19/02/2018

Merged Athena SWAN Action Plan
SSESW

4 Thematic
Areas for
Action

A. Improve career development and
progression, especially for female staff.
B. Improve and promote work-life balance and
a family friendly environment for all staff.
C. Improve gender equality and academic
progression for students, especially women.
D. Create a more egalitarian workplace culture
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A: improve
career
development
and progression,
especially for
female staff.

1. Increase support provided to
individual academic staff
members around career
development

a) Annual workshop run by
professorial staff on
• Career development/ promotion (Spring
semester, prior to promotion round)
• Publication and research grant income
strategies (Autumn semester)

b) Promote QGI mentoring scheme
to female staff members.

A: Career
development
and
progression

2. Monitor gender uptake
on career development
opportunities, including
training and sabbatical
leave.

Professorial
Workshop
Convenor

SWAN
Champions

a) Collect data on gender
uptake of training
opportunities
SWAN Survey

.

Sub-group

b) Collect data on
gendered uptake of
academic conference
support funds.
DR

c) Collect data on gender
uptake of fellowships,
secondments and
sabbatical and shorter
periods of research leave.
Laura
Lundy
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A: Career development and progression
3. Improve the value of
academic mentoring for
career development and
progression.

a) Embed a focus on longterm career development
as core to the mentoring
relationship and annual
probationary meetings.

b) Liaise with HR and QGI
to explore the
development of formal
training for mentors.

d) Gather data on gender
division of mentoring
appointments.

e) Mentoring will be an
item on the School Board
agenda once a year.

Swan
Champions

c) Clear guidelines at
School level on role of
mentors.

A: Career development and progression

4. Improve the value of the appraisal process for career
development and progression

a) Offer internal briefing sessions in advance of
each appraisal cycle to encourage appraisers to
focus on career development and progression,
including plans to apply for promotion, during
appraisal.
New Role
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A: Career development and progression

5. Increase support provided to
fixed-term research staff for
career progression.

a) Establish Faculty-based
mentoring scheme for fixed-term
research staff. This will include
individual peer-mentoring and
collective mentoring (regular
workshops on pathways to
permanent employment).

b) A call for expressions of interest
in contributing to teaching to be
circulated to research staff at the
end of the academic year. List of
interested staff and areas of
expertise to be circulated to
module convenors.

DE, DGS,
SM

DR, HoS

c) SSESW to fund research staff
who wish to complete PGCHET.
Staff to be offered this through
annual appraisal.

d) SSESW to develop a system of
work recognition for research staff
undertaking School committee
work.

e) SSESW to collect data on staff
use of redeployment scheme.

SM

HoS, PIs

SM

A: Career development and progression

6. Increase support for career
development for professional and
support staff.

a) SSESW to initiate faculty-wide
mentoring and career
development workshops for
professional and support staff.

SM, HoS,
with FEB

b) Development of targeted rolespecific induction materials for
professional and support staff.

SM

c) Development of guidelines
clarifying the division of labour in
administering teaching between
academic and administrative staff,
to be distributed to all relevant
staff members.

DE, DGS,
SM,
Admin.
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A: Career development and progression

7. Increase School support for academic
staff around promotion.

a) Annual review of promotion application
and success rates by gender. HoS to
present to School Board as part of SWAN
end-of-year review. If no improvements
after 3 years SMT and SB to review
current procedures and canvas new
potential measures to be added to action
plan.
HoS,

b) HoS send email inviting staff to see
them to discuss promotion at beginning
of round

HoS

SMB,
SAT
c) All staff to be offered individual
promotion readiness planning meeting 2
years after confirmation or promotion to
SL/Reader. Meeting to involve HoS,
Appraiser, another Professor. The meeting
will provide an assessment of promotionreadiness, identify areas requiring
development, and generate action plan,
to be communicated to SMT and
considered in workload allocation.

d) Staff applying for promotion given
opportunity for feedback on application
from Appraiser before submission and
review session with HoS if unsuccessful.

