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Context and rationale



ECU’s Athena SWAN Charter
Awards Handbook

“ Mhﬁrm
May 2015 SRR

Department Application
Ireland
Bronze and Silver Award
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Core criteria: Institutions

Athena SWAN handbook:

Bronze institutions recognise that the institution has a solid foundation
for eliminating gender bias and developing an inclusive culture that
values all staff. This includes:

- an assessment of gender equality in the institution, including
guantitative (staff and student data) and qualitative (policies,
practices, systems and arrangements) evidence and identifying
both challenges and opportunities;

- afour-year plan that builds on this assessment, information on
activities that are already in place and what has been learned from
these;

- the development of an organisational structure, including a self-
assessment team, to carry proposed actions forward.
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Core criteria: departments

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. The department must also plan future actions. This includes:

- an assessment of gender equality in the department, including
guantitative (staff and student data) and qualitative (policies,
practices, systems and arrangements) evidence and identifying both
challenges and opportunities;

- afour-year plan that builds on this assessment, information on
activities that are already in place and what has been learned from
these;

- the development of an organisational structure, including a self-
assessment team, to carry proposed actions forward.
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The self-assessment process

e.g. (staff/student e.g. quotes from survey;
population data; uptake focus group data from staff,

rates; application& o researchers or students.
success rates; nglgtaatlve
benchmarking data) Quantitative

‘ data

¥

Targeted and tailored actions

“AdvanceHE



The self-assessment process

Qualitative
data
Quant|tat|ve
data \/

Is there a link
between data,
analysis and
planned

action/s?
|

\

argeted and tailored action
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SMART Actions in Athena SWAN

Section 8. Action Plan ... Actions, and their measures
of success, should be Specific, Measurable,
Achievable, Relevant and Time-bound (SMART)".

Why SMART action plans?

= structured

= funnel resources to relevant actions
= accountability and transparency

= tailored to your needs
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Developing SMART actions
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SMART action template

Planned Rationale Key Timeframe | Person Success
action outputs (start/end responsible | criteria and
and dates) outcome

MHES G IES
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Be specific

Planned Rationale Timeframe Person sSuccess

action responsible criteria and
outcome

Include a specific
description of a
specific action
that will take
place.

Consider who the
action is aimed at

and how it will be
implemented.

What are you going to do?
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Ensure relevance

Planned
action

Include a specific
description of ta
specific action
that will take
place.

Consider who the
action is aimed at
and how it will be
implemented.

Timeframe

Rationale

What did the self-
assessment
process uncover
that made this
action necessary?

The rationale
should be
relevant and
clearly linked to
issues in the
qualitative and
guantitative data.

Person
responsible

sSuccess
criteria and
outcome

Why are you undertaking this action?
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Have timeframes

Planned Rationale Timeframe Person sSuccess

action responsible criteria and
outcome

Include a specific What did the self- The action must

description of a assessment be time-bound.

specific action process uncover

that will take that made this Include clear

place. cctonnecessary” startand end

dates.

Consider who the  The rationale

action is aimed at  should be Consider using

and how it will be  relevant and milestones to

implemented. clearly linked to mark progress.
Issues in the

gualitative and
guantitative data.

When will the action start and finish?
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Safeguard achievabillity

Planned Rationale Timeframe Person sSuccess

action responsible criteria and
outcome

Include a specific What did the self- The action must  Specify roles that

description of a assessment e time-bound. have power to
specific action process uncover instigate the action
that will take that made this Include clear making it
place. action necessary? start and end achievable.
dates. Avoid too

Consider who the  The rationale many ongomng Consider oversight
actionis aimed at should be actions. vs. implementation.
and how it will be  relevant and
implemented. clearly linked to Consider using

Issues in the milestones to

gualitative and mark progress.

guantitative data.

Who will ensure the action is achieved?
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ldentify measurables

Planned Rationale Timeframe | Person Success
action responsible criteria and
outcome
Include a specific What did the self- The action must  Include specific Identify how the
description of a assessment be time-bound. roles and people. success of the
specific action process uncover action will be
that will take that made this Include clear Consider oversight measured.
place. action necessary? start and end vs. implementation.
dates. Avoid too Action completion
Consider who the  The rationale many “ongoing”  Ensure the actionis is not necessarily
action is aimed at  should be actions. within the a marker of
and how it will be  relevant and individual’s/departm success.
implemented. clearly linked to Consider using ent’s power, making
issues in the milestones to it achievable. Measurable
gualitative and mark progress. targets relate to
guantitative data. what the action is

aiming to affect.

How will you measure the success of your action?
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Developing a SMART action

Objective Rationale Planned Timeframe Person Success criteria
actions (start/end responsible and outcome

dates)

To support PGR
and PDR career
development
through formal
appraisal and
professionalising
workshops
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Developing a SMART action

Objective Rationale Planned Timeframe Person Success criteria
actions (start/end responsible and outcome

dates)

To support PGR 68% of PGR and
and PDR career PDRs (62%F;

development 38%M) report
through formal feeling
appraisal and unsupported in
professionalising their career
workshops development.

