.2% 6 46.2% 4 57.1% 5 25.0% 2 22.2% 0 0.0% 8 36.4% 5 41.7% 2 40.0%

2015-16 2014-15 2013-14
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study. In student discussion groups, participants noted the importance of advice from academics, of 
role models and understanding academic careers. . We know anecdotally that students who complete 
research degrees at Oxford go on to a range of different careers but the Faculty does not systematically 
collect this information. We will do so in future and use it to help students to understand the academic 
career pipeline (Action Plan B, C and D). 
 
Externally, we need to better promote the diversity and richness of the Faculty’s PG offerings, as well 
as the support available to students (Action Plan C and D).  
 

4.2. Academic and research staff data 
 
(i) Academic staff by grade, contract function and gender: research-only, teaching and research or 

teaching-only 
 
Look at the career pipeline and comment on and explain any differences between men and women. 
Identify any gender issues in the pipeline at particular grades/job type/academic contract type. 

(ii) Academic and research staff by grade on fixed-term, open-ended/permanent and zero-hour 

contracts by gender 

Comment on the proportions of men and women on these contracts. Comment on what is being done 

to ensure continuity of employment and to address any other issues, including redeployment schemes.   

Oxford titles and grades do not parallel those in other universities: 

 Statutory Professors are the most senior posts. Statutory Professors are university-only post 

holders and have no college teaching responsibilities, although they are, in most cases, 

members of a college. Most SPs are in specialist areas and there is not a clear pipeline to these 

from other permanent positions. 

 Titular professors are Associate Professors and senior researchers who have been awarded the 

title of professor in the University’s annual Recognition of Distinction (RoD) exercise, 

described in section 5.1 (iii). 

 Associate Professors correspond approximately to Senior Lecturers at other UK universities. 

They generally hold a joint contract of employment between the Faculty and a college, and 

have teaching and admin responsibilities in both, as well as conducting research. The balance 

of duties between the two employers varies accordingly to the proportion of salary paid by 

the college. 

Permanent Staff – Academic 2013-2015 
 
Permanent Staff – breakdown of appointments 2013-15 

 2015 2014 2013 

 F M F M F M 

Statutory 
Professor 

3 
19% 

13 
81% 

3 
18% 

14 
82% 

2 
14% 

13 
86% 

Titular Professor 10 
36% 

18 
64% 

9 
32% 

19 
68% 

8 
36% 

14 
64% 

Associate 
Professor 

16 
37% 

27 
63% 

19 
43% 

25 
57% 

18 
45% 

22 
55% 

TOTAL 29 
33% 

58 
67% 

31 
35% 

58 
65% 

28 
36% 

49 
64% 

     Grand Total 87 89 77 
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In 2015, women comprised 33% of permanent academic staff, reduced slightly from 35% in 2014 and 
36% in 2013. Oxford’s staffing structure makes direct comparison with other universities difficult, 
however, in 2014-15 the proportion of women across all academic and research posts was 41.6% as 
compared to 44.8% across all Russell Group universities. The proportion of women professors in 
2014/15 was 28.6% as compared to 29.5% across all Russell Group universities. At Cambridge in the 
same year, the proportion of women across all academic and research posts was 47.6% and 20% in 
relation to professorial posts.  
 
The low proportion of women in permanent academic positions in the Faculty requires serious 
attention, and we have identified a number of actions to strengthen our recruitment processes (Action 
Plan E - Recruitment). 
 
The table below shows the breakdown by sex of the different type of AP roles. 
 
Associate Professors – breakdown of appointment types 2013-15 

  2015-16 2014-15 2013-14 Total 

  M F M F M F M F 

AP (Tutorial Fellow – College main 
employer) 30 10 28 11 27 13 

 
75% 

 
25% 

AP (Tutorial Fellow – University 
main employer) 13 9 13 10 12 10 

 
59% 

 
41% 

AP (no College employer) 3 6 4 6 4 6 33% 67% 
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These posts are not in a hierarchy but there is a feeling among some faculty members that the 
differences between duties and how they are spread across the Faculty and Colleges are not 
transparent. It is difficult to address this without evidence, therefore the development of a workload 
model is a priority (see Section 5.4.v).  
  
Fixed Term – Academic 2013-2015 
 
Fixed Term academic - breakdown of appointments 2013-15 

 2015 2014 2013 

 F M F M F M 

Titular Professor 0 1 0 3 1 2 

Associate Professor 0 0 1 0 0 1 

Departmental Lecturer 0 1 0 3 1 3 

Grade 8  0 1 0 1 0 0 

Grade 7 3 1 6 1 0 0 

TOTAL 3 4 7 8 2 6 

Percentage 43% 57% 47% 53% 25% 75% 

 

 
 
The number of fixed-term academic posts is small and the numbers change over time, though women 
are generally well-represented. These fixed-term posts are not homogeneous and include titular 
professorships, long-existing prestigious junior fellowships, research grant cover, and ad hoc career 
development fellowships. Because they are carrying out both teaching and research, some exist in a 
career pipeline with the Faculty’s permanent academic posts but not all will do so. Overall, more 
support can be provided to fixed-term staff to encourage their career development (Action Plan H – 
Support for career development).  
 
 

Fixed Term – Researchers 2013-2015 
 
Fixed Term research - breakdown of appointments 2013-15 

 2015 2014 2013 

 F M F M F M 

Grade 10 0 0 0 0 0 1 

Grade 8 2 1 1 1 1 1 

Grade 7 14 7 15 9 14 11 

Grade 6 1 0 0 1 1 1 

Total 17 8 16 11 16 14 
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Percentage 68% 32% 59% 41% 53% 47% 

 
Research posts are predominantly held by women. All posts are externally funded (post-holders either 
being independent research fellows or working for another grant holder), and are often based in one 
of the Centres. The large majority of posts are Grade 7 postdoctoral researchers. Research posts 
usually carry no teaching responsibilities or College affiliation and the post-holder may often not have 
legal training. The pipeline between these posts and permanent posts in the Faculty is usually 
disconnected as these posts are often in specialist areas which do not directly relate to the core 
teaching needs of the Faculty (and thus to the criteria for permanent post-holders). In survey responses 
and discussion groups, those on fixed-term contracts described the support provided by the Centres 
(specifically the Centre for Criminology) as very good, but provision by the Faculty is ad hoc and needs 
to be improved (Action Plan H). 
 
Part-Time Contracts 2013-2015 
 
Part-time - breakdown of appointments 2013-15 

 2015 2014 2013 

 F M F M F M 

Academic Staff 2 2 2 4 3 2 

Researcher 3 3 4 4 4 5 

Total 5 5 6 8 7 7 

 
Those working part-time range from junior to senior appointments and in some cases part-time work 
in the Faculty is being balanced with other academic responsibilities. Formal requests for part-time 
working are rarely received but are usually accommodated.   
 
Responses in surveys and in discussion groups highlight the value that staff (academic and research) 
placed on the flexible way their duties could be delivered which allowed them to balance work with 
family and caring responsibilities without the need for reducing contracted hours.  

(iii) Academic leavers by grade and gender and full/part-time status  

Comment on the reasons academic staff leave the department, any differences by gender and the 
mechanisms for collecting this data.   

 
Leavers - FT and PT 2013-2015 
 

  2015 2014 2013 Total 

  Left In post Left In post Left In post Left % 

Academic F     4   38    0    34     3    34     7   7% 

M     3   61    3    53     3    51     9   5% 

Research F   13   16    8    17     6    11    27   61% 

M     8   11    8    13     2     7    18   58% 

 
Turnover among academic staff is very low, reflecting the fact that the majority of post-holders are 
employed on permanent contracts to retirement. Women are most likely to have left at the end of a 
fixed-term contract (3) or for career reasons (2), while men are more likely to have retired (6). 
 
Turnover among researchers is much higher due to the fixed-term nature of their contracts, but there 
is very little gender difference in the turnover rate. The majority of both men and women have left at 
the end of a fixed-term contract (14F, 6M) or for career reasons (7F, 6M). 

 
 
Section 4 = 279 
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5. SUPPORTING AND ADVANCING WOMEN’S CAREERS 
 

Recommended word count: Bronze: 6000 words  |  Silver: 6500 words 

5.1. Key career transition points: academic staff 
 

(i) Recruitment 

Break down data by gender and grade for applications to academic posts including shortlisted 
candidates, offer and acceptance rates. Comment on how the department’s recruitment processes 
ensure that women (and men where there is an underrepresentation in numbers) are encouraged to 
apply. 
 
Recruitment practices are governed by a University Framework. APs are jointly selected by the Faculty 
and College, although the level of control over the process and outcomes depends on which is the 
main employer. Where the University is the main employer, the Faculty manages and chairs the 
recruitment process and has a majority of representatives on the appointment panel (alongside an SSD 
representative). These posts tend to be in specialist areas in which the applicant pool will be affected 
by the diversity of those working in that subject area.  For APs where the College is the main employer, 
the subject area is broader.  
 
The Vice Dean sits on all AP appointment panels and is required to undertake equal opportunities 
training. Most panel members will have also undertaken equal opportunities training due to other 
obligations in the Faculty (primarily admissions). Going forward, we will also ensure that all 
department representatives on panels have undertaken unconscious bias training (Action Plan E). 
 
Statutory Chairs are selected by an electoral board comprising representatives of the Faculty, the 
College with which the chair is associated (but not employed), the Social Sciences Division, and 
University Council. The board must include at least two external members, and is chaired by the Vice-
Chancellor or her representative. Since 2013-14, panels are required to undertake a thorough search 
process and to report to the VC at each stage of the recruitment exercise to request permission to 
proceed if no women are being taken forward.  
 
In accordance with University guidance, all appointment panels for AP posts must have at least one 
woman and one man sitting on them, while for SPs, at least one third of the panel should be female.  
 
In the survey responses, there is a common perception that women are less likely to be successful than 
men in applying for permanent academic posts in the Faculty. Of the survey respondents, 35% of UGs, 
52% of PGT students, 48% of PGR students, 56% of those in fixed-term posts and 44% of those in 
permanent posts responded to the question ‘Do you think that women are less likely to succeed than 
men in applying for a permanent post in the Law Faculty?’ by replying ‘very much so’ or ‘sometimes’. 
This perception is to a large extent borne out by the data, as shown below: 
 
Associate Professors – University the major employer 2013-2015 (no posts in 2014) 
 

 2015 (1 post) 2013 (2 posts) 
Grand Total 

 F M F M 

Applied 2 8 14 20 44 (36% F) 

Shortlisted 0 3 3 4 10 (30% F) 

Offered and Accepted 0 1 1 1 
3 (33% F) 

Total filled 1 2 
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Associate Professors – College main employer 2013-2015 
 

 

2015 (2 posts) 2014 (2 posts) 

2013 (3 posts)* 
(data provided 
across 2 posts 

only – see note 
below) 

Grand Total 

 F M F M F M 

Applied 28 40 47 51 21  23  210 (46% F) 

Shortlisted 5 6 4 6 3 12 36 (33% F) 

Offered and accepted 1 1 0 2 0 3 
7 (14% F) 

Total filled 2 2 3 

 
* We are unable to provide application data for one post in early 2013 as the information is not held 
by the Faculty. Due to a change in administrative practices in 2013 reports now include this data. 
 
Overall, of the ten AP posts recruited between 2013-15, two women (20%) were appointed. Women 
represented 44% of applicants and 28% of short-listed candidates, although since 2014 there has been 
better balance between the applications and short-listing stages. Women were notably less successful 
in college-led appointments.  
 
Women’s lack of success in AP appointment processes is a matter of serious concern. We believe that 
an important factor is that those who are less familiar with the Oxford context may perform less well 
at interview. It is notable that several colleges offer five-year Junior Research Fellowships (JRFs), posts 
that have historically been seen as a step towards a permanent post in the Faculty. Our actions will 
focus on ensuring transparency in the recruitment process and that external candidates are not 
disadvantaged (Action Plan E). 
  
Statutory Chairs 2013-2015 
 

 2015 (1 post) 2014 (2 posts) 2013 (1 post) Grand 
Total  F M F M F M 

Applied 3 11 7 44 8 19 92 (20% F) 

Shortlisted 1 5 2 7 4 2 21 (33% F) 

Offered and accepted 0 1 0 2 1 0 
4 (25% F) 

Total filled 1 2 1 

 
In the period 2013-15, 3 men and 1 woman (25%) were appointed to statutory chairs.  
 
