
Prof.	Val	Gibson	
Cavendish	Laboratory,	Cambridge	



Where	it	all	started	for	me	…. !

2 
Huntingtower Road Primary School 
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Where	it	all	started	for	me	…. !

3 
Huntingtower Road Primary School 
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Where	it	all	started	for	me	….	

4 
Kesteven and Grantham Girls’ School 
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Where	it	all	started	for	me	….	

5 
Kesteven and Grantham Girls’ School 

Physics teacher 
Mr Rod Lever 
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1985 1995 

2000 

2005 

2010 1980 

1983  
BSc Sheffield 
CERN summer student 

1983 
Met my future husband, 
 Andy. 

1990 

My	Career	in	Science	
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CERN	Summer	Student	
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CERN	Summer	Student	

8 

Discovery of the W± boson 
 
 
Followed by the Z0 

1983 

1984 
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CERN	Summer	Student	
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Discovery of the W± boson 
 
 
Followed by the Z0 

1983 

1984 
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1985 1995 

2000 

2005 

2010 1980 

1983  
BSc Sheffield 
CERN summer student 

1983 
Met my future husband, 
 Andy. 

1986 
DPhil, Queens  
College, Oxford 

1987  
CERN Fellow 

1990 
SERC Advanced Fellow 
Stokes Senior Research Fellow, 
Pembroke College 

1990 

1994 
University Lecturer 
Fellow Trinity College 

1993 
Got married 

1998 
Daughter Milly born 

2002 
Daughter Lucy born 

2006 
University Reader 

2009 
University Professor 
Senior Lecturer Trinity 

10 

My	Career	in	Science	
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My	Greatest	Personal	Achievement	
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A	snapshot	of	my	work	

12 

The Cavendish Laboratory 
 
Head of High Energy Physics 
Lecturer, final year projects,  
Examiner… 

           CERN 
 
The Large Hadron Collider (LHCb) 
Matter- antimatter asymmetries  
Search for new physics 
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Measurement of the B0
s ! µ+µ�

branching fraction and e↵ective
lifetime and search for B0 ! µ+µ�

decays
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Figure 1: Mass distribution of the selected B0

(s)

! µ+µ� candidates (black dots) with BDT > 0.5.
The result of the fit is overlaid and the di↵erent components are detailed.

then determined from a fit to the weighted decay time distribution with an exponential223

function multiplied by the acceptance function of the detector. The B0

s

candidates are224

selected using criteria similar to those applied in the branching fraction analysis, the225

main di↵erences being a reduced dimuon mass window, [5320, 6000]MeV/c2, and softer226

particle identification requirements on the muon candidates. The former change allows to227

simplify the fit model for the B0

s

! µ+µ� signal by removing most of the B0! µ+µ� and228

exclusive background decays that populate the lower dimuon mass region, while the latter229

increases the signal selection e�ciency. Furthermore, instead of performing a fit in bins of230

BDT, a requirement of BDT > 0.55 is imposed. All these changes minimise the statistical231

uncertainty on the measured e↵ective lifetime. This selection results in a final sample of232

42 candidates.233

The mass fit includes the B0

s

! µ+µ� and combinatorial background components.234

The parameterisations of the mass shapes are the same as used in the branching fraction235

analysis. The correlation between the mass and the reconstructed decay time of the236

selected candidates is less than 3%.237

The variation of the trigger and selection e�ciency with decay time is corrected for in238

the fit by introducing an acceptance function, determined from simulated signal events239

that are weighted so that the accelerator and detector conditions and the number of tracks240

per event match those seen in data. The use of simulated events to determine the decay241

time acceptance function is validated by measuring the e↵ective lifetime of B0 ! K+⇡�
242

decays selected in data. The measured e↵ective lifetime is 1.52 ± 0.03 ps, where the243

uncertainty is statistical only, consistent with the world average [15]. The statistical244

uncertainty on the measured B0 ! K+⇡� lifetime is taken as the systematic uncertainty245

associated with using simulated events to determine the B0

s

! µ+µ� acceptance function.246

The accuracy of the fit for the B0

s

! µ+µ� e↵ective lifetime is estimated using a247

6

]2c [MeV/−µ+µm
5400 5600 5800 6000

)2 c
 c

an
di

da
te

s /
 (3

4 
M

eV
/

−
µ+

µ 
→ s0

 B

0
2
4
6
8

10
12
14
16
18

Data
Total

 −µ+µ → s
0B

Combinatorial background

LHCb

  