Focus group data
suggests that
PGRs/PDRs
would welcome
opportunities to
discuss career
development
annually with
Pls/supervisors
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Developing a SMART action

Objective

Plan and deliver
annual career
development
workshops and
appraisals for
PGRs and PDRs

“AdvanceHE

Rationale

68% of PGR and
PDRs (62%F;
38%M) report
feeling
unsupported in
their career
development.

Focus group data
suggests that
PGRs/PDRs
would welcome
opportunities to
discuss career
development
annually with
Pls/supervisors

Planned actions

la. Develop
appraisal template
and checklist

1b. Line
managers to hold
annual appraisal
meetings with
PGR and PGT in
which career
development is
discussed

2. Two workshops
held per term (e.g.
grant writing;
publication
proposal; CV
writing; interview
skills)

Timeframe
(start/end

dates)

Person
responsible

Success criteria
and outcome




Developing a SMART action

Objective Rationale Planned Timeframe Person Success criteria
actions (start/end responsible and outcome
dates)
To support PGR  68% of PGR and 1a. Develop December Responsibility:
and PDR career PDRs (62%F; appraisal 2020-August Dean of Faculty
development 38%M) report template and 2021
through formal feeling checklist Implementation:
appraisal and unsupported in Supervisors/Pls
professionalising their career 1b. Line (line managers)
workshops development. managers to
hold annual
Focus group data appraisal
suggests that meetings with
PGRs/PDRs PGR and PGT  September Responsibility:
would welcome in which career  2020-June 2021 Director of
opportunities to development is Graduate Studies
discuss career discussed
development Implementation:
annually with 2. Two identified Pls;
Pls/supervisors  workshops held institutional career
per term (e.g. development
grant writing; officer
publication
proposal; CV
writing;

interview skills)
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Developing a SMART action

Objective

To support PGR
and PDR career
development
through formal
appraisal and
professionalising
workshops

Rationale

68% of PGR and
PDRs (62%F;
38%M) report
feeling
unsupported in
their career
development.

Focus group data

suggests that
PGRs/PDRs
would welcome
opportunities to
discuss career
development
annually with
Pls/supervisors

Planned
actions

la. Develop
appraisal
template and
checklist

1b. Line
managers to
hold annual
appraisal
meetings with
PGR and PGT
in which career
development is
discussed

2. Two
workshops held
per term (e.g.
grant writing;
publication
proposal; CV
writing;
interview skills)

Timeframe
(start/end

dates)

December
2020-August
2021

September
2020-June 2021

Person
responsible

Responsibility:
Dean of Faculty

Implementation:
Supervisors/Pls
(line managers)

Responsibility:
Director of

Graduate Studies

Implementation:
identified Pls;

institutional career

development
officer

Success criteria
and outcome

All PGRs/PDRs
receiv > formal
apprai.. .

Two .ror! shops
held pr term



Developing a SMART action

Objective

Rationale

Planned
actions

Timeframe
(start/end

dates)

Person
responsible

Success criteria
and outcome

“Adv

To support PGR
and PDR career
development
through formal
appraisal and
professionalising
workshops

68% of PGR and
PDRs (62%F;
38%M) report
feeling
unsupported in
their career
development

Focus group data
suggests that
PGRs/PDRs
would welcome
opportunities to
discuss career
development
annually with
Pls/supervisors

la. Develop
appraisal
template and
checklist

1b. Line
managers to
hold annual
appraisal
meetings with
PGR and PGT
in which career
development is
discussed

2. Two
workshops held
per term (e.g.
grant writing;
publication
proposal; CV
writing;
interview skills

December
2020-August
2021

September
2020-June 2021

Responsibility:
Dean of Faculty

Implementation:
Supervisors/Pls
(line managers)

Responsibility:
Director of
Graduate Studies

Implementation:
identified Pls;
institutional career
development
officer

All PGR and
PDR report
receiving an
annual appraisal
in which career
development was
discussed.

Individual
workshop
evaluations
reporting high
degree of
participant
satisfaction
(>80%).

80% of
PGR/PDRs
reporting that
they feel
supported by
2022.



Baseline data & action development



Baselines (internal data)

« Baselines are the data you have established as part of your
self-assessment, so may include:

= Staff/student representation

= Uptake rates

= Application/success rates (# and %)
= Awareness

= Feedback

« Baselines, alongside benchmarks, establish the scale of the
Issues, and both should be used to shape realistic but
ambitious targets
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Using baseline data

= Including baselines in the action plan is encouraged to
establish the evidence base for the action

Objective Rationale for Actions Associated Actions People Responsible Success Criteria and Outcome
o the Schonl AS Syerog only E 1h t “ t ﬂ: . d h 1 _'u':l,.” 1 ﬁ‘t b . d
' | a. Ensure that all staff are appraised each year, . All staff to be appraise
61% of %umgn atn?f 56% r{tﬁd b. Make appraiser training compulsory for all henceforth.
Provide appraisee and hmai?nacﬁagrgrl]cas arariggr € appraisers; Responsible: 2. All appraisers to be trained by
P 9 PP c. Encourage all staff to undertake appraisee Dean the end of 2019.

appraiser training for all
staff and increase uptake
of appraisals.

within the last year.