 
Fixed term posts – academic staff 
 

  2015 (1 post) 2014 (1 post) 2013 (5 posts) TOTAL % FEMALE 

  F M F M F M   

Applied 2 9 9 3 38 48 109 45.0% 

Shortlisted 0 3 3 0 8 7 21 52.4% 

Offered and Accepted 0 1 1 0 2 3 7 42.9% 
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Fixed term posts – research staff 
 

  2015 (2 posts) 2014 (4 posts) 2013 (3 posts) 
TOTAL % FEMALE 

  F M F M F M 

Applied 14 17 42 34 60 61 228 50.9% 

Shortlisted 3 5 10 3 4 3 28 60.7% 

Offered and Accepted 0 2 3 1 3 0 9 66.7% 

 
 

 
 
It is notable that higher proportions of women are appointed to fixed-term posts than to permanent 
posts. For research posts, to which higher proportions of women apply than for academic posts of any 
kind, this may reflect the fact that a greater diversity of staff work in the interdisciplinary and non-
traditional subject areas to which the Faculty recruits fixed-term, externally-funded research staff.  
 
Overall, recruitment is an area where action needs to be taken. In the last year more positive steps 
have been taken by the Faculty to inform people within and beyond Oxford about Faculty posts and to 
encourage them to apply. For AP appointments these include providing a non-panel contact who can 
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provide advice about working in the Faculty, the Faculty being more proactive in providing information 
to applicants, and requiring all appointment panels actively to consider the Public Sector Equality Duty.  
 
Action Plan E builds on these initiatives and outlines a series of steps to be taken as a matter of high 
priority. 
 

(ii) Induction 

Describe the induction and support provided to all new academic staff at all levels. Comment on the 
uptake of this and how its effectiveness is reviewed. 

 
In 2014 we identified the need to improve induction. The historical approach was to encourage new 
academic and research staff to attend university induction events and for permanent staff to expect 
induction to be carried out by colleges. Information provision to new starters was ad hoc and not 
accompanied by face-to-face discussion. The lack of proper induction potentially created many 
problems, including the perceived lack of integration into the Faculty and the perceived lack of 
transparency of Faculty governance structures (see below).  
  
It also meant the experience of post-holders was varied. All new appointments to permanent academic 
posts in the Faculty are, and have always been, allocated a Faculty Mentor to provide support, advice 
and guidance on an informal basis. This arrangement can in some cases function as a very good 
induction process, but it is dependent on individual circumstances and so cannot be relied upon as a 
consistent level of support for all staff. In reply to the question ‘when you started your post how helpful 
did you find Faculty members as you settled into your role in the first couple of months?’ 41% replied 
‘neither helpful nor unhelpful’, ‘not very helpful’, or ‘not helpful at all’. 
 
Permanent Academic Staff  
 
In October 2014 the Faculty introduced a half-day induction for new post-holders (covering Faculty 
governance, how teaching and examining work, the administrative team, what to do if you run into 
problems, and the IPO process), supplemented by at least two lunch-time meetings in the first year 
and one in the second year (specifically designed to provide guidance for interim review).  The informal 
feedback concerning this framework has been positive. 
 
Fixed-Term Staff (Research and Academic)  
 
Responses in the fixed-term staff survey to the question ‘when you started your post how helpful did 
you find Faculty members as you settled into your role in the first couple of months?’ were more 
positive with 75% of those responding describing Faculty members as ‘very helpful’ or ‘quite helpful’. 
This reflects the fact that the centres (particularly the Centre for Criminology) have provided their own 
induction. However, feedback in the survey and discussion group highlighted that many did not know 
how the Faculty worked, including who to ask about particular issues, what expectations were, and 
when someone was asking too much or too little.  
 
A more informal induction meeting was introduced for fixed-term post-holders in October 2015 
alongside termly meetings (see below). As with permanent post-holders, information has to date been 
provided to new post-holders in an ad hoc manner, with much of the information provision via the 
website. Faculty induction should thus continue to be improved.  
 
See Action Plan F – Induction.  
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(iii) Promotion 

Provide data on staff applying for promotion and comment on applications and success rates by gender, 
grade and full- and part-time status. Comment on how staff are encouraged and supported through 
the process. 
 
Academic Staff  
 
There is no formal promotion process at Oxford, however two processes that apply to APs provide a 
degree of career progression: 
 
Initial Period of Office (IPO) 
 
APs are appointed for an IPO of five years with reappointment to retirement after undergoing a 
successful interim review (after the 2nd year) and formal review (in the fourth year). Reappointment 
to retirement requires the individual to meet qualitative standards in regards to research, teaching 
and administration. Failure to meet the standards the first time round results in an extension of time. 
Personal circumstances are taken into account, and the five-year process can be extended for those 
on maternity leave. 
 
Nearly everyone is successful in the IPO process but in the survey, of those who went through the 
review, two thirds found it ‘neither helpful or unhelpful’, ‘not very helpful’ or ‘not helpful at all’. These 
responses reflect the fact that historically the review process was light touch. However, in recent years 
we have taken steps to strengthen support to ensure that the process is more transparent to those 
undergoing it and that those involved are better trained. Since 2014, an annual meeting for internal 
assessors has been organised to provide guidance on the process and the process has been discussed 
as part of induction for APs. Since 2015, there has additionally been a meeting for those about to 
undergo their interim review, explaining how it works and what to expect, as well as post-interim and 
formal review meetings with the Vice Dean to discuss the review process. The informal feedback is 
that these reforms have been welcomed.  
 
Recognition of Distinction Exercise (RoD) 
 
The University’s RoD exercise invites APs to apply for the title of Professor. The award of title does not 
change their work duties but does recognise a substantial contribution to research, teaching and good 
citizenship, on a par with that expected of full professors at other major research universities. The RoD 
was, until 2010, run every second year and then paused for review before reintroduction in 2014. It 
now operates on an annual basis. 
 
Application and success rates for RoD 
 

 
 

2016 2014 2014 2010 

 F M F M F M F F 

Those applying 
3  

75% 
1  

25% 
1 

33% 
2 

66% 
5  

36% 
9 

54% 
9  

45% 
11 

55% 

Those successful 3 1  1 1 2 4 4 4 

% of those applying who 
are successful 

100% 0% 100% 50% 40% 44% 44% 36% 

 
Since the RoD was reintroduced, women have represented 43% of applicants and 50% of those who 
have achieved title, in comparison to a current proportion of 37% APs. The overall number of female 
TPs as a percentage of APs (38%) is comparable to that of male TPs (40%), and the gap between the 
two has narrowed since 2013, when the figures were 31% and 38% respectively.  
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As there is no formal appraisal process for those APs past their first five years, there is no mechanism 
to identify who should apply. A message is sent round informing Faculty members about the scheme 
and inviting them to SSD events and to talk to the Dean.  
 
In the survey, of those who had applied for RoD, 56% found the advice they received ‘neither helpful 
or unhelpful’, ‘not very helpful’ or ‘not helpful at all’. In numerous free text comments, it was stated 
that staff did not know what the criteria were, they found advice non-existent and/or off putting, and 
some thought the process ‘unprincipled and unprofessional’ because of the way it was run. The 
standards for RoD are qualitative, and the SAT notes that while the application form (a University form) 
allows for someone to disclose personal circumstances, neither the form nor the guidance describes 
how parental and other forms of leave are taken into account.  
 
Although women do not appear to be disadvantaged, it is clear that far more information, advice and 
support should be given about the RoD scheme and how it operates. There also needs to be proactive 
efforts to identify people who should apply for it. (Action Plan G) 
 
Research and Support Staff  
 
The Faculty operates the University’s annual Reward and Recognition scheme that allows for small 
awards (including recurrent and non-recurrent increments) to administrative and research staff on 
salary grades 1-10. Individuals can nominate themselves with the support of their line manager or 
supervisor, or can be nominated by their line manager/supervisor. The scheme is advertised every year 
but receives few nominations in respect of research staff. Currently it is administered by a committee 
that meets annually. This scheme should be advertised more widely to research staff, supervisors 
should actively consider nominating research staff, and the scheme should be run by Personnel 
Committee to ensure consistent approach to its administration.  
 
Action Plan G sets out processes to address the issues highlighted in this section.  
 
 

(iv) Department submissions to the Research Excellence Framework 2014 (REF) 

Provide data on the staff, by gender, submitted to REF versus those that were eligible. Compare this 
to the data for the Research Assessment Exercise 2008. Comment on any gender imbalances identified. 

 

 
For REF 2014, our policy was to make a submission that would yield a high quantity of work assessed 
at 4* and 3* because those assessments yield research funding over the years to come. Thus we 
submitted more staff to the REF than any other Law Faculty.  
 

  Number 
submitted 

% of work 4*+3* 4*+3* x  Full Time 
Equivalence (FTE) 

4*+3* x FTE 
rank 

Oxford 108.88 84 91.5 1 

Cambridge 75.80 88 66.7 2 

LSE 62.87 88 55.3 3 

Edinburgh 54.00 77 41.6 4 

UCL 47.04 84 39.5 5 

KCL 33.88 90 30.5 11 

 
The vast majority of Faculty staff that were eligible to be submitted were thus submitted. A similar 
approach was taken in the 2008 RAE. 
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REF 2014 F M Overall 

Submitted 33 60 93 

Eligible but Not submitted 4 7 11 

Total 37 67 104 

% of gender group not submitted 11% 10.4% 10.6% 

 
 
 

SILVER APPLICATIONS ONLY 

5.2. Key career transition points: professional and support staff 

(i) Induction 

Describe the induction and support provided to all new professional and 

support staff, at all levels. Comment on the uptake of this and how its 

effectiveness is reviewed. 

(ii) Promotion 

Provide data on staff applying for promotion, and comment on 

applications and success rates by gender, grade and full- and part-time 

status. Comment on how staff are encouraged and supported through 

the process. 

 

5.3. Career development: academic and research staff  

 

(i) Training  

Describe the training available to staff at all levels in the department. Provide details of uptake by 
gender and how existing staff are kept up to date with training. How is its effectiveness monitored and 
developed in response to levels of uptake and evaluation? 
 
There are many opportunities in the University for career and personal development training – for 
example, through the Oxford Learning Institute, Social Sciences Skills Training team and IT Services –
but outside the IPO process there is no requirement to participate in them. Opportunities for 
researchers and for support staff are outlined on dedicated University web pages. 
 
Breakdown of people who have attended Oxford Learning Institute (OLI) courses between 2013-2015 
 

 2015 2014 2013 

 F M F M F M 

Student     1 3 1 1 

Support Staff 10   3   7   

Permanent Academic 
Staff 

5 4 2 2 2 4 

       

Fixed-Term Researcher 2     2 3 4 

Fixed-Term Academic   1 1     1 

Total 17 5 7 8 13 10 

Grand Total 22 15 23 
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The Faculty does not collect data about training undertaken other than through OLI, but the numbers 
are small. Some ad hoc training is also provided in the Faculty. The lack of training opportunities was 
not something highlighted in survey responses or discussion groups (with the exception of support 
staff) but we will, nonetheless, take steps to ensure that staff are encouraged to take up training 
opportunities that may support their career development through induction, PDR’s and mentoring. As 
with HR policies, a challenge is that many APs may take up training opportunities through their 
Colleges, although there is no data to show this. (See Action Plan G). 
 
 
(ii) Appraisal/development review  

Describe current appraisal/development review schemes for staff at all levels, including postdoctoral 
researchers and provide data on uptake by gender. Provide details of any appraisal/review training 
offered and the uptake of this, as well as staff feedback about the process.   