HoS,
Apprai
sers

HoS, SMB,
Professors,
Appraisers

A: Career development and progression

8. Increase representation of
women at professorial level

a) Ensure that all senior
recruitment exercises make note
of School commitment to gender
equality and encourage female
candidates to apply by including
welcoming statements

SMB

b) When recruiting at
Professorial level a search
committee will be instigated to
identify potential female
candidates and approach them
to apply

SMB

c) Gather data on professorial
pay by gender.
School
Manager
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A: Career development and progression.
9. Increase transparency, accuracy
and relevance of WAM. Monitor the
gender division of labour through
WAM.

a) Investigate satisfaction with WAM
across the School through Staff
Survey.

b) Undertake School-wide review of
WAM, with a view to redesigning to
improve key aspects, including
transparency and accuracy.
SM, SMB,
SWAN
Champions

SWAN Staff
Survey
Subgroup

c) Investigate how work not included
in the WAM is distributed and
recognized.

d) d) Examine gender division of
labour across WAM by gender.

SM, SMB,
SWAN
Champions

SM, SMB,
SWAN
Champions

e) Individual workload review (and
comparison to grade average) to be
included as part of appraisal
discussion. Where staff
teaching/administrative workloads
are signiﬁcantly (˃10%) higher than
average, an individual plan to be set in
place for the following year.
SM,
Appraisers,
SMB

A: Career development and progression

10. Monitor gender in
terms of role played in
research grant
applications and
outcomes.

a) Collect data on
gender patterns in
grant applications and
success rate in securing
funding.
DR, SM
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B: improve and promote work-life balance and
a family friendly environment for all staff.

1. Implement and promote a Core
Hours policy.

a) Agree with SMB: meetings to
take place between 10am and 4pm
where possible; as much notice as
possible to be given; the use of
online polling tools to ensure
maximum consideration of staff
members’ needs.

b) Clarify and communicate new
guidance.

c) Monitor effectiveness of new
guidance for meetings.

Lisa
Smyth

SWAN
Champions,
HoS, SM

Lisa
Smyth

B: Work-life balance and family friendly
environment.
2. Reduce pressure to engage in work
on evenings and weekends.

a) Statement supporting work-life
balance and flexible work (both
formal and informal) to be included in
staff handbook and induction pack.
SWAN
Champions,
School
Manager

c) Statement that staff are not
expected to respond to emails during
evenings or weekends (and may take
up to five working days to respond)
to be included in student and staff
handbooks, module guides and
School Professional Services Charter.
SM, Admin team,
Module Convenors,
Professional Services
Charter Working
Group.

d) All academic staff to be entitled to
‘research only’ day during which they
are not expected to undertake
teaching/administrative duties or
respond to emails. This to be made
into policy and communicated in
induction and staff handbook.
SM, Lisa
Smyth

b) Discussion of work-life balance to
be added to appraisals for all staff.
HoS,
Appraisers

e) Social events such as Christmas
function to be moved to core hours,
and School office closed so that all
Professional and Support staff can
attend.

SM
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B: Work-life balance and family friendly
environment.
3. Improve signposting to information
and support around family-friendly
and work-life balance policies.

a) Signposting to family friendly, worklife balance policies to be included in
SSESW induction pack.
SM, SWAN
Champions

b) School website to have a dedicated
page on work-life balance and SWAN,
including: information on flexible
working and family-friendly policies;
links to Queen’s Gender Initiative and
mentoring schemes; headline findings
of Culture Survey and the Action Plan.
External Relations
Administrator,
SWAN Champions

B: Work-life balance and family friendly
environment.
4. Increased School support for staff
undertaking maternity/ adoption/
shared parental leave.

a) Buddy/peer support system to be
set up for staff members planning
maternity/adoption/shared parental
leave where they will be paired with a
recent returner who will provide them
with guidance and support before,
during and after their period of leave.

b) Staff to develop work plan (with
reduced responsibilities in all areas) in
consultation with line manager for 6
months after returning from
maternity/adoption/ shared parental
leave, before leave commences.
HoS, SM,
Research
staff line

New role,
SM

managers

c) Academic staff to have semester
free from teaching following return
from maternity leave. This will be
funded, so as not to increase
workload of other staff.
SMB,
Research
Staff line
managers

d) School to develop a Breastfeeding
Policy, and provide a comfortable,
lockable space with a fridge.