Decay time [ps]
0 5 10

 c
an

di
da

te
s /

 (1
 p

s)
−
µ+

µ 
→ s0

W
ei

gh
te

d 
B

0

2

4

6

8

Data

Effective lifetime fit

LHCb

  

Figure 2: (top) Mass distribution of the selected B0

(s)

! µ+µ� candidates (black dots) with

BDT > 0.55. The result of the fit is overlaid together with the B0

s

! µ+µ� (red solid line) and
the combinatorial background (blue dashed line) components. (bottom) Background-subtracted
B0

s

! µ+µ� decay time distribution with the fit result superimposed.

software packages on which we depend. Individual groups or members have received292

support from AvH Foundation (Germany), EPLANET, Marie Sk lodowska-Curie Actions293

and ERC (European Union), Conseil Général de Haute-Savoie, Labex ENIGMASS and294

OCEVU, Région Auvergne (France), RFBR and Yandex LLC (Russia), GVA, XuntaGal295

and GENCAT (Spain), Herchel Smith Fund, The Royal Society, Royal Commission for296

the Exhibition of 1851 and the Leverhulme Trust (United Kingdom).297

8

B Bs
0 → µ+µ−( ) = 3.0± 0.6 −0.1

+0.2( )×10−9

τ Bs
0 → µ+µ−( ) = 2.04± 0.44± 0.05 ps

First	observation	(7.8σ)	of		
																					
in	a	single	experiment.	
	

Bs
0 → µ+µ−

LHCb:	aiXiv:	1703.05747	
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Trinity College 
 
Senior Woman Fellow 
Director of Studies 
Admissions Officer 
Undergraduate Supervisor 

Equality & Diversity 
 
School E&D Champion 
Chair School E&D Forum 
Chair IoP Juno panel 
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IoP	Benchmarks	
20%    A2-level (& equiv.) physics students are women.	
22%    physics graduands are women. 
21%    researchers are women. 
17%    academic staff are women. 
  9%    physics professors are women. 

At the current rate of change (3% over 7 years), we could 
only reach 35% of women academic staff by 2050. 
 
We need to do more…. 

17/3/17	 Strings	&	Gender	 18	



Journey	to	Gold	
Mar	2003	Senior	women	discussions	
Nov	2003	IoP	“Women	in	Physics”	site	visit	
			2004					Cavendish	Personnel	Committee	established	

				

		

19	

Cambridge,	Physics	
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Athena	SWAN	&	IoP	Juno		
Athena	SWAN		&	Project	Juno	Charters	introduced	in	2005	&	
2007	to	address	the	attraction	and	retention	of	women	in	
science.	

17/3/17	 Strings	&	Gender	 20	

http://www.ecu.ac.uk/equality-charters/athena-swan/	
http://www.iop.org/policy/diversity/initiatives/juno/index.html	



2011:	Letter	to	Medical	Schools	Council	from	Dame	Sally	
Davies	(Chief	Medical	Officer):	
“..we	do	not	expect	to	short-list	any	NHS/University	partnership	
where	the	academic	partner	has	not	achieved	at	least	the	Silver	
Award	of	the	Athena	SWAN	Charter	for	Women	in	Science.”		

May	2015:	Athena	SWAN	charter	expanded	to	recognise	
work	undertaken	in	arts,	humanities,	social	sciences,	
business	and	law	(AHSSBL),	and	in	professional	and	
support	roles,	and	for	trans	staff	and	students.	The	
charter	now	recognises	work	undertaken	to	address	
equality	more	broadly.	
	

Athena	SWAN	
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[1]	A	robust	organizational	framework	to	deliver	equality	of	opportunity	

and	reward.	

[2]	Appointment	and	selection	processes	and	procedures	that	encourage	
men	and	women	to	apply	for	academic	posts	at	all	levels.	

	
	
	
	
	
	
	
	

Juno	Principles	

	

[3]	Departmental	structures	and	systems	which	support	and	encourage	
the	career	progression	and	promotion	of	all	staff	and	enable	men	and	
women	to	progress	and	continue	in	their	careers.	

[4]	Departmental	organisation,	structure,	management	arrangements	
and	culture	that	are	open,	inclusive	and	transparent	and	encourage	
the	participation	of	all	staff.	

[5]	Flexible	approaches	and	provisions	that	enable	individuals,	at	all	
career	and	life	stages,	to	optimise	their	contribution	to	their	
department,	institution	and	to	SET.		
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Juno	Awards	
Start	the	Juno	journey	by	endorsing	the	5	
principles	and	make	a	commitment	to	work	
towards	Practitioner	and	Champion.	