 
Outside the IPO process we operate no formal process of appraisal/development review for 
permanent post-holders. There is a University peer appraisal scheme available for permanent staff, 
but that scheme has fallen into disuse in the Faculty because those using the scheme did not find it 
beneficial. Career development support is thus primarily provided through informal and ad hoc 
relationships. This can work well, but it does not always do so, as the following responses from the 
permanent staff survey show: 
 

 

 
These results demonstrate that very few staff found the Faculty ‘very supportive’, and quite significant 
numbers did not feel particularly well supported in their Faculty duties. A key aspect of Action Plan H 
is to find ways to make the Faculty members feel more supported. In the permanent academic staff 
discussion group, participants said that they would find more proactive information provision, and the 
creation of fora for discussion and networks for advice useful. 
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As with permanent staff, there is currently no appraisal scheme for fixed-term staff. Despite this, in 
the staff survey, 76% described the support they received as ‘very supportive’ or ‘reasonably 
supportive’. In the discussion group it was recognised that a lack of support was often due to the 
Faculty not wanting to hinder the intellectual freedom of Faculty members. However, there was a 
general perception that a framework for personal development review (PDR) would be useful, given 
the importance for these posts of support for career development.  
 
Therefore, the Faculty will introduce a PDR scheme which takes into account two things. First, in survey 
responses and discussion groups, fixed-term staff made it clear that they valued the freedom and the 
flexibility allowed by the Faculty. Support should not put at risk that freedom, but seek to support staff 
in utilising it effectively. Second, while the Faculty is generally non-hierarchical, it is important to 
recognise that the very nature of fixed-term posts means that post-holders are existing in a hierarchical 
relationship in which career progression is important for them. 
 
 

(iii) Support given to academic and research staff for career progression  

Comment and reflect on support given to academic staff, especially postdoctoral researchers, to assist 
in their career progression. 
 
Support for career development currently happens in an informal and ad hoc way.  While this works 
well for some, we recognise that a more consistent approach is needed across the Faculty to ensure 
that all staff are supported in their career development and progression.  
 
Action Plan H outlines the steps to be taken.  
 
 

(iv) Support given to students (at any level) for academic career progression 

Comment and reflect on support given to students at any level to enable them to make informed 
decisions about their career (including the transition to a sustainable academic career). 

 
In Section 2 we discussed the need to give greater support to students. PGT students identified module 
choice, how to make sense of tutorial feedback, how to manage reading lists, and generally 
understanding what was expected on the course (including what it meant to feel confident about it) 
as issues on which better advice could be given. Responses to the PGR student surveys and discussion 
groups highlighted that while students generally feel supported in their studies, on specific issues they 
feel less so, particularly in relation to teaching, career development and dealing with specific problems. 
The support needed often fell between welfare (supplied by the colleges) and academic (supplied by 
supervisors).  
 
Actions Plans B, C and D highlight actions to be taken. 
 

(v) Support offered to those applying for research grant applications 

Comment and reflect on support given to staff who apply for funding and what support is offered to 
those who are unsuccessful. 

 
Given the desk-based nature of much of the scholarship in the Faculty, a large proportion of it is carried 
out without the need for research grants. There is a £100,000 p.a. research support fund for 
conference attendance and research assistance that considers applications 4 times a year and works 
on the basis of a published set of guidelines for funding. Permanent and fixed-term post-holders can 
apply to it. The Faculty’s Research Facilitator (who aids in putting together research grant applications) 
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was also singled out for praise in the surveys and discussion groups. More could be done to publicise 
these forms of support and encourage post-holders to use them (see Action Plan G).  
 
 

SILVER APPLICATIONS ONLY 

5.4. Career development: professional and support staff 

(i) Training 

Describe the training available to staff at all levels in the department. 

Provide details of uptake by gender and how existing staff are kept up 

to date with training. How is its effectiveness monitored and developed 

in response to levels of uptake and evaluation? 

(vi) Appraisal/development review 

Describe current appraisal/development review schemes for professional 

and support staff at all levels and provide data on uptake by gender. 

Provide details of any appraisal/review training offered and the uptake 

of this, as well as staff feedback about the process. 

(ii) Support given to professional and support staff for career progression 

Comment and reflect on support given to professional and support staff 

to assist in their career progression. 

5.5 Flexible working and managing career breaks 
 

Note: Present professional and support staff and academic staff data separately 

(i) Cover and Support for maternity and adoption leave: before leave 

Explain what support the department offers to staff before they go on maternity and adoption leave. 

 

(ii) Cover and support for maternity and adoption leave: during leave  

Explain what support the department offers to staff during maternity and adoption leave. 
 
(iii) Cover and support for maternity and adoption leave: returning to work  
Explain what support the department offers to staff on return from maternity or adoption leave. 
Comment on any funding provided to support returning staff.   

 
The Faculty employs a Personnel Officer who is trained to provide support and advice to staff at all 
stages of their leave. Due to the small numbers of staff taking leave, it is possible to tailor support to 
their particular needs. All staff complete a maternity leave plan, which allows individual circumstances 
to be discussed. 
 
We promote the University’s generous arrangements for maternity and adoption leave.  Employees 
that have worked for the University for 26 weeks are entitled to up to 26 weeks' leave paid at the full 
rate of pay followed by 13 weeks' leave paid at the statutory maternity rate of pay and 13 weeks' 
unpaid leave.  This enhanced pay has also now been extended to Shared Parental Leave.  
 
The University offers 477 full-time equivalent nursery places to staff and student parents, 343 of which 
are at one of the five University nurseries; the others are University places in community nurseries. A 
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further 75 full-time equivalent places are available in College nurseries. It operates a tax-advantageous 
salary sacrifice scheme for nursery fees. The waiting lists for these nurseries are sometimes long and 
in 2015, as part of a new scheme, we sponsored six places that provide some priority; places were 
allocated on a first-come-first-served basis irrespective of post type, and one has been given to an 
incoming member of staff. The University also offers a Returning Carers’ Fund – a small grants scheme 
that supports academic and research staff to get their research back up to speed – to which two Faculty 
members have successfully applied to date. 
 
Faculty support staff are very helpful, but as with sabbaticals, permanent staff taking maternity leave 
are expected to organise a replacement for their teaching. In discussion groups, ensuring tailored 
support for those taking maternity leave on fixed-term research posts was highlighted. The University 
has recently agreed a Framework for the management of family leave for research staff and research 
grant holders, which we support. (Action Plan I) 
 
 

(iv) Maternity return rate  

Provide data and comment on the maternity return rate in the department. Data of staff whose 
contracts are not renewed while on maternity leave should be included in the section along with 
commentary. 
 

(v) Paternity, shared parental, adoption, and parental leave uptake 

Provide data and comment on the uptake of these types of leave by gender and grade. Comment on 
what the department does to promote and encourage take-up of paternity leave and shared parental 
leave. 
 
Return rates from maternity leave 
 

 2013/14 2012/13 2011/12 

Academic and research  
(all returned) 

3 
No data 

so likely 0 
2 

Professional and support 
(all returned) 

1 1 1 

 
The return rates from maternity leave, particularly for academic and research staff, are very high.  
 
There have been no requests for other forms of parental leave uptake which likely reflects the well-
established flexible working practices already in place. However, more can be done to provide 
information about these schemes and ensure that all new fathers are aware of their right to take caring 
leave.  
 

(vi)  Flexible working  

Provide information on the flexible working arrangements available.   
 

(vii) Transition from part-time back to full-time work after career breaks 

Outline what policy and practice exists to support and enable staff who work part-time after a career 
break to transition back to full-time roles. 
 
All staff are able to request formal flexible working arrangements, as per the University policy, and the 
Faculty discusses any such request promptly with the employee to seek a way to accommodate the 
request.  There have been no formal requests for flexible working from academic staff, which reflects 
the well-established flexible working practices already in place. The Faculty has, on many occasions, 
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accommodated people's personal circumstances (e.g. ensuring that colleagues requiring flexibility are 
not asked to undertake administrative roles that require attendance at 'fixed' times; and avoiding the 
school half term for key committee meetings).  
Responses in both the surveys and discussion groups suggested that there were many examples of 
people having good experiences in regards to balancing family and work but it is clear that such support 
can be ad hoc. Of those with caring responsibilities, the majority in most groups described the support 
provided by the Faculty, as ‘some but not much’, ‘very little’, ‘or none’ (although the numbers replying 
could be very small).  
 

Information about career breaks and flexible working schemes is provided on the University website 
but there has been no Faculty practice of actively disseminating this information.  Compassion and 
flexibility are shown wherever possible, but more can be done to formalise these practices. Colleagues, 
particularly those who are primarily employed by a College, need to be actively encouraged to discuss 
issues with the Faculty.  Action Plan I - Parental Leave, Flexible Working and Career Breaks outlines 
steps to be taken. 

5.6 Organisation and culture 
 

(i) Culture 

Demonstrate how the department actively considers gender equality and inclusivity. Provide details of 
how the Athena SWAN Charter principles have been, and will continue to be, embedded into the culture 
and workings of the department.   

 
There is much which is admirable about our vibrant culture and our flat, non-hierarchical structure. 
Governance is through committees and emphasis is placed on co-operative working practices.  
 
Most people found working in the Faculty (74% of permanent staff respondents, 75% of fixed-term 
staff, 76% of PGR students, 74% of PGT students and 74% of UG students) ‘very pleasant and friendly’ 
or ‘reasonably pleasant and friendly’.  
 
It was also clear from survey responses and discussion groups that academic and research staff value 
the culture of flexible work practices and academic freedom. There is a great commitment in the 
Faculty to ensuring equality and diversity, evidenced not only by the active contributions of many in 
the Athena SWAN process, but also by the creation of the EDC. With that said, there are four issues 
that emerged from survey responses and discussion groups about Faculty culture.  
 
These issues are addressed below and steps to address them are outlined in Action Plan J – Culture. 
 
There is a perception that gender does matter 
 
There is a perception that the experiences of men and women studying and/or working in the Faculty 
were different. This can be seen across all groups.  
 
Female/Male experiences – percentage of those that replied saying they were ‘not 
particularly’ or ‘not at all’ the same. 

 UGs – 17% 

 PGR students - 30% 

 PGT students – 37% 

 Fixed Term Staff – 50% 

 Permanent Staff – 37% 

 Support staff – 12% (and no responses saying not at all) 
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It is concerning that the perception is most significant among fixed-term staff than among PGT 
students and permanent staff. Females were more likely than males to answer ‘not particularly’ and 
‘not at all’ and were more likely to give negative answers to the questions about the Faculty being a 
friendly place and to being able to be oneself.  8% of permanent staff and 13% of fixed-term staff 
replied ‘I sometimes feel I cannot be myself’ with no one replying ‘I do not feel I can be myself at all’. 
19% of UG students, 35% of PGT students and 12% of PGR students replied that ‘I sometimes feel I 
cannot be myself’ or ‘I do not feel I can be myself at all’. (See Action Plan H for further actions relating 
to the sharing of best practices across the Faculty). 
 
There is a perception of a lack of transparency about governance and decision-making structures  
 
59% of permanent post-holders said that Faculty governance structures ‘are not particularly 
transparent’, ‘not very transparent’, or ‘not at all transparent’. Only 29% of fixed-term staff gave such 
replies, reflecting perhaps the fact that many of them are working in the Centres which have smaller 
governance structures. While 76% of permanent post-holders felt they had a ‘very good’ or ‘a 
reasonable’ understanding of Faculty governance structures, only 38% of fixed-term post-holders, 39% 
of research students, 6% of graduate taught students, and 8% of undergraduates gave such responses.  
 
In discussion groups, the lack of transparency and understanding of governance structures was a 
common theme. Among student groups it was noted that knowing how a Faculty works is important 
in committing to an academic career.  
 
There is a perception that the Law Faculty is not integrated   
 
Faculty Integration – percentage of those that replied saying they were ‘neither 
integrated or not integrated’, ‘not particularly integrated’ or ‘not integrated at all’ into 
the Faculty  

 UGs – 81% 

 PGR students – 40% 

 PGT students – 69% 

 Fixed Term Staff – 26% (question asking about main working environment) 

 Permanent Staff -44% 
 
The undergraduate response is not surprising given the limited role (lectures and examining) that the 
Faculty plays in UG teaching. 97% of undergraduate respondents also replied that they felt more 
integrated into their college. The PGT student response is more of a concern, since teaching for these 
courses is delivered in the Faculty, and especially when looked at alongside the high proportion who 
do not feel able to be themselves.  
 