Jennifer
Hanratty
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C: improve gender equality and academic
progression for students, especially women.
1. Increase profile of
male students, across
all programmes.

a) Monitor trends in
gender profile of all
undergraduate and
postgraduate students.

Teaching & Research
Admin staff, External
Relations Administrator

b) Ensure male
students are profiled
on the School
recruitment website.

c) Develop a
recruitment strategy
which showcases male
staff and students.
External
Relations
Administrator,
UGDE, DGS

External
Relations
Administrator,
UGDE, DGS

C: Students - gender equality and academic
progression.
2. Monitor and explore
reasons for gender
equality gap in Degree
classification for BSW.

a) Education Committee
to monitor degree
classification by gender
on an annual basis.
Admin
team

b) Action plan to
address gender gap to
be developed if
appropriate.
Exams
Officer
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C: Students - gender equality and academic
progression.
3. Increase the profile
of male PGR students.

a) School Postgraduate
Research Committee to
review gender patterns
in applications and
admission offers.
DGS

b) Development of
recruitment campaign
profiling male staff and
students (extending UG
campaign).
External
Relations
Administrator

C: Students - gender equality and academic
progression.
4. Improve part-time PGT and
PGR experience of SSESW.

a) Run focus-groups with parttime PGT and PGR students
about their needs and
expectations for support.
SWAN
Champions

b) PGT subgroup of SSCC to be
developed to more effectively
obtain and address their needs
(to include dedicated parttime representative for PGT
and PGR students).
DGS

c) Work with Graduate School
to develop programmes
targeted to the needs of parttime PG students.
DGS
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C: Students - gender equality and academic
progression.
5. Improve academic
progression pipeline for UG
students to take up PG
study.

a) Run an annual information
workshop for UG students to
discuss PG options. Invite 2nd
and 3rd year students.
DGS

b) Following Exam Boards,
2nd year students with GPA
65 or above to be contacted
and encouraged to consider
PG study. Invite them to
discuss options.

Prog
Directors

C: Students - gender equality and academic
progression.
6. Evaluate current and
potential career
development
opportunities for PGR
students.

a) Ensure links with new
Graduate School are
promoted, including for
career development
training and workshops.

b) Increase
representation of PGR
students on SWAN SAT.
SWAN
Champions

DGS, External
Relations
Administrator

c) Annual Progress
Reviews to include
discussion of long-term
career goals and
development needs.
APR Panels

d) PhD students who
undertake guest lectures
to be supported by peer
review of teaching.
Supervisors,
Module
Convenors
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C: Students - gender equality and academic
progression.
a) SSCC to act as a liaison point between SAT
and student body:
7. Increase involvement UG and PGT
students in SWAN process.

SWAN Champion to attend SSCC
SWAN to become a standing item on SSCC
Minutes of SSCC to be discussed at SAT
When specific issues arise, SSCC to delegate
a member to attend SAT.
SWAN Champions,
SSCC Chair

b) Produce and distribute modified culture
survey for UG and PGT students.

SWAN
Champions

c) Annual prize for best essay by a student
on a topic related to gender equality.
Module
Convenors,
SWAN
Champions

C: Students - gender equality and academic
progression.
8. Explore reasons for
higher proportion of
female applications for
Postgraduate course.

a) Consult current
students to find out
what attracted them to
our courses.
SWAN
Champions
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D: Egalitarian workplace culture.
1. Monitor female
leadership and
visibility in all areas of
School governance,
especially research.

b) Ensure Committees
are not predominantly
composed of one
gender.

a) Monitor gender
balance across
administrative roles.
SWAN
Champions

c) Actively recruit to
leadership positions
from existing
committee
membership.