79% of women and 71% of
men did not have appraiser
and/or appraisee training in
the last two years.

training;

d. Create a School register of peer-review
completion and report data to BoS at the end
of each year to ensure peer review takes
place for all academic staff.

Implemented by: School
HR. team

3. Increase proportion of staff with
appraise training to 50% by
2022

4. Peer review data reported fo
BoS by Oct 2019.

= Baselines provide the data points against which success
of interventions can be measured
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Benchmarks & action development



Benchmarking (external data)

Sources of benchmarking data
= HEA Institutional Staff Profiles by Gender

H EAl HIGHER EDUCATION AUTHORITY

HEAImuwmu.vtp'-

) _ Higher Education
Higher Education Institutional Staff

Institutional Staff Profiles by Gender
Profiles by Gender
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https://hea.ie/policy/gender/statistics/

HEA

HIGHER. EDUCATION AUTHORITY
-l

STAFF BREAKDOWN BY GENDER

PROFESSIONAL, MANAGEMENT
ACADEMIC STAFF AND SUPPORT STAFF2

Higher Education Staff by 46% /54% 61% /39%

. . Cat
Institutional Staff of Post

Profiles by Gender o 43%/57% 51%/49%

RESEARCH/SPECIALIST? RESEARCH/SPECIALIST?

2018

STAFF BREAKDOWN BY GENDER

PROFESSIONAL, MANAGEMENT
ACADEMIC STAFF AND SUPPORT STAFF2

Staff by 45% /55% 64% /36%

Category

of Post CORE-FUNDED! CORE-FUNDED!
(December 2018)
Sl 47% /53% 65%/35%
RESEARCH/SPECIALIST? RESEARCH/SPECIALIST?

STAFF BREAKDOWN BY GENDER
PROFESSIONAL, MANAGEMENT

ACADEMIC STAFF AND SUPPORT STAFF2
el 64% /36% 70% /30%
of Post CORE-FUNDED! CORE-FUNDED!
(December 2018)
e 85%/15% 78%/22%
RESEARCH/SPECIALIST? RESEARCH/SPECIALIST?

"AdvanceHE l0T; Uni; Colleges Total Staff & o



HE Al il L

Higher Education
Institutional Staff

. STAFF BREAKDOWN BY GENDER
Profiles by Gender U PROFESSONAL MANAGEUENT
Category 46% /54% 61% /39%
Of POSt CORE-FUNDED? CORE-FUNDED!

{December 2018) 43% / 57% 51 % /49%

RESEARCH/SPECIALIST? RESEARCH/SPECIALIST?

. 100%
Professional, Management

and Support Core-funded g%

Staff by Pay Grade 60% \ /
(2018 vs 3-year average, 2015-2017) /—\
405

—— e 20%
Female  Male Female  Male
2018 2018  3-yravg 3-yravg 0%
Only Only <£45,999 €46,000- €76,000- €106,000<
€75,999 €105,999

AdvanceHE Total 0T staff & &%

STAFF STAFF
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Higher Education

Institutional Staff
. ACADEMIC STAFF PROFESSIONAL MANNCENEN]
Profiles by Gender seafr &
Category 45%/55% 64% /36%
2019 of Post CORCELNOED: CORE-FUNDED!

(December 2018)

47% /53% 65%/35%

RESEARCH/SPECIALIST? RESEARCH/SPECIALIST?

100%
Academic Core-funded

Staff by Grade 8o .
(2018 vs 3-year average, 2015-2017) ——

60%
—— am|
Female Male  Female Male

2018 2018 3yravg 3-yravg 20%
Only Only

\

UNDER POST  LECTURER SENIOR AS50C. PROFESSOR
GRADUATE GRADUATE LECTURER PROFESSOR

AdvanceHE Total Uni. staff & &



Benchmarking (external data)

Sources of subject-specific benchmarking
data

= Direct approach to other institutions/departments
= Athena SWAN applications

= Professional bodies, learned societies or industries
related to your specialism

= International data (e.g. UK HESA data; Advance HE
statistical reports)
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https://www.ecu.ac.uk/guidance-resources/using-data-and-evidence/statistics-report/

Benchmarking

Why use benchmark data?

= Provides external context

= Allows discipline-specific comparison

= May help identify key areas for action

= Supports development of realistic and ambitious targets

* NB: Benchmarks should not be used as success measures

How to use benchmark data

= Use the most recent data available

= Reflect on appropriateness of selected benchmark/s
= Provide clarity on where/when benchmarks are from
= Engage critically
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Benchmarking and targets

Proportion of female students/staff (AHSSBL subjects)

100

90

80

70

(' 60

% 50 o

40

30

20

10

0
UG PGR Non-Prof Prof
Education 87.3 67.8 68.8 47.3
—8—Languages 73 62.8 67.2 43.1
—8—Law 65.2 52.3 54 34.3
—8—Business 48.2 45.7 45.7 23.9

Advance HE 2019 Statistical report (UK HESA data)
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Using benchmarking

Example 1

Objective

women UG students,

Example 2

Objective

Civil Engineering.