In free-text comments and in discussion groups the ‘virtual’ nature of the Faculty was highlighted. The 
lack of integration was felt to be an inevitable by-product of the fact that most Faculty members are 
housed in colleges, are primarily employed by their college, and are busy. The flexibility of delivering 
duties (which is a benefit to those with caring responsibilities) also means it is difficult to find times for 
everyone to meet. While improving integration will bring challenges, the SAT agreed that this is not 
something that can simply treated as intractable, particularly as it can result in people feeling isolated.  
 
Fixed-term staff often felt isolated, often citing their lack of college association as a reason. Mentors 
and supervisors were often very good, but support in some cases could be patchy. It was also felt that 
more could be done to recognise fixed-term post-holders as professional colleagues and to foster a 
vibrant and dynamic two-way relationship between those in such posts and the Faculty. (See Action 
Plan J for further details.) 
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There are a considerable number of people who find the Faculty working environment stressful  
 
Stress – percentage of those that replied saying they found working or studying in the 
Law Faculty ‘reasonably stressful’ or ‘very stressful’.  

 UGs –42% 

 PGR students 41 % 

 PGT students – 54% 

 Fixed Term Staff – 63% 

 Permanent Staff – 39% 
 
In discussion groups it was noted that some stress was inevitable in certain situations but that stress 
created by a lack of support should be avoided. It is striking to note the responses to the question ‘if 
you have ever had problems arise in relation to the Faculty aspect of your post how supported did you 
feel by the Faculty in addressing those problems?’ For those to whom the question was applicable, 
70% of permanent staff, 50% of fixed-term staff, 41% of PGR students, 49% of PGT students and 43% 
of UGs replied saying they felt that ‘no support’, ‘little support’, or ‘some support but not much’ had 
been provided. On all surveys women were more likely to provide such answers. This will be addressed 
through strengthening career support mechanisms. 
 
Another issue to emerge in surveys and discussion groups, was a concern about email – its amount 
and expectations about when emails should be replied to. Examples were given of implicit expectations 
of emails being replied to over the weekend or late in the evening. As email is the main form of 
communication in the Faculty, this is a matter of concern.  
 
There is also a clear link between stress and workload, which will be addressed as we develop our 
workload model (see section (v) below). 
 
Action Plan J addresses all these aspects. 
 
 
(ii) HR policies  

Describe how the department monitors the consistency in application of HR policies for equality, dignity 
at work, bullying, harassment, grievance and disciplinary processes. Describe actions taken to address 
any identified differences between policy and practice. Comment on how the department ensures staff 
with management responsibilities are kept informed and updated on HR polices. 

 
We employ a skilled Personnel Officer who is dedicated to providing HR support. This ensures that all 
staff have a single point of contact within the Faculty Offices for guidance on all employment-related 
matters, such as recruitment, policy guidance, legislation and best practice. Information about HR 
support is conveyed to staff through a number of routes.  The Personnel Officer has a webpage on the 
Faculty site listing her areas of responsibility.  

Further particulars for posts draw attention to family support (including family leave arrangements, 
University nurseries, and flexible working); facilities and services (including reference to the Disability 
Office); and our Equal Opportunity policy.  On arrival, new staff are sent a letter by the Personnel 
Officer that directs them to the Staff Gateway, and other useful sites, on the University website 
including links to HR policies and procedures. 

The Faculty appoints two Harassment Officers, one male and one female, who receive training and 
advice from the University. The Dean is always available to discuss individual problems, and 
periodically reminds colleagues of this.  She works closely with the Faculty’s HR Business Partner to 
deal promptly and equitably with complaints, formal or otherwise.  
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The Faculty has supported a review of the administration of the Faculty in the past year which had, as 
one of its objectives, the delegation of some duties specifically to allow the HoAF more time to support 
Centre Directors in their role as line managers of research staff.  

The surveys did not directly seek information about bullying and harassment. Free-text comments and 
discussion in discussion groups did not highlight it as an issue. However, the decentralised nature of 
the Faculty means that incidents of harassment can go unreported, and the Faculty could do more to 
make prominent to colleagues information about what to do should they experience or witness 
bullying or harassment. Questions about experiences of harassment will be part of surveys going 
forward (Action Plan A).  

As part of the self assessment process, the SAT has identified that, while there is a framework of policy 
and support in place, it is not necessarily joined up, and it is often confusing to navigate. Perceptions 
about lack of integration and transparency exacerbate the problem. Resources available should be 
better advertised to post-holders but there is a need to review some HR procedures in the Faculty (and 
thus how they relate to the SSD) to streamline them. Action Plan I seeks to ensure HR policies are 
better publicised and their operation is streamlined.  

 

(iii) Representation of men and women on committees  

Provide data for all department committees broken down by gender and staff type. Identify the most 
influential committees. Explain how potential committee members are identified and comment on any 
consideration given to gender equality in the selection of representatives and what the department is 
doing to address any gender imbalances. Comment on how the issue of ‘committee overload’ is 
addressed where there are small numbers of women or men. 

 
Faculty governance is through the 26-member Law Board (LB), and business is managed through 19 
Faculty committees with report to LB. On most committees there is a good gender balance, reflecting 
either the gender balance of the Faculty or a 50/50 gender split, as shown below.  
 
 
Flow of reporting of major decision-making committees in the Law Faculty 

 
 
Gender breakdown of major decision-making committees in the Law Faculty 2013-2015      
  

  2015-16 2014-15 2013-14 

  F M F M F M 

Law Board 12 14 11 15 8 16 

Planning and Resources 5 3 4 4 3 6 

Personnel 3 2 1 4 1 4 

Graduate Studies 6 6 4 8 4 9 

Undergraduate Studies 7 3 6 4 5 5 

Examinations 9 2 8 4 4 6 
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Faculty Officers co-ordinate areas of activity (e.g. research, development and teaching). These are 
academic members of staff who serve in position for 3-4 years and are recompensed by a teaching 
buy-out, research allowance and/or payment. Many of the major academic administrative roles in the 
Faculty are carried out by women. The Dean and 5 out of the 6 current Associate Deans are women, 
as are two of the three Centre directors. This contrasts with the fact that that the vast majority of SPs, 
who would also be expected to take up these major faculty roles, are men. While post-holders and 
committee members rotate periodically, this situation will be monitored and addressed. We are 
moving to a system in which expressions of interest will be invited for committee memberships and 
Faculty Officer vacancies well in advance of those vacancies becoming free. In deciding whom to 
appoint to those positions, the Personnel Committee takes into account the need to balance out 
workloads and ensure committees and officers reflect the diversity of the Faculty, while also trying not 
to overburden any particular group. The development of a workload model (Action Plan K - Workload) 
will aid in ensuring a more equitable distribution of duties across post-holders.  
 
 
(iv) Participation on influential external committees  

How are staff encouraged to participate in other influential external committees and what procedures 
are in place to encourage women (or men if they are underrepresented) to participate in these 
committees? 

 
Membership of other University committees is primarily on the basis that a person is carrying out a 
Faculty officer role, due to their college responsibilities or is done on an ad hoc basis. Faculty members 
also sit on a range of committees outside the University including government committees, editorial 
boards, and funding body committees. Very few of these committee memberships are co-ordinated 
through the Faculty, and the Faculty keeps no record of them. While the Faculty should not manage 
these different activities, giving a higher profile to outside committee work should be seen as part of 
giving greater visibility to role models (see below). Action Plan K outlines how the Faculty will develop 
a system to collect this data. 
 
 

(v) Workload model  

Describe any workload allocation model in place and what it includes. Comment on ways in which the 
model is monitored for gender bias and whether it is taken into account at appraisal/ development 
review and in promotion criteria. Comment on the rotation of responsibilities and if staff consider the 
model to be transparent and fair. 
   
Allocation of administrative and committee duties has historically been done by the Dean in 
consultation with LB. In 2012 a Personnel Committee was created and in October 2015 it moved to 
having twice termly meetings.  
 
Permanent Faculty members have contractual teaching stints to fulfil and for 88% of APs that includes 
College duties not overseen by the Faculty. In regards to Faculty duties, post-holders have a degree of 
flexibility in how they fulfil them, and do so working co-operatively with other members of the Faculty. 
Permanent staff are asked to report on their Faculty teaching stints at the end of each academic year, 
and the major Faculty Officer positions have a ‘unit’ value attached to them. There is no single 
document outlining the workloads of different Faculty members (including committee and other 
administrative work) and what they have done in the past, although this does exist for examining 
duties. 
  
The need for greater transparency concerning workload was a theme in the surveys and discussion 
groups. 46% of those replying to the permanent staff survey thought the allocation of responsibilities 
in the Faculty was ‘neither fair nor unfair’, ‘not particularly fair’ or ‘not at all fair’. Free text comments 
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also revealed a concern that some in the Faculty were not ‘pulling their weight’, while others were 
carrying a heavy workload. Without a clear picture of who is doing what, it is difficult to assess the 
accuracies of these perceptions or to develop fairer models of workload allocation. The lack of 
transparency is exacerbated by the decentralised and non-integrated nature of the Faculty and the 
fact that the vast majority of APs are carrying out part of their duties in Colleges. Developing an 
effective workload model is a matter of utmost priority and it must take into account the differences 
between the different types of AP posts and the College and Faculty duties connected to them. 
 
Action Plan K outlines the development of a workload model.  

 
 

(vi) Timing of departmental meetings and social gatherings  

Describe the consideration given to those with caring responsibilities and part-time staff around the 
timing of departmental meetings and social gatherings. 

 
The flexible culture of the Faculty means that there are no core hours. Staff are expected to fulfil their 
duties but when they do so is largely up to them and there is no general practice of ‘presenteeism’. 
Committee meetings and Faculty meetings are nearly all held in the middle of the day. Many Faculty 
social events are lunches and family members are invited to most Faculty social gatherings outside 9-
5 (end of term drinks, etc).  
 
Lecture times are scheduled by the Faculty because of the need to allocate Faculty rooms but are done 
so in a consultative process with Faculty members. While there was no general concern about lecture 
times in surveys and discussion groups, there were isolated examples of where lectures were 
scheduled outside 9-5 Monday-Friday. 
 
 

(vii) Visibility of role models 

Describe how the institution builds gender equality into organisation of events. Comment on the gender 
balance of speakers and chairpersons in seminars, workshops and other relevant activities. Comment 
on publicity materials, including the department’s website and images used. 

 
The scholarship and teaching being carried out in the Faculty is diverse. However, it is not easily visible 
and nor are the awards and achievements of individual scholars. One issue this gives rise to is that staff 
do not always feel that what they do is recognised as seen below in the following responses to the 
permanent staff survey: 
 

  
 
 

Women were more likely to answer ‘not particularly’ or ‘not at all’ to these questions.  
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A matter related to this lack of visibility is a perception among some students in the Faculty that certain 
‘Anglo-Saxon male’ types of scholarship are promoted over other forms of scholarly practice. 
Intersectionality emerged as an important theme in these discussions, particularly due to the fact that 
our students come from across the world.   
 
In response to the question ‘Do you think that women’s scholarship is recognised as much as men’s 
scholarship by members of the Oxford Law Faculty?’ 38% of undergraduates, 29% of graduate taught 
students, 29% of research students, and 23% of permanent staff answered ‘not particularly’ or ‘not at 
all’. Women were more likely to give these answers than men. The undergraduate response is striking 
as they were less likely to see gender as relevant to their experience of studying in the Faculty. 
 
The need to increase visibility of the diversity of scholars and scholarship, coupled with the need to 
broaden the vision of scholarly success in the Faculty, is important in encouraging an exploration of a 
range of scholarly possibilities among academics and researchers. It is also important in encouraging 
students to apply for further study and to pursue an academic career. The need to nurture scholarly 
diversity was a theme in nearly all discussion groups and was welcomed by all participants, particularly 
as it complements the general culture of academic freedom in the Faculty. Steps have started to be 
taken outside the remit of academia with the creation of the Oxford Women in Law (OWL) network 
for those working in the legal profession and it was felt that this might also aid women at an early stage 
in their career.  We are also making sure that our website and faculty publications highlight a diverse 
range of academics and styles of academic work. 
 
Action Plan L – Role Models outlines steps for promoting greater visibility of role models.  
 
 
(viii) Outreach activities  

Provide data on the staff and students from the department involved in outreach and engagement 
activities by gender and grade. How is staff and student contribution to outreach and engagement 
activities formally recognised? Comment on the participant uptake of these activities by gender.   