Demonstrate	that	the	Juno	journey	is	well	
underway.	Evidence	is	gathered	and	an	
initial	action	plan	demonstrates	how	the	
department	aims	to	achieve	Champion.	

Demonstrate	that	the	5	principles	are	
embedded	throughout	the	department.	
Further	evidence	is	gathered	and	the	action	
plan	demonstrates	how	the	department	will	
continue	to	further	good	practice.	

Supporter	

Practitioner	

Champion	

17/3/17	 Strings	&	Gender	 23	



Athena	SWAN	&	IoP	Juno		
	

IoP	supports	departments	
towards	Athena	SWAN	Gold	

17/3/17	 Strings	&	Gender	 24	

Commitment	and	progression	recognised	with	reciprocal	
arrangement	of	awards	schemes:	



Journeying to the end 
of the rainbow? 
A guide for Juno Champions working towards Athena SWAN Gold 

An Institute of Physics Report | September 2016
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Benefits	of	Juno	
�  “By	Physicists	for	Physicists”	
�  Juno	panel	members	published	

	Chair:	Val	Gibson	(Cambridge)	
				 	IoP	team:	Jenni	Dyer	&	Angela	Townsend	

	10	members,	9	academic	physicists,	1	industrial	physicist	
	http://www.iop.org/policy/diversity/initiatives/juno/panel/	

� Panel	interacts	with	Juno	contacts	and	departments	
�  Site	visits	with	comprehensive	feedback	
� Buddying	/mentoring	system	with	nearby	departments	

Juno	is	more	than	an	awards	scheme;	it	acts	as	a	peer	support	
network	for	physicists	wishing	to	address	gender	equality.	
	
	

 
 

Juno code of practice 

 
 
 
 

  

Diversity team, Institute of Physics 
76 Portland Place 

London 
W1B 1NT 

 
+44(0)20 7470 4800 

diversity@iop.org / juno@iop.org              

April 2016 

      

IOP Diversity team 
Detailed code of practice for Juno Supporter, 
Practitioner and Champion awards. 
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The Juno journey

The five principles of Juno

Galway Mayo Institute of Technology  
Glyndwr University  
Heriot-Watt University  
Institute of Astronomy (University of Cambridge)
Liverpool John Moores University  
Loughborough University  
National Physical Lab (NPL)  
Northumbria University  
Sussex University  
Swansea University  
University College Dublin  
University of Central Lancashire  
University of Huddersfield  
University of Hull  
University of Kent  
University of Leeds  
University of Liverpool  
University of Portsmouth  
University of Southampton  

Aberystwyth University 
Cardiff University  
Durham University  
King’s College London  
National University of Ireland Galway  
Trinity College Dublin  
University of Bath  
University of Bristol  
University of Exeter  
University of Hertfordshire  
University of Leicester  
University of Sheffield  
University of St Andrews  
University of Surrey  

Imperial College London  
Open University  
Queen Mary University of London  
Queen’s University, Belfast  
Royal Holloway, University of London  
University of Nottingham  
University College London  
University of Birmingham  
University of Cambridge  
University of Edinburgh  
University of Glasgow  
University of Lancaster  
University of Manchester  
University of Oxford  
University of Warwick  
University of York  

We produce a range of materials to support 
your Juno journey. Contact us for more 
information.
Institute of Physics, 76 Portland Place, London W1B 1NT 
Tel +44 (0)20 7470 4800   Fax +44 (0)20 7470 4848 

iop.org/juno    @iopdiversity

Supporter
The department starts its Juno  
journey by endorsing the five principles and 
making a commitment to work towards  
Practitioner and then Champion.

Practitioner
The department demonstrates that its 
Juno journey is well underway. Qualitative and 
quantitative evidence is gathered and its initial 
action plan demonstrates how the department 
aims to achieve Champion status.

Champion
The department demonstrates that the 
five principles are embedded throughout the 
department. Further evidence is gathered and its 
action plan demonstrates how the department 
 will continue to further good practice.

Supporter

Practitioner

Champion

Project Juno IOP gender equality awards for physics in the UK and Ireland
Project Juno is an awards scheme managed by the Institute of Physics. The scheme recognises and  
rewards physics departments, institutes and groups that can demonstrate they have taken action to address  
the under-representation of women at all levels, and are encouraging better working practices for all.

Examples of good practice are shown beneath each principle

A robust organisational framework to deliver 
equality of opportunity and reward. 

•  Senior management are actively involved in equality and  
diversity activities such as workshops and being members of  
the Juno committee.

•  Departmental staff surveys or focus groups are carried out with 
results shown by gender and results are acted upon.

1

Appointment and selection processes  
and procedures that encourage men and 
women to apply for academic posts at  
all levels.