Increase the proportion of

especially in Engineering.

Rationale

The proportion of women UG

s ranges from 11% in
-: 45% in Maths. Across
hool the proportion of

women is lowest among
students at the UG stage.

Rationale

Associated actions

a. Ensure proportionate representation of
women staff or student ambassadors at open
days, offer-holder days, outreach work etc. to
increase visibility of women students and
staff to prospective students:

b. Organise UG outreach events focussed on
women in STEM, particularly in Engineering,
in secondary schools;

c. Ensure recruitment material highlights our
current proportion of women students in each
discipline.

Associated actions

a. Review Civil Engineering publicity materials
annually to make sure they contain images of

Increase the propoertion o

The proportion of women
PGT students (24%, 2017-

women PGT students in

St
significantly below the sector
benchmark.

current women students, and testimonials
and career stories of women Civil
Engineering alumni;

b. Involve more women Civil Engineering staff
or students in open day activities;

c. Use existing WISE (Women in S i
Engineering) networks to publicisr-l
Engineering.

Responsibility

Responsible:
AD Student Experience,
AD Education

Implemented by:
Admissions Tutors,
Schools Liaison
Representative

Responsibility

Responsible:
AD Postgraduate Taught

Implemented by: Civil
Engineering PGT
Admissions Tutors

sSuccess
measure

All subject areas to exceed their
pational benchmarks by at least

5% by the end of 2022.

Success measure

The proportion of women Civil
PGT students in the School
increases to 30% (from the
current 24%) by the end of 2022
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Evaluating actions
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Demonstrating progress

Academic Promotion

I s part of our 2016-19 action plan,

an internationally benchmarked review of University academic promotion
schemes was conducted, concluding in December 2018. This achieved:

¢ Gender auditing of criteria for Senior Lecturer and Professor (Scale 2)
promotion schemes, with equal weighting given to Teaching, Research and
Service (SL scheme).

¢ Teaching assessed on three of five past years, and weightings applied to
number of research outputs where Statutory Leave periods are declared.

¢ Gender equality training (including unconscious bias training) for all
promotion board members and for Heads of Departments managing
promotions applications.

¢ Promotion mentoring scheme made available to all eligible female staff for

——0 105 0RO =a et et R e e sso S eale--promatioht-cat-

M Exceeding our target of 40% representation of underrepresented gender on
academic promotions boards (50-50 F-M in 2019).

M EDI work foregrounded as a key example of ‘essential’ service for academic
promotion eligibility.

“AdvanceHE

uael suonoy



Demonstrating progress

Promotion

Previous Bronze actions undertaken:

= Al involvad have training in the new criteria, career pathways, and eguality 2nd diversity.

= A dedicated online resgurce —with guidance on criteria, career pathways, frequently asked
questions [FAQs) and academic mentoring scheme signposting —was introduced in 2017

= Drop-in sessions are provided for information and support for potentizl applicants.

= Local feedback reported that women were less likely to discuss possible promotion in PODR

than men, 50 a prompt for a career development discussion and promotion was added to
the PDR process, referred toin 5.2

= A mentoring scheme was introduced in 2017 involving 23 mentors (42% female and 52%
male). A survey of academic promotions applicants showed that 60% of respondents had
aocessed 3 mentor.
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Demonstrating progress

(ili)  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 any evidence of a
gender pay gap in promotions at any grade.

Previous Bronze actions completed:

v Promotions data for female academics by School is analysed in an annual meeting
with the Director of HR and the Deputy Principal after each Promotions round (Jul
2013 onwards)

v HoSs receive data of success rates for female promotions from feedback
mechanisms led by the Deputy Principal with the Director of HR.

v' Application rates are examined by iSAT and each dSAT for actioning as part of the
AS process.

v" Annual Review of Academic Promotions is undertaken with consultation with iSAT
and dSATs (Sep 2015 onwards).

v" The University’s webpage on Academic Promotions was updated to provide clearer
information about the application process and timeline (Feb 2017).
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Demonstrating impact

Impact Table 5.16

Need to: Improve clinical academic appraisals
(Silver2015)
Actions taken: v School-wide review of clinical academic appraisals

i .

appraisal platform

Impact: ¥ 100% of clinical academics appraised by both an academic
and clinical reviewer

¢ Increase in clinical academic staff appraised in a joint
meeting (Females: 2018:87%; 2015:67%; Males:
2018:89%; 2015:65%)

¢ Increased satisfaction levels (Females: 2018:75%;
2015:40%; Males: 2018:94%; 2015:71%).
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Demonstrating impact

Support for post-doctoral researchers is orgznized and overssen by the EDOD and post-doc
champion.