HoS

d) Encourage
shadowing of
leadership positions by
committee members.

HoS

Hos

D: Egalitarian workplace culture.

2. Maintain staff engagement
with SWAN.

a) SWAN a standing item on
School Board and SMB.
HoS, SWAN
Champions

d) Ensure that School images
are thoughtfully chosen to
represent diversity with respect
to gender, age, disability and
ethnicity.
External
Relations
Administrator

e) SWAN documents made
available on School Sharepoint.

SWAN
champions

b) SWAN Champions as
members of SMB, bringing a
gender perspective to all
aspects of School business.
HoS, SWAN
Champions

f) Issue annual invitations to all
staff to join SAT.

SWAN
Champions

c) Ensure that SWAN Bronze
award is visible on stationery,
website and all marketing
materials.

External
Relations
Administrator

g) Engage with staff ahead of
surveys at School Board,
through Head of School email,
to encourage participation in
the Gender Culture Survey and
Focus Groups.
SWAN
Champions,
HoS
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D: Egalitarian workplace culture.
3. Gather information on staff
and student views on genderrelated and broader culture
issues longitudinally, facilitating
monitoring of progress and
development of further action
items.

a) Run a Culture Survey every
four years.
SWAN
Champions

b) Carry out Interim Survey to
monitor progress with
implementation of Action Plan.
SWAN
Champions

D: Egalitarian workplace culture.
4. Gender equality to inform
the promotion of a research
culture within School.

a) Introduce School Newsletter
to share research achievements,
including publications and
successful funding bids.
Coverage by gender to be
monitored and reported
annually.
External Relations
Administrator, SWAN
Champions

b) School seminar speakers to
ensure even gender
Director of Research;
representation.
Core Disciplinary
Research Leads;
Research Centre &
Network Leads.
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D: Egalitarian workplace culture.
5. Ensure
representation of earlycareer and fixed-term
staff in School
governance.

a) Include ECR and
fixed-term staff
representatives on SMB.
DR, HoS

b) Ensure that relevant
committees, especially
Research Committee,
include fixed-term
research staff.
DR

D: Egalitarian workplace culture.
6. Greater integration of
different staff groups in
School culture – particularly
fixed-term research and
professional and support
staff.

a) Welcome coffees to be
extended from permanent
academic staff to all new
staff appointments.
School Manager
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D: Egalitarian workplace culture.
7. Monitor the takeup of equality and
diversity training
among staff.

a) Ensure training
time allowance in
WAM for academic
staff.

School
Manager

b) Review training
during appraisal
meetings.
Appraisers

D: Egalitarian workplace culture.
8. Monitor and review the
experience of international
staff and students; ethnic
minority staff and students;
and staff and students with
disabilities.

a) Use Staff Survey and
Focus groups to gather data
on the experience of
international, ethnic
minority and disabled
students.
SWAN Staff
Survey Subgroup
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D: Egalitarian workplace culture.
9. Ensure SWAN remains
central to all School business.

a) HoS to report to SMB on
SWAN progress and
engagement at the end of each
academic year.

b) Committee chairs to report
to SMB on SWAN progress and
engagement at end of each
academic year.

HoS, SWAN
Champions

c) SWAN update included in
School newsletter.
SWAN
Champions,
External
Relations
Administrator

HoS,
Committee
Chairs

d) SAT to hold Away Day at the
conclusion of each academic
year to reflect on Action Plan
progress and review data
trends. This will be followed by
a report to School Board.
SWAN
Champions

D: Egalitarian workplace culture.

10. Improve the
experience of
LGBT+ staff and
students in School.

a) Hold LGBT+
focused School
event.
New role, HoS
nomination
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D: Egalitarian workplace culture.
11. Increase
gender equity in
Outreach
activities.

a) Establish a rota
system for
outreach activities
Programme
Directors, External
Relations
Administrator

b) Ensure outreach
activities carry
WAM time
allocation.

School
Manager
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