 
We are involved in two programmes which are aimed at supporting state school students from non-
privileged backgrounds and areas with low progression to higher education. UNIQ is a programme run 
by Oxford University and Pathways to Law is run in partnership with the Sutton Trust, the Legal 
Education Foundation and 12 other universities.  
 
UNIQ Programme Admissions data from 2012-2015  

 
The UNIQ programme consistently has more female than male applicants (73%) and participants 
(73%). The gender balance is a common theme within outreach programmes.  
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Pathways to Law admission to completion data 2013-2015 
 

 
Applications Offers Acceptances Withdrawn Total No of 

Students 
  F M F M F M F M 

2015 - Cohort 9 38 9 23 5 23 5 0 0 28 

2014 - Cohort 8 37 15 25 10 25 10 1 0 34 

2013 - Cohort 7 30 12 28 7 28 7 5 2 27 

 
Whereas UNIQ is aimed specifically at encouraging applications to Oxford, Pathways is aimed at 
helping students into Higher Education more generally. Pathways also shows that women are more 
likely to apply (74%) and participate (77%) in the programme. 
 
We have, to date, been unable to monitor the impact of Pathways, but the Sutton Trust are now 
putting a process in place to capture data and from 2016-17 data should improve. 

 
Staffing 
 
We are very actively involved in outreach, and staff and students are involved in relation to both 
Faculty and college initiatives and open days. The Undergraduate Studies and Outreach Officer is a full-
time administrative post, and spends approximately 50% of her time on Outreach activities. She is 
joined by the part-time Access Assistant, who works mostly on the Pathways to Law programme. Two 
permanent academic staff (the Associate Dean for Undergraduates and Access and the Undergraduate 
Admissions Co-ordinator – both currently women) are also involved with their roles recognised 
through teaching buy-out. In the past these roles have been undertaken by men.  
 
The other main Faculty outreach events are the Law Faculty Open Days. Student helpers are recruited 
through mailing lists and the majority of student volunteers are women (24 out of 30 for the 2016 
Faculty Open Days). The Law Faculty Open Days are open to any school or college in the country. Of 
the 342 attending in 2016, 66% (227) were female. This compares to roughly 57% of applicants being 
women.  
 
The predominance of women involved in outreach is of note and will be addressed as we develop our 
workload model.  
 
 
Section 5 = 6270 
 
 
 
Document Total = 10,743 
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6. FURTHER INFORMATION 

Recommended word count: Bronze: 500 words  |  Silver: 500 words 

Please comment here on any other elements that are relevant to the application
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Athena SWAN Action Plan – Oxford University Law Faculty 
 

High/Medium/Low Priority relates to the importance given to the initiative not its timing. 
List of Acronyms can be found as an Appendix 

 
Overarching objective Action  Committee/Officer 

Responsible  
Delivery 
Date/Priority 

Outcomes and Targets 

Action Plan A – Athena SWAN Infrastructure 

Establish a robust and 
permanent framework for 
EDC (Section 3.iii.) 

i. The EDC will formally become the SAT and will co-opt any members 
it sees fit to act as the SAT. These powers already exist. 

ii. The EDC shall move from termly meetings to twice termly 
meetings. This is consistent with other Faculty Committees and will 
ensure ongoing momentum. 

iii. The EDC will review the standing order of the committee and look 
to include staff representation for postgraduate study; the 
committee will look at including the AD GST as a committee 
member. 

iv. The EDC will formally have student representatives of all student 
groups (currently they are co-opted). 

v. The EDC will report to the open agenda of LB to ensure the work of 
the EDC is discussed among as wide a group as possible.  

vi. An Athena SWAN Co-ordinator role will be created, to be held by a 
permanent academic staff member on a three year basis and with 
a small teaching buy out. 

vii. A small budget will be created for ongoing research and 
administrative support. 

LB in the first instance 
and then EDC 

October 2016 
 
High Priority 

Infrastructure outcome: Implementation of 
actions included in the following sections of 
this document according to the timeframes 
set down and measured appropriately. 
 
Target: Reduction in the number of 
respondents to 2018 and 2020 surveys 
replying that men and women have a 
different experience studying and working in 
the Faculty. 
 
 

Measure changing 
perceptions in the Faculty 
about gender, diversity 
and Oxford as a place to 
work (Section 5.6) 

viii. Run staff and student surveys every two years and course 
development surveys alongside every three years. 

ix. Promote the surveys so as to increase the rate of response 
particularly in those groups where the number replying were small 
(PGTs, fixed term research and academic staff, and UGs). The 
Faculty could offer incentives to help increase the response rate. 

x. Analyse survey responses and produce quantitative and qualitative 
report for LB to highlight progress made and areas needing further 
attention. 

EDC and ASC 
 

Jan 2018 
 
High Priority 
 

Survey outcome: Gain further information 
and measure the success of any changes or 
improvements made, relating to the courses 
and the support mechanisms in place. 
 
Target: Surveys in Jan 2018 and Jan 2020, 
with at least 50% response rate across all 
groups. 

Establish a robust 
framework for oversight of 
our staff and student data, 
and corresponding actions 
where needed.  
This will include: 
 

- Building our 
understanding of the 

i. Analyse and report to LB annually on student and staff data 
pertaining to student admissions and attainment as well as staff 
recruitment. This will include: 

 
Student admissions 

 UG, PGT and PGR admissions data. 
 
Student attainment – All courses  

 Determine what factors result in the attainment gap between men 
and women on all courses (working with Said Business School for MLF 

EDC in all cases, plus: 
 
 
 
USC and GSC 
 
 
 
GSC 
 

 
 
 
Admissions: 
ongoing  
High Priority 
 
Attainment: 
October 2017 
High priority 

Admissions outcome: All admissions data to 
be included in an annual report to LB and 
USC.  
 
Target: Maintain proportion of female UGs 
at its current level as a minimum (57%) 
 
Attainment outcome: Annual report to LB. 
Reduce the attainment gap between men 
and women on PGT courses by 2020.  Bring 



Overarching objective Action  Committee/Officer 
Responsible  

Delivery 
Date/Priority 

Outcomes and Targets 

gender makeup of 
programmes. 

- Ensuring modes of 
assessment do not 
disproportionately 
advantage either men 
or women. 

- Building a detailed 
understanding of 
patterns in recruitment 
to different posts in the 
Faculty. 

- Ensuring that those 
involved in outreach 
activities are not 
disproportionately of 
one gender.  

      (Section 4.2) 
 
 

and the University Gender Gap Committee). Introduce appropriate 
actions based on the findings. 

 
 
Staff data 

 Recruitment data by gender and post type/grade and subject area; 
requiring an explanation from the Vice Dean, to the Dean and PC, if 
the shortlist is all one gender. 

 Data pertaining to staff involved in outreach activities by gender. 
 

 
Outreach 
Investigate and report on the pipeline from the Faculty run outreach 
programmes, including UNIQ and Pathways to Law, through to the UG 
courses and PG courses to observe any possible trends. 

 
 
 
 
ASC 

 
 
 
 
Recruitment 
data: June 2017 
 
 
High Priority 
 
 
Outreach data: 
Data collected 
from Oct 2017 
 
Low Priority 

the percentage of the gender gap within 2% 
of each other.  
 
Target: To ensure the EDC has all the 
necessary data on student attainment in 
order to carry out reviews after the 2018 
and 2020 surveys. 
 
Staff recruitment outcome:  Report to last 
EDC and PC Committees of each year with 
action findings and gathered data. 
 
Target: To improve gender balance in 
relation to all staff positions. 
 
Outreach outcome:  Report to LB in 2019 
with the findings from the pipeline data 
collection. Data to be collected and 
reviewed annually with new actions to be 
introduced in response to these findings. 
 
Target: To maintain gender balance in 
outreach programmes. 

Action Plan B – Undergraduate Courses 

Ensure students clearly 
understand assessment 
methods and are enabled 
to reach their potential in 
such methods (Section 
4.1.ii) 
 

i. Establish an annual seminar, a ‘Finals Forum’, to provide improved 
guidance to students about how to achieve a Distinction in Mods 
and a 1st in Finals. 

 
 

AD UA 
 
 
 
 
 

From Feb 2017 
 
Medium Priority 
 

Finals outcome: Students having a better 
understanding of what to do to obtain a First 
and a reduction in the gender attainment 
gap at finals. 
 
Target: We aim to reduce the gender gap by 
2020 to within 5% on the BA and DLS.  

Ensure assessment 
methods don’t 
disadvantage women 

ii. Student attainment - UG 

 Explore and evaluate assessment practices at other leading schools, 
with a particular focus on alternative forms of assessment and the 
relationship between those modes of assessment and the gender 
attainment gap. Identify any approaches that might be replicated at 
Oxford. 

 Participating in, and learning from, the work of the University’s 
Student Attainment Gap working group (SAG). 
 

Build our understanding of the reasons for the gender attainment gap 
through: 
o Analysing attainment data annually by paper;  

ASC and AD UA UG attainment 
report delivered  
Sept 2017 
  
High Priority 
 
 
Assessment 
data: Aug 2018 
 
Medium Priority 

UG attainment outcome: greater clarity on 
the factors contributing to the gender 
attainment gap.  Actions introduced in 
response to findings.  
 
Target: Actions introduced in response to 
findings to commence in 2018. We aim to 
reduce the gender gap by 2020 to within 5% 
on the BA and DLS.  
 
 



Overarching objective Action  Committee/Officer 
Responsible  

Delivery 
Date/Priority 

Outcomes and Targets 

o Examining the impact of newly introduced forms of assessment in 
Medical Law and Ethics and Jurisprudence; 

o Collecting and analysing data on exam performance for the 
Diploma in Legal Studies; 

o Participating in, and learn from, the work of the University’s 
Student Attainment Gap working group (SAG).  

Ensure that students 
appreciate the diversity of 
high quality legal 
scholarship and have a 
range of role models.   

iii. Promote a diverse range of scholarly role models to undergraduate 
students.  We will do this by: 

 Ensuring the faculty website reflects a diverse range of academics 
and academic styles; 

 Asking subject groups to ensure their reading lists are 
appropriately diverse; 

 Inviting a broad range of firms and chambers to careers events 
along with other alternative career options. 

ASC and Action Plan  L Ongoing 
 
High Priority 

Scholarly diversity: To increase awareness 
among students of the diversity of legal 
scholarship. 
 
Target: To reduce the rate from 22% to less 
than 15% of those in the survey who do not 
believe faculty publications reflect all the 
academic work that goes on in the faculty 

Encourage all UGs to 
consider graduate study 
 

iv. Run an annual two hour seminar providing advice to undergraduates 
on applying for postgraduate study at Oxford and other institutions 
to ensure that all UG students have the opportunity to consider the 
possibility of graduate study and are provided with information 
about it (Section 4.1.v). 

 

AD GSR and AD GST  June 2017 
 
Medium Priority  

PG course publicity outcome: Delivery of a 
seminar to UG students in their 2nd year to 
encourage more applications and improve 
the pipeline through to PG courses.   
 
Target: Decrease the number of 
respondents to the UG surveys in 2018 and 
2020 whom reply saying that thinking about 
further study is not applicable to them. 

Action Plan C – Postgraduate Taught Courses 

Ensure consistent support 
is provided to PGT 
students  
(Section 4 and Section 
5.3.iv). 
 

i. Introduce a programme of talks across the academic year for 
BCL/MJur students that builds on existing induction and talks. These 
will provide advice about studying on PGT courses and will include a 
focus on: 

 The general expectations of the course; 

 Option choice; 

 How to make sense of tutorial feedback; 

 How to manage reading lists;  

 Who to talk to when problems arise or complaints need to be 
made. 

AD GST From Oct 2016 
 
High Priority 

BCL/MJur Information outcome: Delivery of 
a series of talks across the academic year. 
Feedback through student reps on EDC from 
Jan 2017.   
 
Target: Increase the number of PGT 
respondents who reply to the Jan 2018 and 
Jan 2020 surveys saying they feel supported. 

ii. Develop a programme of consistent Faculty support for those on the 
BCL/MJur degrees, to include: 

 Establishing a team of Faculty supervisors and mentors; this is now 
in place and the faculty will monitor and review it on an annual 
basis; 

 Providing mentoring for current students, drawing on support from 
former BCL/MJur students currently studying PGR courses. 

