
Val Gibson!
University of Cambridge!



The Cavendish Chairs!
The Cavendish Laboratory (Department of Physics) at 
the University of Cambridge has 2 endowed chairs…. 

2 



The Cavendish Chairs!
The Cavendish Laboratory (Department of Physics) at 
the University of Cambridge has 2 endowed chairs…. 

3 
The Jacksonian Chair (est. 1782) 

Isaac Milner 



The Cavendish Chairs!
The Cavendish Laboratory (Department of Physics) at 
the University of Cambridge has 2 endowed chairs…. 

4 

The Cavendish Chair (est. 1871) 
James Clerk Maxwell 

The Jacksonian Chair (est. 1782) 
Isaac Milner 



The Cavendish Chairs!
The Cavendish Laboratory (Department of Physics) at 
the University of Cambridge has bought 2 chairs…. 
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The Cavendish High Chairs (est. 2012) 



The Cavendish Chairs!
The Cavendish high chairs (& baby-changing facilities) 
established a culture that is accepting of life beyond 
work. 
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The Cavendish Chairs!
The Cavendish high chairs (& baby-changing facilities) 
established a culture that is accepting of life beyond 
work. 
 
Challenge: Child policy within department 
 
Other developments:  
•  Maternity/paternity mentoring (pre & post leave). 
•  Provision of childcare during appointment interviews. 
•  Workload reduction on return to work. 
•  University Returning Carers scheme.  
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The Departments Biggest Challenge!
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�
� Department�2012�

(2013�projection)�
HESA�Russell�Group�(All�UK)�
universities�

Year��1�UG� 24.5%� �
BSci�UG� 16.7%� 21.2%�(21.2%)�
MaSt/MPhil�UG� 17.4%� �
Research�PG� 26.7%� 23.1%�(22.9%)�
Researchers�(RA+SRA)� 18.0%� 19.5%�(18.9%)�
All�academics� 9.1%�(14.1%)� 11.4%�(11.3%)�
Professors� 6.7%� 5.8%�(4.4%)�

2013:�64%�increase�in�number�
of�women�academic�staff.��

�

��

�

�

�

�

Figure�3:�Snapshot�of�the�percentage�of�women�in�the�Department�at�all�education�and�career�stages.�
Numbers�are�given�on�the�figure�for�Year�1�of�NatSci�course�(Year�1�UG),�Year�3�of�NatSci�course�(BSci�UG),�
Year�4�of�NatSci�course�(MaSt/MPhil�UG),��early�career�Research�Associate�(RA),�Senior�Research�Associate�
(SRA),�Lecturer�and�Senior�Lecturers�(SL),�Readers�and�Professors.��
� �
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Challenges Overcome!
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•  Recognising the demographic trend towards 
increasing numbers of EU & overseas students and 
post-docs. 
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•  Recognising the demographic trend towards 
increasing numbers of EU & overseas students and 
post-docs. 

•  Sense of belonging Early Career Researchers 
–  Research Staff Committee, Pdoc Soc. 
–  Mentoring 
–  Career advice, CV & fellowship workshops,                , 

interview practice 

 
 

�
�
�
Figure�18:�Girls�from�the�Newnham�project�visit�the�Cavendish�for�a�practical�class�session�(March�2013).�
�

Flexibility�and�managing�career�breaks�

a) Provide�data�for�the�past�five�years�(where�possible�with�clearly�labelled�graphical�
illustrations)�on�the�following�with�commentary�on�their�significance,�how�they�have�
affected�action�planning,�and�any�improvements�since�the�department’s�Silver�award.��

(i) Maternity�return�rate�–�comment�on�whether�maternity�return�rate�has�improved�
or�deteriorated�and�any�plans�for�further�improvement.�If�the�department�is�unable�
to�provide�a�maternity�return�rate,�please�explain�why.�
�

The�University�promotes�explicit�procedures� for�maternity37� (and�paternity)� leave�and� return� to�
work� through� its� website� and� at� staff� induction� in� the� Department.� The� return� rate� in� the�
Department�has�always�been�100%.�Since�2010,�4�members�of�research�staff�have�taken�maternity�
leave;�3�have�returned�fullͲtime�(one�promoted�to�a�Senior�Research�Associate).�The�other� is�still�
on�leave,�but�taking�full�advantage�of�“keeping�in�touch”�days�and�email�contact.��
�

(ii) Paternity,�adoption�and�parental�leave�uptake�–�comment�on�the�uptake�of�
paternity�leave�by�grade�and�parental�and�adoption�leave�by�gender�and�grade.�Has�
this�improved�or�deteriorated�and�what�plans�are�there�to�improve�further.�

Over�the�past�three�years,�there�have�been�6�members�of�staff�(all�research�staff)�who�have�taken�
paternity�leave.�The�paternity�forms�and�guidelines�are�accessible�from�the�Departmental�website�
and�all�staff�used�the�University�approved�procedure.� In�a�focus�group�with�research�staff� in�the�
Department,� the�ease�and�openness�of�paternity� leave�was�mentioned,�as�well�as� the� flexibility�
around� needing� to� take� time� off� at� short� notice� for� children� for� a� variety� of� reasons� including�
illness,�dropping� them�off/picking� them�up� from� school�etc.� In� addition,� in�2011� the�University�
introduced� a� policy� for� additional� paternity� leave� which� is� widely� publicised� across� the�
Department.�

�������������������������������������������������������

46�
�

37�http://www.admin.cam.ac.uk/offices/hr/policy/maternity/�
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•  Recognising the demographic trend towards 
increasing numbers of EU & overseas students and 
post-docs. 

•  Sense of belonging Early Career Researchers 
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Critical Friends!
Critical friends have been key to our success… 
 
•  IoP Project Juno supports physics departments 

with visits, advice and complementary recognition 
to Athena SWAN. 

•  University of Cambridge 
–  E&D, WiSETi and Athena SWAN team 
–  School of Physical Sciences E&D Forum 
–  Gender Equality Group & Vice-Chancellor 
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THE Biggest Challenge !
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THE Biggest Challenge !
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Only 20% A2-level (& equiv.) physics students are girls. 



IoP “Opening Doors” Project  
New Initiatives!
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Senior Physics Challenge 
Rutherford Schools Project  



Bridging the gap!
Cambridge Natural Sciences course 
Student (m/f) academic qualifications at entry ~equal  
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Bridging the gap!
Cambridge Natural Sciences course 
End of first year results  
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Figure�9:�Performance�of�firstͲyear�undergraduates�in�their�end�of�year�Physics�exam;�a)�the�breakdown�of�
marks� into�classes� (1st�>70%,�2nd�50Ͳ70%�and�3rd�40Ͳ50%,�only�very�occasional� fails);�b)� the�percentage�of�
undergraduates�whose�marks� lie� in� the� top� 10%� (number� at� top� of� histogram);� and� c)� a� typical� (2012)�
Physics�mark�distribution.��
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Bridging the gap!
April 2014: Year 1 mock physics exam    (funded by IoP) 
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“University” style “Scaffolded” style 
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Bridging the gap!
April 2014: Year 1 mock physics exam    (funded by IoP) 
 
 
 
 
 
 
 
 
All students benefit; women preferentially more. 
Paper submitted to Int. J. Sci. Education. 
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“University” style “Scaffolded” style 

10% 

30% 



Athena SWAN Gold!
Athena SWAN Gold provides a major endorsement of 
the Cavendish Laboratory’s E&D actvities.  
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Athena SWAN Gold!
Athena SWAN Gold provides a major endorsement of 
the Cavendish Laboratory’s E&D actvities.  
 
It shows that we are on the right track… but we still 
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Athena SWAN Gold!
Athena SWAN Gold provides a major endorsement of 
the Cavendish Laboratory’s E&D actvities.  
 
It shows that we are on the right track… but we still 
have a long way to go…. 
 
As the first physics department & first in University to 
achieve Gold, we are a critical friend (along with 
others & IoP Juno team) to many other departments in 
the University & elsewhere. 
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Athena SWAN Gold!
It also provides us with BIG voice within the University… 
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Athena SWAN Gold!
It also provides us with BIG voice within the University… 
 
Vice-Chancellor & University E&D 

–  Senior Gender Equality Network 
–  Gender Equality Group 
–  Gender Equality Champions: Anne Davies (Maths, STEM),  

Judith Lieu (Divinity, Arts & Humanities) 
–  School E&D Champions 
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Athena SWAN Gold!
It also provides us with BIG voice within the University… 
 
Vice-Chancellor & University E&D 

–  Senior Gender Equality Network 
–  Gender Equality Group 
–  Gender Equality Champions: Anne Davies (Maths, STEM),  

Judith Lieu (Divinity, Arts & Humanities) 
–  School E&D Champions 

 
University is challenging the                                    
“Meaning of Success” 
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Athena SWAN Gold!
It also provides us with BIG voice within the University… 
 
Vice-Chancellor & University E&D 

–  Senior Gender Equality Network 
–  Gender Equality Group 
–  Gender Equality Champions: Anne Davies (Maths, STEM),  

Judith Lieu (Divinity, Arts & Humanities) 
–  School E&D Champions 

 
University is challenging the                                    
“Meaning of Success”  
and… 
many other initiatives…. 
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