Fellowship support (2015 action)

* A process was developed to provide consistent suppart and transparency to those seeking
Fellowship funding. Approved candidates receive assistance from research-support staff
and an experienced academic mentor.

#« An annuzl fellowships open day for researchers/PG  students is now held
[speakers 50% F, attendees 38% Fin 2017 and 2018].

+ Dedicated web-pages are maintained featuring information and case studies (4F, 3M).

+ EDD offers one-to-one CV/application/interview support for academic positions.

- _ Fellowship was created to fund an early career fellow with

caring responsibilities. was appointed 2= the insugural
fellow in 2018, and was subsequently successful in gaining a Leverhulme Fellowship [Figure
5.17).

,--""3 IMPACT: In 2015 we began actions to meet an ambitious targe

. DI] fello

1M h3we been successful injgaining fell-nws.hlpE under the newly introduced system.

uael suonody
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Evaluating SMART actions:
Mini Mock Panel



Mini Mock Panel

Review the action plan on the next slide and evaluate If it
meets the SMART criteria:

Specific, Measurable, Achievable, Relevant, Time-bound
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Example 1

14 4.2/38 High number of fixed | 15 review types of contracts | HoD September | August Reduction in fixed term
term contracts and reasons for them. 2019 2020 contracts
15 4.2/38 Lack of awareness Champion the University | p|s/HoD Ongoing Ongoing Greater awareness of
surrounding flexible policy in our department. . .
. . .. L. flexible working among staff
working policy Maintain a holistic approach
to part time working and
flexible working, and to
encourage people to act as
role models  for both
genders.
16 4.2/38 Lack ofsupport to Provide support to people DLs/HoD September | Ongoing Staff fully supported on
people returning to returning to work after a 2019 but to return — PDR process can
work after a career . .
break career break by having a check gauge this.
mentor progress
August
2022
through
report
from line
managers
17 4.2/38 Lack of exit interview Line managers to pursue exit | DLs/HoD September | August Production of an annual
data interviews when notice 2019 2022 report shared with the SAT
given. team.
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Example 2

Objective

Rationale for Actions

Associated Actions

People Responsible

Success Criteria and Outcome

9.3

Establish a culture of
increased inclusivity in the
School by making key
committee meeting times
more suitable for those
with caring
responsibilities.

In the School AS Survey only
33% of academic staff (21%
women, 38% men) agreed
that committee meetings
were completed in core hours
(10am to 4pm) to enable
those with caring
responsibilities to attend.

Ensure that all key School meetings are held in
core hours between 10am and 4pm.

Responsible:
Dean

Implemented by: All
Committee Chairs

All key committee meetings are
held in core hours by start of 2020
onwards.

9.4

Ensure that membership
of School committees is
representative of the
School gender proportion.

Several committees, notably
Research Committee (9%
women) and Ethics
Committee (no women
members) are not
representative of the School's
gender make-up.

a. Introduce an annual review of committee
membership for gender proportion;

b. Ensure gender proportionality in all
committees/panels, especially in Research
and Ethics Committees, revising, if needed,
relevant terms of reference;

c. Regularly consider rationalising the
committee structure where possible to avoid
‘committee overload’ for members.

Responsible:
Dean

Implemented by: All
Committee Chairs

Gender proportionality in all
committees and panels by
October 2020.

9.5

Establish a culture of
increased inclusivity in the
School by improving the
scheduling of social
events.

In the School AS Survey only
67% of women and 51% of
men agreed that social
activities in the Schoaol are
welcoming to all staff.

a. Ensure, where possible, that social events
are scheduled within core hours;

b. Ensure that social events scheduled in the
evening allow sufficient notice to enable staff
to plan their attendance.

Responsible:
Deputy Dean

Implemented by: Event
organisers

1. School social events' ‘calendar’
shows, where possible,
compliance by the start of 2020.

2. Increase in the positive
outcome on social activities to
at least 75% in the School AS
Survey in 2022

9.6

Improve the gender
compaosition of speakers
and participants at School
events.

There has been an absence

of data collected regarding
such events.

In the past 5 years only one
of the five speakers has been
a woman for the long-

standing I Lecture

series

a. Data about the gender composition of events
will be recorded annually, both at the School,
Department, and Research Centre level, and
reviewed by the EDC;

b. Each seminar or event series to consider
gender proportionality when planning their
events.

Responsible:
Chair of EDC

Implemented by: Research
Centres

Evidence of better gender

balance from recorded data:

1. increase to 30% women in
Honorary Degree nomination;,

2. 30% women speakers in the
School signature public lecture
event (the I Lecture);

3. 30% women speakers in other
seminars.