•  Staff involved with any interview process, including PhD positions 
and undergraduate admissions, undertake gender awareness and 
equality and diversity training. 

•  Women are actively encouraged to apply for posts through active 
search committees. 

2

Departmental structures and systems  
that support and encourage the career 
progression and promotion of all staff and 
enable men and women to progress and 
continue in their careers.

•  Mentoring schemes are in place for all staff and research associates. 

•  An impartial person is available to undertake staff reviews and 
feedback is used to develop the review process. 

•  Staff are considered for promotion annually and have access to a 
mentor to help them prepare their promotions cases.

3

Departmental organisation, structure, 
management arrangements and culture that 
are open, inclusive and transparent, and 
encourage the participation of all staff.

•  Equality and diversity training is mandatory for all academic staff 
and demonstrators. 

•  There are agreed targets for female seminar speakers. 

•  A work allocation model that can be viewed by all staff is in place.

4

Flexible approaches and provisions that 
enable individuals, at all career and life 
stages, to optimise their contribution to  
their department, institution and to SET.

•  Returners’ scheme is in place for all, including shared parental 
leave. 

•  Career breaks allow for a reduced or no teaching load to enable a 
return to research. 

•  Specific initiatives are introduced for female academics taking 
maternity leave, such as funding for a research associate to 
help with postgraduate supervision and maintain contact with 
collaborators. 

5

July 2016 

Juno	 Athena	SWAN	
22	Supporters	
13	Practitioners	 13	Bronze	
13	Champions	 14	Silver	

1	Gold	
48	Departments	 28	Departments	

•  67%	of	departments	engage	with	Juno	first	and	then	use	their	
Juno	awards	to	obtain	Athena	SWAN	awards.	

•  Only	2/13	departments	obtained	Silver	before	Juno	Champion.	
•  5	UK	and	5	Irish	departments	not	engaged	with	AS	or	Juno.	
•  Juno	also	taken	up	by	Research	Institutes	and	external	
companies	(e.g.	Huddersfield,	UKAEA,	NPL).	

	

AS	&	Juno	departments	
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Journey	to	Gold	
Mar	2003	Senior	women	discussions	
Nov	2003	IoP	“Women	in	Physics”	site	visit	
			2004					Cavendish	Personnel	Committee	established	

			2008						Join	Project	Juno	&	Athena	SWAN	schemes		
			2010							Juno	Champion	(2	applications)	

							Athena	SWAN	Silver	
Jun	2013			Juno	Champion	renewal	
Nov	2013		Athena	SWAN	Gold	(2	applications)	

Critical	friends	(e.g.	IoP	Juno	panel)	were	key	to	success…	

� 		

28	

Cambridge,	Physics	

17/3/17	 Strings	&	Gender	



29	17/3/17	 Strings	&	Gender	



Main	AcGviGes		
64% increase in 
number of women 
academics 

All female academics, 
eligible for promotion, 
promoted at least once 

Mandatory for all 
staff to undergo E&D 
training 

Research Staff Committee 
formed (very active); and 
significant expansion of 
career advice 

Demonstrated positive impact 
from re-design of 1st year UG 
physics course; and action 
plan to address performance 

Cambridge,	Physics	
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Exam	Performance	

31 
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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)�
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�  Cambridge Natural Sciences course  
�  End of 1st year results: Physics  

30% men get 1st class marks 

10% women get 1st class marks 



Physics	Exam	Project	
� April 2014: Year 1 mock physics exam    (funded by IoP) 

 
�  Published in Eur. J. of Physics 36 (2015) 045014. 

32 

An Investigation into the Impact of Question Structure

on the Performance of First Year Physics Undergraduate

Students at the University of Cambridge.

Prof. Valerie Gibson, Dr. Lisa Jardine-Wright

⇤
& Elizabeth Bateman

University of Cambridge, Cavendish Laboratory, J J Thomson Avenue, CB3 0HE

⇤Email: ljw21@cam.ac.uk

2

17/3/17	 Strings	&	Gender	



Physics	Exam	Project	

 
� All students benefit; women preferentially. 
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(a) University style.
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(b) Sca↵olded style.

Figure 3: Distribution of degree classes [1st (>67%), 2nd (>47%), 3rd (>37%), and fail (<37%)] for
the whole cohort as achieved for (a) university style and (b) sca↵olded style questions.

attained by female students for sca↵olded questions is 13.4% higher than for university style questions
(4.9 standard deviations). This can be compared to 9.0% (5.5 standard deviations) for the male
students. Overall, 19.5% more females achieve first class marks for the sca↵olded questions compared
to the university style questions, with 31.2% fewer of them failing. For the male students the di↵erence
was slightly less marked with 13.2% more achieving first class marks for the sca↵olded questions with
14.4% fewer failing.