 The creation of administrative posts to support students on PGT 
courses. 

EDC and GSC July 2017 
 
Medium Priority 

Support outcomes: Support measures in 
place including supervisors and a mentoring 
system. 
 
Student satisfaction of these schemes will be 
measured by the development surveys run 
every three years. Results and success of the 
schemes will be reviewed annually.  
 



Overarching objective Action  Committee/Officer 
Responsible  

Delivery 
Date/Priority 

Outcomes and Targets 

Target: Increase the number of PGT 
respondents who reply to the Jan 2020 
surveys saying they feel supported. 

Ensure that the Faculty is 
promoting as diverse a 
culture as possible in order 
to ensure an enriching 
learning environment for 
all. 
 

iii. Work with the Oxford Learning Institute (OLI) to develop and deliver 
tailored unconscious bias seminars for those teaching on the 
BCL/MJur. ASC and AD GST to nominate two academics to be trained 
up to deliver these in house seminars. 

iv. Encourage all subject groups to review their reading lists to ensure 
they are appropriately diverse; 

v. Running workshops for female students to discuss gender issues 
raised in studying law and problems experienced in their studies. 
Two workshops have already taken place this term with female 
students. The Faculty will look to run this on an annual basis. 

ASC and AD  GST  Seminars from 
Oct 2017 
 
High Priority 
 
Ongoing 
 
Medium Priority 

Training outcome: Deliver the specific in 
house training to all staff and students. 
 
Target: Reduce the number of respondents 
on the PGT 2018 and 2020 survey that 
perceive men and women have a different 
experience studying and working in the 
Faculty. 

Dispel the perception that 
the BCL/MJur degrees 
focus only on a particular 
set of subjects so as to 
encourage more women to 
apply (Section 4.1.iii). 
 

vi. Ensure the marketing of the BCL/MJur on the website and in other 
promotional material accurately reflects the rich scholarly diversity 
of these degrees and the extent of pastoral care on offer. 

 
vii. Introduce alternative prospectus profiles of a range of students 

currently on the BCL/MJur. Look to extend this to alumni profiles 
and case studies on the alumni section of the Faculty website. 

AD GSR and GSC Aug 2017 
Medium Priority  
 
 
July 2017 for 
current student 
profiles.  
Sept 2018 for 
alumni profiles. 
 
Medium Priority 

BCL/MJur marketing outcomes: Revision of 
marketing material.  
 
To demystify the perceptions of the 
BCL/MJur degrees and to raise the profile of 
the diverse nature and academic standing of 
the course. 
 
Target: To increase the number of women 
applying from the Jan 2019 application 
round. 

Action Plan D – Postgraduate Research Courses 

Ensure students are well 
supported throughout 
their research degrees 
(Section 4.ivand Section 
5.3.iv). 

i. Run a series of seminars (building on and strengthening current 
provision) to support research students beyond their first year. This 
support should both relate to their degree and to further career 
development. Suggested seminar topics and actions will include:  

  Advice on writing journal articles; 

  Future careers; look at working with the careers service, to run an 
annual one-off careers event that offers PGR students advice and 
information on all types of careers with particular focus on academia. 
Also, promoting University Administration as an alternative career by 
ensuring the Faculty internship opportunities are made clearly visible 
on the Faculty website; 

 Seminars topics will include well-being, networking, building a social 
media profile, work/life balance in a gendered context; 

  Balancing a research degree with other opportunities and 
obligations; also ensure signposting of this information is clearer to 
students through the use of the PGR resources page on Weblearn. 

 Work with the careers service to include the PGR students in their 1:1 
sessions held at the Faculty on a weekly basis during term time. 

 

AD GSR and CLRM 
Director 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

From Oct 2017 
 
Medium Priority 
 
 
 
Oct 2017 
 
 
 
 
 
 
 
 
 
 
 
 

PGR Information provision outcome: 
Provision of bi-annual seminars which dispel 
the myth that the ideal research student is a 
white male. We will aim for a fifty percent 
attendance rate. 
 
Seminar and information sharing outcomes: 
Gain further feedback through student reps 
on EDC from Nov 2017 on suggestions of 
potential seminar topics and timings of 
these seminars.   
 
A PGR rep has been elected and lunches take 
place twice termly.  
 
Target: 80% of PGR students feel integrated 
in the Law Faculty in the Jan 2018 and Jan 
2020 surveys. In 2016 40% of PGR students 



Overarching objective Action  Committee/Officer 
Responsible  

Delivery 
Date/Priority 

Outcomes and Targets 

ii. The Faculty will continue to support research student led events 
such as the Research Students’ lunch held at the Law Faculty. This is 
a forum for PGR students to meet informally and encourage 
inclusiveness in the Faculty. This will be achieved by ensuring a PGR 
rep has been elected at the start of the new academic year who then 
takes on the responsibility of organising the lunches.  

 
iii. Create a ‘mentoring system’ among research students of different 

years akin to the college-based undergraduate system using current 
subject group framework and support mechanisms. 

AD GSR 
 
 
 
 
 
 
AD GSR 

From Oct 2016 
 
Low Priority 
 
 
 
 
From Oct 2018 
 
Low Priority 

said they were neither, nor or not 
particularly integrated into the Faculty. 
 
Target: Increase the number of PGR 
respondents who reply to the Jan 2018 and 
Jan 2020 surveys saying they feel supported. 
An increase from 59% (2016) to 75% of 
respondents saying that they feel integrated. 

Publicising PGR 
information and resources 
appropriately to all PGR 
students to increase 
visibility of support 
mechanisms in place  

iv. Review information and resources provided on the PGR Weblearn 
page and in the PGR Student Handbook, this will include:  
 

 Making revisions to the current layout and links provided on 
Weblearn; 

 Ensuring the visibility of information relating to caring 
responsibilities and course expectations; 

 An academic timeline of a research degree so students know what 
to expect and when; 

 Careers section; to include links to the careers service and case 
studies and profiles of former PGR students to encourage diversity 
and alternative career paths.  

ASC, AD GSR and GSC Oct 2017 
 
Medium Priority 

PGR Weblearn outcomes: Increase in 
signposting of all relevant information which 
will in turn improve the visibility of the 
Faculty support mechanisms in place and 
create a user friendly resources platform for 
PGR students. 
 
Updated and current information relevant to 
the course which can then be reviewed and 
updated on an annual basis. 
 
PGR students are signing up the 1:1 sessions 
with the careers service. 
 
Target: Increase the number of PGR 
respondents who reply to the Jan 2018 and 
Jan 2020 surveys saying they feel supported. 
An increase from 59% (2016) to 75% of 
respondents saying that they feel integrated. 

Gain a clearer picture of 
withdrawal rates amongst 
male and female PGR 
candidates with a view to 
addressing any underlying 
issues 

v. Collect withdrawal data from candidates when they withdraw from 
the PGR offer and review the responses across all PGR courses; 

 Encourage PGR candidates to feedback to the Faculty once 
notified of their outcome; 

 Look into running a short survey for PGR candidates to complete; 

 An annual report on the findings to be given to GSC for 
consideration and to formulate actions in response to findings; 

 Collect data from other institutions to gain a better understanding 
of whether our withdrawal rates are specific to Oxford or are part 
of a wider trend experienced across other institutions in relation 
to PGR courses. 

ASC, AD GSR and GSC From Jan 2018 
then ongoing. 
 
Medium Priority 

PGR withdrawal rate outcome: Gain a more 
reliable data set to enable steps to be taken 
to increase the number of females taking up 
PGR courses. This will be monitored and 
reviewed on an annual basis, and actions 
introduced in response to findings. 
 
Target: To increase the number of women 
taking up PGR courses. 
 
 

Gain and publish to 
students a clear picture of 
the career pipeline for 

vi. Collect information about the destinations of research students after 
they have finished their research degrees; to be collected from both 
former and current students to create a better data set of the last 
two-three years of leavers. This should be done through supervisors 

ASC and AD GSR From Oct 2017 
and ongoing. 
 
Medium Priority  

PGR career information outcome: Creation 
and population of a database to enable us to 
track the career routes PGR students have 
taken.  



Overarching objective Action  Committee/Officer 
Responsible  

Delivery 
Date/Priority 

Outcomes and Targets 

those doing PGR degrees 
(Sections 4.1.iv and 5.3.iv). 

as many of them already hold this type of information regarding their 
students and we can look to incorporate this information collection 
through the supervisor termly reports. Collection of gender specific 
data on progression from BA through to BCL and then MPhil and DPhil 
to better understand the pipeline. 
 

vii. Publish information to students through destination infographics on 
our PGR and alumni website pages. This will help increase the 
visibility of the diverse career paths PGR students can take and 
enhance the academic standing of our degrees. 

 
Target:  An increase in the % of women 
applying to PGR courses. 

Action Plan E – Recruitment 

 
Ensure that there is a 
sound understanding in 
the Faculty of how 
academic recruitment 
works (Section 5.1.i) 

Within the Faculty   
i. Provide information for staff on the website about the academic 

appointments process. 
ii. Run a session in CLRM on applying for academic jobs. 

iii. Add a question to the 2018 and 2020 surveys asking permanent post 
holders, fixed term post holders, PGT, and PGR students how well 
they understand academic recruitment in the Oxford Law Faculty. 

Vice Dean  Oct 2016 
 
High Priority 

Appointments outcome: An increase in 
activity to encourage more women to apply 
for permanent posts.  
 
Target: To have 80% of people reply ‘very 
well’ or ‘reasonably well’ to the question 
‘how well do you understand academic 
recruitment practices in the Oxford Law 
Faculty’. 

Encourage all those who 
meet selection criteria to 
apply, particularly women, 
and provide clearer 
information about working 
in the Law Faculty 
(Section 5.1.i) 
 

Encouraging women to apply  
i. Circulate advertisements for posts among Faculty members and 

proactively ask for suggestions of who (particularly women) might 
be encouraged to apply. 

ii. The selection panel will engage an active search and the Vice Dean 
will proactively send out job advertisements by email to encourage 
people (particularly women) who meet the selection criteria to 
apply for posts and to use blogs/listings which may be particularly 
read by women (e.g. feminists@law).  

iii. Participate to an ongoing University review of Further Particulars to 
make them more explicit about the support that is provided in the 
University for those with caring responsibilities (e.g. Shared parental 
leave and returning carer’s fund).  We have a well-being section 
added to our website which includes this information, and much 
more! 

Vice Dean and PO Oct 2016 
onwards 
 
High Priority 

Increased female applicant outcome: 
Targeted recruitment with a focus on 
providing specific information to attract 
female applicants to work at Oxford Law 
Faculty. 
 
Target: Increase the number of women 
applying for all AP posts to 50% by 2020.  

Ensure that the impact of 
unconscious bias in 
appointment decision-
making is minimised 
 
Ensure that all those who 
are shortlisted have the 
information they need to 
perform to their full 

Transparency of the appointments process 
iv. The Faculty will require all Faculty representatives on selection panels 

to undergo unconscious bias training so as to try and avoid single sex 
shortlists.  
 
To address the fact that those unfamiliar with Oxford may be 
disadvantaged in the recruitment process: 

v. Ensure that short listed candidates are provided with all the 
information that they need for the interview.  We will provide a 

Vice Dean, PO and PC Oct 2016 
 
High Priority 

Transparency outcomes: All Faculty 
selection committees have received 
Unconscious Bias training.  
 
Clear, practical and helpful information and 
advice is given to short listed candidates. 
 
The perception that internal candidates have 
an advantage of being appointed over 



Overarching objective Action  Committee/Officer 
Responsible  

Delivery 
Date/Priority 

Outcomes and Targets 

potential in the interview 
process (Section 5.1.i). 

summary of how teaching in Oxford is organised and an overview of 
how courses are run.  

vi. Periodically reassess the Further Particulars for all academic and 
research post types to ensure they provide an accessible and accurate 
picture of the Faculty, and explain clearly how the joint appointments 
process works, revising as necessary. 

vii. Consistently provide a trained, non-Panel contact in the Further 
Particulars who can be a source of advice about working in the 
Faculty.  

viii. Consolidate and extend the practice of making reading lists and other 
curriculum information easily accessible online to those interested in 
applying. 

ix. Gather feedback about the recruitment process from all candidates 
to be used for monitoring and reporting purposes at PC. 

external candidates has been dispelled. This 
can be measured through feedback 
responses from candidates. 
 