All to be achieved by the end of

2022.
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Action & Action Plan presentation



Embedding actions

Figure 5.11: 2016 Staff Gender Culture Survey - Awareness of flexible working request process

| am aware of the process for requesting flexible working (e.g.
requests for part-time work, job sharing, etc)

0% 20% 40% 60% 80% 100%

All University - Male [67% [ 16% EEES

All University - Female | 65% 7 ' ] 13%

STEM (A/R) - Male 1689 [ 15%

STEM (A/R) - Female [57% 20%

AHSSBL (A/R) - Male 76% 1 14% EEE

AHSSBL (A/R) - Female 529 | 15%

Professional/Support - Male | 63% [ 18%  EEEE
Professional/Support - Female 71% | 11% 17%

[ Agree [1Neutral B Disagree

Data suggests some staff feel less familiar with flexible working policies and processes,
particularly female A&R staff in AHSSBL areas. (Figures 5.11 and 5.12, Actions 6.6, 6.7)
which needs to be addressed.

Action 6.7: Ensure staff are aware of their entitlements by setting up short-term Working
Group to review all University Family Friendly policies, aiming to increase visibility and
take-up and consider how to further improve provision and support. This is to include
use of flowcharts and Frequently Asked Questions.
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Embedding actions
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Parmanant Tamparary
category | Post Gendar Yaar TOTAL
M, % N %
s 89% 1%
Famale 26 8o 1%
— a7 % 10%
s B4% 16
Ml 2016 B9 1%
2017 B 1%
20185 100%
= Famale 2016 100%
g Clinical Profassor 27 100%
20185 100%
iu Ml 2018 100%
E 207 100%
2018 5% 42%
g Famale 2018 52% 48%
Zan Mgr Acad Other il . %
28 B4% %
Male 208 4T% 3%
27 2% 48%
2018 % 3%
TOTAL 2018 T4% 6%
7 4% %
25 53% %
TOTAL FEMALE 2016 5T% 43%
AT 56% 1%
25 55% 45%
TOTAL MALE 26 5% 1%
2T E0% 40%
25 54% 46%
TOTAL 2016 55% 42%
27 55% 42%

Owr data show the following:

= Im 2017, proportionately more contracts held by women were temporary [44%) compared
to contracts held by men (40%) which iz above the HESA benchmark of 37%. We recognise
that temporary contracts can be detrimental to women's career development, retention
and progression. ALD contracts account for >50% of temporary employess;

AP 5.1.1 we will develop ALD policy and capture and monitor eguality data to identify and
address any specific adverse impact in the proportion of women on temporary contracts.




Cross referencing actions

Figure 13 .ﬁcun‘emu’.’: career pathwiays

BALANCED EDUCATION RESEARCH
Professansl Proleascr hfl;::mﬁ- Pmm

* * *

9 Associate Professcr "'?::W ‘w
+ *+ +

" Lechurer B :IE::':-::} n-i::-h-
* *

T Leciuner A tm“:‘:} Fedearcn Felon

The introduction of AEF-aligned pathways has allowed wus to better understand the specific
activities and workloads of individuals, which enables transparency and parity of expectation,
Figure 14 shows that 26% of women are in teaching and research contracts [24% STEMM -
Figure 15), compared to the HESA UK benchmark data (2015-16) of 44%.

| |
AP 414 A defail our plans to address the gender imbalance in
athways, access to research development and

P inclusion of a career development discussion within the PDR (appraisal] process.
AdvanceHE




Grouped actions

8.2 |in developing research

grant proposals.

“AdvanceHE

research. Only 58% of
women and 42% of men felt
supported in making
applications for research
funding.

c. Support unsuccessful applicants by running
an annual Pl workshop to share good
practice and discuss case studies of
successful grant applications;

d. Match, where possible, unsuccessful
applicants with staff mentors with a good
track record of successful applications;

e. Monitor and present annually at Research
Committee Pl data on successful projects
and those who applied but were
unsuccessful.

Implemented by: Research
Committee

Objective Rationale for Actions Associated Actions People Responsible Success Criteria and Outcome
a. Provide targeted training (e.g. Research &
Enterprise Staff Development Programme)
annually and if applicable make workload
intervention, especially for ECR staff, in order
b ti} ;s-ugpon research p.roposal prep;aration:t 1. First Pl data on successful and
. Introduce a peer-review process for gran P
In the School AS Survey 63% proposals prior to submission for ECR staff or u?::::tisas‘fal.:lig?nRtE;:}[;;;Irlgﬁtmns
of women but only 45% of those who have not previously been Responsible: Enmmitlee by Oct 2020
men felt that they were successful, and available to all staff on AD Eesearcﬁ and 2 Peer reviewymcess introduced
Increase support for staff | supported in undertaking request; Enterprise .b)r the end gfpzlmg