We therefore conclude that sca↵olding of exam questions is beneficial to all undergraduate students
and that the female students benefit preferentially.

Analysis by A2-level performance

The results presented so far strongly agree with the hypothesis that sca↵olding in questions correlates
with exam performance. To further support this evidence we make an additional two comparisons. The
first is to establish whether the degree classification is correlated to A2-level examination performance.
The second is to investigate the correlation between A2-level performance and the sca↵olded and
university style questions.

Figure 4a shows the correlation between the marks scored at A2-level (physics, mathematics and
further mathematics) and the mock exam. A correlation is observed for all three A2-level subjects.
For those students who took both physics and mathematics at A2-level, the correlation between their
average A2-level mark and the mark they obtained in the mock exam for the sca↵olded and university
style questions is shown in Figure 4b. It can be seen that the performance of students depends
strongly on the style of exam question, and is apparent for all A2-level marks. For those students who
took physics, mathematics and further mathematics at A2-level, the correlation between their average
A2-level mark and the mark they obtained in the mock exam for the sca↵olded and university style
questions is shown in Figure 4c. Once again, it can be seen that the performance of students depends
strongly on the style of exam question, and is apparent for all A2-level marks. In addition, there is
an indication that the sca↵olded style questions partly reduces the correlation between the A2-level
mark and the mock exam mark.

10

“University” style “Scaffolded” style 
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Key	findings	
•  No	gender	bias	in	performance	at	A2-level.	

•  Mock	exam	mark	distribution	confirms	trend	seen	in	
end	of	year	exams.	

•  “Scaffolded”	questions	improve	performance	of	both	
genders	from	all	school	backgrounds,	women	
benefitting	preferentially.	

•  Correlation	between	A2-level	and	mock	exam	results	
reduced	for	scaffolded	questions.	

•  Students	with	overseas,	mixed	environment	and		
independent	school	education	more	likely	to	receive	a	
first	class	mark	in	Year	1	(irrespective	of	gender).	
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Main	AcGviGes		
64% increase in 
number of women 
academics 

All female academics, 
eligible for promotion, 
promoted at least once 

Mandatory for all 
staff to undergo E&D 
training 

Workload Model 
(adopted by other 
departments) 

Research Staff Committee 
formed (very active); and 
significant expansion of 
career advice 

Demonstrated positive impact 
from re-design of 1st year UG 
physics course; and action 
plan to address performance 

Cavendish Social 
Committee 

Influential engagement 
with Athena SWAN 
activities at University & 
national levels 

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

The Cavendish Chair (est. 1871) 
James Clerk Maxwell 

The Jacksonian Chair (est. 1782) 
Isaac Milner 

17/3/17	 Strings	&	Gender	 37	



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

The	Cavendish	High	Chairs	(est.	2012)	
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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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Other	Challenges	Overcome			

•  Recognising	the	demographic	trend	towards	increasing	
numbers	of	EU	&	overseas	students	and	post-docs.	

•  Sense	of	belonging	Early	Career	Researchers	
–  Research	Staff	Committee,	University	OpdA	
–  Mentoring	
–  Career	advice,	CV	&	fellowship	workshops,																			,	

interview	practice	

•  Academic	community	
–  Mandatory	E&D	training	
–  Open	&	fair	appointment	processes	
–  Workload	model	

•  Culture	&	Communication	

 
 

�
�
�
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/�

17/3/17	 Strings	&	Gender	 40	



Lessons	Learnt	
�  Patience:	it	takes	about	10	years	to	change	culture.		
�  Journey:	it’s	about	embedding	good	practice;	not	the	awards.	

�  Commitment:	needs	commitment	from	all	to	deliver	good	
practice	and	equality	for	all.	

�  Evaluate:	use	quantitative	and	qualitative	data,	focus	groups	
and	surveys	to	form	an	action	plan.	

�  Surprises:	identify	pockets	of	good	practice,	as	well	as	issues	to	
be	acted	upon.	

�  Embed:	good	practice	from	the	start	and	define	
responsibilities.	

�  Critical	friends	are	key	to	success….		
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Our	Values	
Cavendish	Athena	SWAN	Gold	renewal	due	Apr	2018	
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Our	Values	
Cavendish	Athena	SWAN	Gold	renewal	due	Apr	2018	
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Thank	you	
Cavendish	Inspring	Women	(CiW)	
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