Target: An improved ratio of F:M shortlisted 
candidates to appointments has been 
achieved by July 2020 and no single-sex 
shortlisting without good reason. 
 
 
 
 

To ensure that the Faculty 
can learn from the best 
practices of other 
comparable institutions. 

Policy  
x. Evaluate appointment practices in other leading law schools 

including how posts are advertised, interviews conducted, and the 
make up of appointments panels; The EDC will look to do this 
through the feedback and reports from other institutions and 
departments taking part in the Athena SWAN process as and when 
the information becomes readily available. 

EDC and ASC Dec 2019 and 
ongoing. 
 
Low Priority 

Policy outcomes: Actions introduced in 
response to findings and Athena SWAN 
information becoming available as more 
groups apply for the scheme awards. 
 
Annual report of Athena SWAN related 
findings and actions to be fed into LB by the 
EDC. 
 
Target: Faculty recognised as following best 
practice in recruitment. 

Action Plan F – Induction 

Ensure that new starters 
are supported in their new 
posts and have all 
information available to 
them (Section 5.1.ii). 

i. Strengthen and expand the current programme of induction for all 
academic staff, taking into account the differing needs of each group. 
Induction will be compulsory and cover:  

 Faculty governance structures; 

 How pay works and the RoD scheme; 

 Teaching and examining;  

 Information about the types of support the Faculty provide (e.g. 
research and administrative services) including good practice in 
research, training opportunities, career planning and work/life 
balance; 

 Sources of accommodation advice;  

 University induction offerings;  

 The role of the mentor and other sources of support; 

 Flexible working, parental and other forms of leave; 

 Research supervision.  
ii. Provide all new starters with an ‘induction folder’ providing 

comprehensive information about the above.   

Vice Dean, HoAF, and 
PO 

Oct 2016 
 
High Priority 

Induction outcome: A streamlined and 
comprehensive Induction plan. 
 
All new staff receive a comprehensive 
induction and that they feel both supported 
by the Faculty and integrated into the 
Faculty at the start of their new 
appointment.  
 
Target: Increase the number of respondents 
to the questionnaire replying that they feel 
very supported in the first few months of 
starting in the Faculty in the 2018 and 2020 
surveys. In 2016 41% found the faculty 
support either ‘neither helpful nor 
unhelpful’, ‘not very helpful’ or ‘not helpful 
at all’. 



Overarching objective Action  Committee/Officer 
Responsible  

Delivery 
Date/Priority 

Outcomes and Targets 

iii. Ensure all new starters attend an Induction meeting with the Vice-
Dean and the new starters lunch in Michaelmas Term; 

iv. Encourage all new starters to meet with the Faculty research support 
staff as part of their Induction.  

Improve support to those 
working on fixed term 
contracts (Section 5.3.iii). 

v. Ensure supervisors and PIs understand their role in induction and 
support of fixed-term research staff through training and ensure that 
relevant information is available in the Faculty. 

HoAF and PO Oct 2017 
 
Medium Priority 

Support outcome: Improved understanding 
of the role of supervisors and PIs in 
supporting fixed term staff and the support 
mechanisms in place at the Faculty  
 
Target:  to increase the percentage of 
respondents on fixed term contracts replying 
they felt integrated in the faculty in the 2018 
and 2020 surveys, from the 2016 rate of 26% 
to 50% by 2020.  

Action Plan G – Support for promotion 

Ensure all staff are 
effectively supported in 
their career development 
and potential for 
promotion (Section 5.1.iii). 

Initial Period of Office 
i. Strengthen advice given on research, publications, and balancing 

different aspects of a job role to those undergoing the initial period 
of office as part of their induction.  

ii. Improve the in house training given to those undertaking internal 
assessor and mentor roles within the Faculty. 

iii. Review and improve mentoring schemes already in place for staff to 
ensure that the support mechanisms are in place and running more 
consistently. 

Vice Dean &  PC Oct 2017 
 
High Priority 
 
 
 
 
Oct 2018 
 
Medium Priority 

IPO outcome: Strengthened framework in 
place with the introduction of a pool of 
experienced assessors undertaking the IPO 
assessments. 
 
A coherent and consistent mentoring 
scheme for staff. 
 
Target: For 75% of the respondents to the 
survey to reply that they felt the IPO process 
was helpful in the 2018 survey and 95% in 
the 2020 survey. In 2016 two thirds of the 
respondents found the IPO process 
unhelpful.  

Recognition of Distinction 
iv. Disseminate by e-mail information and advice about the RoD 

scheme to all eligible staff. 
v. Encourage explicit discussion among Faculty staff about the RoD 

criteria.  
vi. Provide 1:1 meetings with the Dean for anyone considering applying 

or seeking advice. 
vii. Establish a process to systematically identify those who should be 

encouraged and supported to apply. 
viii. Encourage the University to incorporate in guidance, an explicit 

statement about how parental leave is taken into account in the 
RoD process through the relevant SSD committees. 

Dean Dec 2016 
 
Medium Priority 

RoD outcome: Provision of greater 
information and advice through 
communication methods like the website, 
email and meetings. 
 
Faculty members have a clearer 
understanding of the University’s RoD 
process and how the Faculty can support 
them. 
 
Target: To increase the proportion of staff 
finding information on the RoD helpful. 

Reward and Recognition Scheme 
ix. Ensure that all supervisors and managers review fixed term staff 

annually to consider whether applications for those that the scheme 

HoAF and PC Oct 2016 
 
High Priority 

Recognition scheme outcome: Operation of 
the scheme by Personnel Committee with an 
improved balance of nominations from 



Overarching objective Action  Committee/Officer 
Responsible  

Delivery 
Date/Priority 

Outcomes and Targets 

applies to are put in; this will be incorporated into the Personnel 
Committee framework and actioned by the Vice Dean 

x. Strengthen the process for operating the scheme by bringing the 
operation and oversight of it into the remit of Personnel Committee.  

 

eligible research and academic staff to the 
scheme.  
 
Target: Process to be in place by March 
2017. 

Action Plan H - Support for career development 

Increase support for 
research activity in the 
Faculty (Section 5.3.v) 
 

Permanent Staff  
i. A Faculty research seminar will be introduced to which all Faculty 

members will be invited to attend and at which they should all be 
asked to present. It will be in a well publicised timeslot so that people 
could then organise their diary so that they can plan to attend in 
advance. Suggestions for its format include a termly term time event. 

 

AD R and Research 
Committee 

Jan 2017 Research support outcome: A staff research 
seminar termly. 
 
Research support outcome: Revision of web 
pages and improved communication to the 
Faculty; including a visible research support 
team profile page and funder profiles on the 
Faculty website, 
 
Monitor research support in terms of gender 
and respond as necessary.  
 
Target: An increase in the number of grant 
applications submitted. In 2016 there were 
85 applications and by 2018 the Faculty 
would like to see 100 grant applications 
made. 
 
Target: 70% of staff say they feel supported 
with their research by the Faculty in the 
2018 survey and 85% in the 2020 survey. 

ii. Increase the visibility of research support in the Faculty, from 
Induction, and particularly of the Research Facilitator and other 
research support staff, through the Faculty website, regular emails, 
workshops and meetings.   This also includes: 

 the newly active Research Committee – the AD R and Research 
Facilitator will ensure the new remit is communicated to the 
Faculty to enable specific issues and policy to be discussed at 
meetings when required  

iii. An annual report of research activity, findings and new actions to be 
submitted to LB through the Research committee. 

iv. Monitor research grant data by gender and take action where 
necessary; 

v. Add new questions to the 2018 and 2020 surveys specifically asking 
the staff if they feel supported by the Faculty in their research and if 
they feel that a research culture is being promoted within the Faculty. 

AD R and Research 
Committee 

Oct 2017 
 
Low Priority 

Increase support for those 
in the Faculty taking on 
administrative 
responsibilities  
(Section 5.6.iii.) 

Permanent staff taking on Administrative Roles 
vi. Provide Faculty guidance for those taking up Faculty administrative 

responsibilities, particularly in regards to how to work with the 
administrative team and equal opportunities training, and advice on 
how to maintain a healthy work/life balance.  

 Provide clear written role descriptions for all Faculty administrative 
roles available to academics. 

 

HoAF Oct 2017 
 
Medium Priority 

Admin role outcome: Establishment of 
training framework and annual timetable. 
 
Target: Increase the number of respondents 
to the permanent staff survey replying that 
they feel very supported in their 
administrative roles in the 2018 and 2020 
surveys to 40% and 65% respectively. In 
2016, 15% said very supportive, 43% 
reasonably supportive and 24% some 
support was received. 

Increase support for fixed-
term academic and 
research staff   
(Section 5.3.iii) 
 

Fixed Term Research/Academic Staff  
vii. Building on current University frameworks, implement a robust 

framework of Personal Development Review within the Faculty for 
ensuring that those on fixed term academic and research posts are 
adequately supported in these posts and their future career plans.  

Vice Dean, Centre 
Directors, HoAF and 
ASC 

Oct 2017 
 
High Priority 

Staff support outcome: Establishment of 
Personnel Development Review Framework 
in liaison with SSD. 
 
 



Overarching objective Action  Committee/Officer 
Responsible  

Delivery 
Date/Priority 

Outcomes and Targets 

Ensure that there is not a 
leaky pipeline between 
fixed term posts and 
permanent posts in Oxford 
and elsewhere  
(Section 5.3.iii) 

PDR will also include advice on promotion; well-being; work/life 
balance; workload; training opportunities; and research funding. This 
would also involve:  

 Requiring line Managers/supervisors to undertake OLI training 
appropriate to their needs,  

 Using the SSD PDR toolkit for managers; 

 Developing a checklist of points to discuss. 

 Identifying what currently works well in the Centres, through the 
Centre management Committees, reporting best practice to LB to 
ensure that this is extended across the Faculty. 
 

viii. Training for mentors for those on fixed term contracts to be placed 
on a more formal footing;  

ix. Opportunities to be provided to those on fixed term contracts to 
make connections with other faculties and Faculty members. In 
particular, while college associations are not in the province of the 
Faculty, helping those on fixed term contracts to find those 
associations (for example through non stipendiary JRFs); 

x. Greater guidance will be provided on the support research staff can 
expect whilst on a fixed contract (e.g. support for developing one’s 
own career and, for those working on another person’s project, how 
much of their work should be independent). 

 

Training and opportunities outcome: A 
better understanding of the opportunities 
and roles amongst fixed-term staff in regards 
to their projects. 
 
Target: Increase the number of respondents 
to the fixed term post-holder survey replying 
that they feel very supported in the 
development of their careers to 50% in the 
2018 and 65% in the 2020 surveys. In 2016 
23% felt very supported and 25% felt quite 
supported. 
 
Target: An increase of 50% taking up OLI 
training opportunities available to them. 

Action Plan I  - Parental Leave, Flexible Working and Career Breaks 

Ensure that Faculty 
members have full 
information about Parental 
Leave, Flexible Working 
and Career Breaks, and HR 
Policies  
(Sections 5.5) 

i. Ensure that all staff are provided with information concerning 
support for those with caring responsibilities, particularly as part of 
induction and the recruitment process (see actions G ii). 

 Increased visibility of information being provided to all through the 
Faculty website, emails and meetings. 

 
ii. Ensure that the Faculty explicitly and properly accommodates those 

in fixed term posts who have particular needs due to the way their 
post is funded, in accordance with the University’s recently-agreed 
family leave framework for research staff and research grant holders. 

ASC, Vice Dean, and 
HoAF  

April 2017 
 
Medium Priority 

Information provision outcome: Established 
framework for information provision, 
including as part of induction, and for 
prospective applicants as part of the 
recruitment process. 
 
Target: Increase the number of respondents 
to the surveys replying that they feel 
supported in their caring responsibilities and 
in dealing with problems by 25% in the 2018 
survey and 50 % in the 2020 survey. In 2016, 
40% of permanent staff and 28% of fixed-
term staff felt they had received some or 
little support from the Faculty. 