3. Research & Enterprise training
provided by mid-2021.

4. First annual Pl workshop taken
place by mid-2021.

5. Suitable mentor-mentee pairing
completed by mid-2020.




Key outputs and milestones

Application Section 5.6. Organisation and culture

Application Planned Rationale (i.e. what Key output and Time frame Area/Person Success
Reference action/objective evidence is there milestones (start/end date) responsible criteria and
that prompted this (include job outcome
action/objective?) title)
No.23 Objective: Increased enquiries ai) Scoping exercise to Autumn Spring Chief Target by
Medium Provide as part of a received by EDI team identify key, tions 2018 2019 Operating 2022 all
5.6 (i) strategic inclusive and Student Services across the 'estate for Officer major
Culture Estates management from staff and conversatio furbishment Director of buildings to a
approach the students wanting to work Estates dedicated
provision of nursing aCCess nursing - - nursing
mothers’/carers facilities. aiij Implement the Summer Ongoing mother/rest
facilities across all Staff feedback programme of works to 2019 space room.
campuses (available through the focus create the dedicated
to employees groups and Athena spaces.
students and SWAN consultation
visitors). activities have b)Include within the Spring Spring
provided further policy of accessible 3 2019 2019
Action: Increase evidence of a growing ; ] )
) ; inclusive design the
dedicated nursing neeq:l and demand for provision for nursing
ggitlri'?:;'rest space gf:tlrf:::drar::::::enf mother facilities in as part
' ) of any future new build
development plans.

“AdvanceHE




Action
Plan
Number

4.1 {iv) AC
AP 415

Objective

e will have

significantly reduced
the numbers of peagpls
leaving for negative
(push) factor.

Key outputs and milestones

Rationale (l.e. what evidence is
thera that has prompted this
action/objactive?)

Key actions and milestones to achieve
the stated objective

[Completion of exit questionnaires
= lowi, representing
aporoximately 253 of all leavers,

15% of respondents cited

egative reasons for l2aving. 2.9
workload, siress, relafionships,
howewsr, we do not know groups
of staff ar where they wark to be
akble to understand and address
issuss raised.

Rewview of exit process fo increase data
inteligence, including updating =it
gquestionnaires to inchuds equality
manitoring and role information to
improve ECH data capture.

All managers fo be notified that they must
proactively engage with leavers and ask
them to complets exit questionnaires as
part of the beswver process.

Analyse edf data on an annual basis,
tagether with other metrics, . staff
survey, absence levels, to identify isswes
and develop actions to sddress sswes.

Any rectifying actions identified 1o be
impdemented in faculty/'school

“AdvanceHE

Timeframes:
startiend dates

August — Ootober
2018

May —
Septermnber 2013

Cammeancing
September 2018
and annually
theraafter

Commencing
Cetober 2018

Person responsible
{role and individual)

Head of HR Cperations,
LT

HR Adrninistration Manager
io action

HR BPs
Heads of School
managers

Chairs of Faculty/

School SAT/EDIC fo monitor

Dieans/Directors

Success criteria for the
objactive (how we will know
we have achieved it)

Reasons for l2aving bazsd on a
push fzctor fo decline to <15% by
2022,



Capturing priorities

‘The panel will expect to see evidence of prioritisation’ (AS Handbook, p.59)

TN IS T @ IS FIETTU G e . ALY I'.lIIIH
August 2018
5.3 (i) APPRAISAL/DEVELOPMENT REVIEW
AP 535 All staff will have a Staff Survey feedback indicated As part of an online resocurce kit we wil Commencing Diean of Science and »>B0% of women confirm in the
conversation about that career development provide an additional toolkit for May 2018 and Engineering with 2020 Staff Survey they discussead
their career conversations were not ahaays managersireviewesrs about how to thereafter responsibility for PDR thieir career aspirations with their
development within the taking place, with fewer women approach and structure a career managerPOR reviewer (previous
PDR process (see also  reporting that the conversation development conversation within PORs response G0%).
AP 5.1.8). had taken place. {undertaken from May 2018).
- - - - - »>B0% of women confirm in the
53% of women and 56% of men Ve will provide online guides for all staff  Commencing Head of Perfformance and 2020 Staff Survey they had
confimed they agreed a training  Preparing for POR mestings so thatthey  May 2018 and Change agreed a training and
- can prepare for their part in a career thereafter
PRIORITY

aspiration conversation.

“AdvanceHE



Capturing priorities

Application Section 5.6. Organisation and culture

Application Planned Rationale (i.e. what Key output and Time frame Area/Person Success
Reference action/objective evidence is there milestones (start/end date) responsible criteria and
that prompted this (include job outcome
action/objective?) title)
No.23 Objective: Increased enquiries ai) Scoping exercise to Autumn Spring Chief Target by
Medium Provide as part of a received by EDI team identify key locations 2018 2019 Operating 2022 all
5.6 (i) strategic inclusive and Student Services across t-state for Officer major
Culture Estates management from staff and CONVers irbishment Director of buildings to a
approach the students wanting to work Estates dedicated
provision of nursing ACCEss nursing — - nursing
mothers'/carers facilities. aii) Implement the Summer | Ongoing mother/rest
facilities across all Staff feedback programme of works to 2019 space room.
campuses (available through the focus create the dedicated
to employees groups and Athena spaces.
students and SWAN consultation
visitors). activities have b)Include within th<- Spring Spring
provided further policy of accessible and 2019 2019
Action: Increase evidence of a growing : ] :
) - inclusive design the
dedicated nursing neec_:l and demand for provision for nursing
e P imes | mokher faciies in as par
’ ) of any future new build
development plans.