Ensure that HR policies are 
delivered in as efficient 
and widespread way as 
possible. 

iii. To revise in tandem with the SSD, how HR policies (including parental 
leave and flexible working policies) are implemented so as to develop 
a more user friendly and streamlined delivery model.  In particular, to 
ensure people are familiar, from induction, with what is offered to 
enable leave to be taken. 

HoAF, Vice Dean, PO 
and PC. 

Oct 2017 
 
High Priority 

HR policy outcomes: Report in Oct 2017 to 
Personnel Committee and subsequent 
reforms introduced.  
Discussions with the Division relating to the 
management of academic staff and the 
relevant policies. 



Overarching objective Action  Committee/Officer 
Responsible  

Delivery 
Date/Priority 

Outcomes and Targets 

Target: Increase the number of respondents 
to the surveys replying that they feel 
supported in their caring responsibilities and 
in dealing with problems by 25% in the 2018 
survey and 50 % in the 2020 survey. In 2016, 
40% of permanent staff and 28% of fixed-
term staff felt they had received some or 
little support from the Faculty. 

Action Plan J - Culture 

Address perceptions that 

the Faculty is not 

integrated (Section 5.6.i) 

i. Continue the termly Faculty lunch (started in 2014) as a regular event 
for all Faculty staff and publicise it through emails and meetings. 

ii. Revise the timetabling of lectures so as to increase the chance that 
Faculty members and students are able to meet at the Faculty;   

 Once the new coffee shop  becomes operational, seek ways to 
encourage Faculty members to use it as a space to meet other Faculty 
members;  

 Explore other ways to bring the Faculty together for events and 
meetings (away days etc) recognising the time limitations of Faculty 
members. 

iii. Ensure fixed-term post-holders are represented on Faculty 
committees and at Faculty events so that they are recognised as 
professional colleagues.   

ASC, EDC, and HoAF Oct 2018 
 
Medium Priority 

Outcome: Continuation of the termly 
‘Green’ lunch with at least 50 staff in 
attendance. Currently there are only 30 
attending the lunches. 
 
Target: Increase the number of permanent 
staff respondents to the surveys replying 
that they feel the Faculty is integrated in the 
2018 and 2020 survey, from the 44% in the 
2016 survey.   
 
Target: Increase the number of fixed-term 
post-holder respondents to the surveys 
replying that they feel very integrated into 
the Faculty by 50% in the 2018 and 2020 
survey. In 2016 25% said they felt very 
integrated. 

Address the perceptions 

that Faculty governance 

structures are not 

transparent (Section 5.6.i) 

iv. Provide greater information about how the Faculty is governed in 

student and staff induction. 

v. Send round a termly email reminding Faculty members of who 

Faculty officers and students reps are (including photos). 

vi. Revise the Law Faculty webpages relating to Law Faculty governance 

to ensure they are as clear as they can be.  

vii. Regularly communicate to academic staff about issues being dealt 

with at Law Board that might be of interest to wider Faculty 

members, through e-mail and access to the appropriate Weblearn 

page.  

 

HoAF, ASC, Vice Dean, 
AD GSR, AD GST 

From Oct 2016 
 
Medium Priority 

Outcome: Improved information provision. 
 
Target: Increase the number of respondents, 
by 40%, to the surveys replying that they 
feel that governance structures in the 
Faculty are transparent in the 2018 and 2020 
surveys, particularly in regards to the fixed-
term post-holders and students. In 2016 59% 
of permanent post-holders and 39% of fixed-
term post-holders had a reasonable 
understanding of Faculty governance 
structures. 



Overarching objective Action  Committee/Officer 
Responsible  

Delivery 
Date/Priority 

Outcomes and Targets 

Foster greater 
transparency in the Faculty 
(Section 5.6) 
 
Reduce email traffic 

(Section 5.6.i) 

viii. Develop a set of working principles for use of email in the Faculty, 
focusing specifically on expectations about when emails should be 
replied to.  

ix. Create a weekly Faculty newsletter or web-based notice board as a 
way of cutting down on email traffic, and increasing information 
provision. The Faculty has already introduced a weekly events email 
which has cut down on the email traffic sent out by Discussion 
groups.  

 CWAG will look into ways of reducing email traffic even further 
through the introduction of communication best practices which will 
then be rolled out to the whole Faculty.  

 CWAG and HoAF  Oct 2017. 
 
High Priority 

Outcome: A change to email practices in the 
Faculty as a result of an implemented 
communications policy and improved 
communications practices.  
 
Target: Reduction in the number of emails 
being sent from the Law Faculty web 
account by 50% by Dec 2018.  

Address the perception 
that HR information and 
policies are not readily 
available to Faculty 
members  
(Section 5.6.ii)  

x. Ensure the Faculty provides information about University HR policies 
among its post holders through faculty wide meetings, adding 
relevant links to the staff pages on the Faculty website, sending new 
starter letters out with links to the relevant HR policies, using existing 
mailing lists to send changes and updates in HR policies to all post-
holders. 

xi. Add a specific question to the 2018 and 2020 surveys, asking staff 
how good their understanding is of University HR policies and the 
Faculty’s implementation of these policies. 

HoAF and  PO Already 
actioned. 
Ensure 
mechanisms are 
in place for all 
actions by 
January 2017.  
 
High Priority 

Outcome: Increased awareness of University 
HR policies and how they are implemented 
within the faculty. 
 
Target: To get over 50% of respondents 
indicating an awareness of HR policies to 
questions in surveys in 2018 and 2020.  
 

Action Plan K – Workload 

Establish a clear picture of 
how workloads are 
distributed across the 
Faculty and Colleges 
 
Analyse the data and 
ensure that workloads are 
distributed fairly across the 
Faculty (Section 5.6.v) 
 

i. Develop a points-based system for the allocation of administrative 
tasks, and connect it to existing mechanisms for collecting data on 
teaching loads and allocating examining duties. Where possible, we 
will also collect information about individuals’ college and external 
activities to develop a holistic picture of their workloads. The Law 
Faculty Board has approved the development of a workload model in 
principle and we are setting up a working group to draw up the 
detailed arrangements. A spreadsheet showing individuals’ workload 
‘points’ will be circulated annually so that colleagues can see how 
their workloads compare. 

HoAF, Dean, Vice Dean 
and PC 

To develop the 
model by Oct 
2017 and 
analyse the data 
by Oct 2018. 
 
High Priority 

Workload outcome: Creation of new 
workload model offering a fairer allocation 
of tasks amongst Faculty members.  
 
Findings analysed and actions introduced in 
response to these. 
 
Target: Increase the number of respondents 
to the surveys replying that they feel that 
work allocation in the Faculty is transparent 
and fair by 25% in the 2018 and 2020 
surveys, from the 40% of permanent post-
holders and 38% of fixed-term post-holders 
in 2016.  

Ensure that the allocation 
of responsibilities in the 
Faculty is on a fair and 
transparent basis and to 
increase visibility of the 
range of responsibilities 
undertaken by Faculty 
post-holders (Section 
5.6.iii) 

ii. The system for asking for expressions of interest for forthcoming 
committee and Faculty officer vacancies has been consolidated and 
entrenched into Personnel Committee. In making decisions about 
filling positions the committee take into account the need to balance 
out workloads and ensure all committees and officers reflect the 
diversity of the Faculty. 

 The publicity of vacancies and asking for expressions of interest will 
be actioned through emails, reported on the open papers section 

PC  From Oct 2016. 
 
High Priority 

Allocation of responsibilities outcome: 
Continue the successful process of 
advertising vacancies and seeking 
expressions of interest.  
 
Target: Increase the number of respondents 
to the surveys replying that they feel that 
work allocation in the Faculty is transparent 
and fair by 25% in the 2018 and 2020 



Overarching objective Action  Committee/Officer 
Responsible  

Delivery 
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of LB (which is available to all) and within the LB summary report 
sent out to the Faculty by the HoAF after each LB meeting. 

surveys, from the 46% of permanent post-
holders and 38% of fixed-term post-holders 
in 2016. 
 

Action Plan L – Role Models 

Make visible the academic 
successes of Faculty 
members (Section 5.6.vii) 

Promoting diversity 
i. Actively report on different people’s achievements and the diverse 

range of scholarship being carried out in the Faculty.  
This includes in relation to: 

 The Faculty website (particularly the “research focus section);  

 Weekly Information to be circulated  

 The termly eBulletin; 

 Law News (the annual publication sent to Law Faculty alumni). 
 

ii. CWAG to review the gender balance of reporting on a termly basis 
looking specifically at the Information provision and Faculty 
publications. 

ASC, EDC & CWAG July 2020 
 
Medium Priority 

Outcome: Academics are informing the 
Faculty of their achievements and their 
students’ achievements. This information is 
communicated to our Faculty through news 
updates on the Faculty website and the 
Faculty eBulletins. 
  
Target: Reduce the numbers of PGR and 
staff respondents stating that women’s 
scholarship is not recognised as much as 
men’s scholarship in the 2018 and 2020 
surveys.  In 2016 29% of research students, 
and 23% of permanent staff answered ‘not 
particularly’ or ‘not at all’. 

Utilise existing success 
frameworks for promoting 
women in law 

iii. Work with OWL (Oxford Women in Law) to include those on PGT and 
PGR courses and hold meetings in Oxford as well as in London.  

OWL Co-ordinator and 
ASC 

Oct 2018. 
 
Low Priority 

Outcome: Change to OWL provision. 
 
Target:  To arrange at least two meetings a 
year where OWL and those on PGT and PGR 
can meet. 

Ensure that the full 
diversity of high quality 
scholarship being carried 
on in the Faculty is 
recognised and fostered 
(Section 5.6.vii) 

Highlighting the diverse scholarship that takes places in the Faculty and 
promoting it 
iv. Develop a framework to encourage debate and discussion among 

Faculty staff about the diversity of legal scholarship. This might 
include the proposed termly research seminars to discuss recent 
research projects within the faculty:  

 Encouraging subject groups to reflect on the scholarly diversity of 
course reading lists;  

 Develop research seminars to disseminate understanding of current 
research, including a particular focus on research by women. 

ASC and AD R,  
GSC & USC 

Oct 2017. 
 
Medium Priority 

Outcome: Framework introduced. 
 
 
Target: Reduce the numbers of PGR 
respondents stating that women’s 
scholarship is not recognised as much as 
men’s scholarship in the 2018 and 2020 
surveys. In 2016 29% of research students, 
and 23% of permanent staff answered ‘not 
particularly’ or ‘not at all’. 

 
 
 
 
 
 
 



 
 
 
 
Appendix - List of Acronyms  
 

 

Acronym Definition Acronym Definition 
A Acceptances MSt Master of Studies 
AD GST Associate Dean for Graduate Studies (Taught) O Offers 
AD GSR Associate Dean for Graduate Studies (Research) OLI Oxford Learning Institute 
AD R Associate Dean for Research  P Pass 
AD UA Associate Dean for Undergraduates and Access PC Personnel Committee 
AP Associate Professor PDR Personal Development Review 
APPs Applications PGDip Postgraduate Degree in Intellectual Property Law and Practice 
ASC Athena Swan Co-ordinator PGT Postgraduate Taught 
BCL Bachelor of Civil Law PGR Postgraduate Research 
C1 Course I BA in Jurisprudence PO Personnel Officer 
C2 Course II BA in Jurisprudence with European Studies PT Part-Time 
CLRM Course in Legal Research Methods RoD Recognition of Distinction 
CSLS Centre for Socio-Legal Studies SAG Student Attainment Gap Working Group 
CWAG Communications and Web Advisory Group SAT Self Assessment Team 
D Distinction SP Statutory Professor 
DPhil Doctor of Philosophy SSD Social Sciences Division, University of Oxford 
EDC Equality and Diversity Committee TP Titular Professors 
F Female UG Undergraduate Students 
FT Full-Time USC Undergraduate Studies Committee 
GSC Graduate Studies Committee WD Withdrawn 
HoAF Head of Administration and Finance 

I Interviews 

IPO Initial Period of Office 

JRF Junior Research Fellow 

LB Law Board 

M Male 

MJur Magister Juris 

MLF Masters of Law and Finance 

Mods Law Moderations 

MPhil Master of Philosophy 

MSc Master of Sciences 

 