“AdvanceHE




Capturing priorities

e) Develop and implement a
policy for postdoctoral and Early
Career Researchers to apply for
School bridging funds at end of
contract.

Lobby Central University to look
at promotion, rather than
regrading, for APM and TS roles

Develop policy document to
guide planning for before, during
and after parental leave periods

Lobby central University for
improved childcare provision on
campus

Ensure EDI is a standing item on
all key committee agendas

Increase numbers of females
applying to Biotechnology

Existing approach is ad
hoc and may
disadvantage some
candidates

There is a lack of parity
between APM/TS staff
and academic staff in
terms of being able to
apply for promotion on
performance

Focus groups revealed
provision for before,
during and after
maternity leave and
return was not
standard across the
School but there were
many elements of good
practice

Redressing the Balance
fora highlighted this as
a significant issue for
staff and postgraduate
students

Although an
established standing
item for MT, EDI was
generally not on
committee agendas

Data show that
recruitment of females

Better awareness of bridging funds as a Jan 2018
possibility among wider SoB community.
Fair and systematic approach to consider

applications

Oct 2017

Issue to be raised as an agenda item at
Faculty EDI committee

Development of School maternity Jan 2018
planner for staff and line managers

available via School Athena website

Working in col

School on the

to present pro

consideration

EDI becomes integrated into discussions ~ Oct 2017
on all committees

Escalating of issues discussed via meeting
minutes to EDI

Promotional material for courses to
include more images and video material

April 17

featuring women.

June
2018

Oct 2017

May
2018

October
2017

ongoing

ongoing

HoS/Hao

EDI Chair

EDI committee

DoT, Course

Director BSc and

100% awareness of
opportunity among
research staff, evidenced
by School Survey 2019

University EDI committee
considers issue of
promotion for APM/TS
staff

Policy in place and
implemented. 100% of
staff who have taken leave
report that they received
good support for this in
2020 School Survey.

Gender Equality
committee (GEN)
considers proposals and
works with SoB to address
the issue

All committee agendas
have standing EDI agenda
item and report to MT on
EDI matters

Increase number of

females on Biotechnology
courses to at least current

“AdvanceHE
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Capturing priorities

Letters denote subactions; where no letters appear the entire action takes place through the period shown

Action
Apr=jun

2019

Jul-5ept  Oct-Dec

Jan-Mar

2020
Apr=jun

Jul-Sept  Oct-Dec

Action Plan Part 2: Gantt Chart

2021

Jan-Mar  Apr-jun

Priority actions are marked witha ®

Jul-Sept  Oct-Dec

2022

Jan-Mar  Apr-Jun  Jul-Sept  Oct-Dec

Apr-Jun

Jul-5ept  Oct-Dec
2019

““AdvanceHE

Jan-Mar

Apr-Jun
2020

Jul-Sept  Oct-Dec

2021

Jan-Mar  Apr-Jun  Jul-Sept  Oct-Dec

Jan-Mar  Apr-Jun  Jul-Sept  Oct-Dec
2022




Final thoughts



Checklist

Have all identified issues been actioned?

Is there a clear link between your data, analysis and actions?

Does your action plan demonstrate how work will be shared
across the institution or department?

Are actions scheduled across the four-year duration of the
award?

““AdvanceHE



Reviewing action plans

=The action plan is your toolkit for progressing gender

I y

‘Action plans should be live organic documents,
constantly reviewed and updated’ (AS handbook, p.59)

‘AdvanceHE



Support available

Next webinar
= Preparing for Self-Assessment: registration form (Nov. 11'. 14:30)

= Athena SWAN Enhancing Practice event—Gender Equality in the
context of Coronavirus, Nov. 19", 14:00

Guidance and training for SATs
= Email: athenaswanireland@advance-he.ac.uk
= Online training
=Website: Athena SWAN Ireland
_ _ . Look out for the
National committee and Practitioner Network Athena SWAN

Ireland survey

“AdvanceHE


https://docs.google.com/forms/d/e/1FAIpQLSdt3IPTBqNgCYQ3zfIRl1Os1WbsvzEVlZmOdrVHY4C15hsViw/viewform?usp=sf_link
https://my.advance-he.ac.uk/portal/events/details/?id=c6a97d30-7c0c-eb11-a813-0022480016e7
mailto:athenaswanireland@advance-he.ac.uk
https://www.advance-he.ac.uk/equality-charters/international-charters/athena-swan-ireland

N 4
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For more information, tips, and resources, see our website:

https://www.ecu.ac.uk/equality-charters/athena-swan/athena-
swan-resources/

For enquiries contact: Victoria.Brownlee@advance-he.ac.uk

Join the Athena SWAN group on Advance HE Connect:
https://connect.advance-he.ac.uk/

4

Follow us on Twitter:
¥ @AthenaSWAN

el


https://www.ecu.ac.uk/equality-charters/athena-swan/athena-swan-resources/
https://connect.advance-he.ac.uk/

““AdvanceHE

For more information
www.advance-he.ac.uk
W @AdvanceHE




