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ABBREVIATIONS USED

AHSS | Arts, Humanities and Social Sciences
AHSSBI Arts, Humanities, Social Sciences, Business and Law
AP Action Plan

CCEA | Council for the Curriculum, Examinations and Assessme
CIP Confirmation in Post

DE Director of Education

DR Director of Research

EC Education Committee

EOU Equal Opportunities Unit (QUB)

FEB Faculty Education Board

HEIDI | Higher Education Database for Institutions
HESA | Higher Education Statistics Agency

HOA Head of Area

HOS Head of School

ICRH | Institute for Collaborative Research in the Humanities
P&S Professional and support (staff)

PDRA | PostDoctoralresearch assistant

PG Postgraduate

PGR Postgraduate Research

PGRC | Postgraduate Research Committee

PGT Postgraduate Taught

Pl Principal Investigator

PSSCS| Professional and Support Staff Culture Survey
SAT SelfAssessmenteam

SB School Board

SL Senior Lecturer

SMB School Management Board

SML School of Modern Languages

SPSC | School Postgraduate Student Committee
SSSC | School Staff Student Committee

STDU | Staff Training and Development Unit

TA Teaching Assistant

TEQ Teaching Evaluation Questionnaire

uG Undergraduate

UPC University Promotions Committee

VC Vice Chancellor

WLM | Work Load Model




OVERALL WORD COUNT

Section Recommended| Actual
1. Letter of endorsement 500 481
2. Description of the department 500 558
3. Selfassessment process 1000 1172
4. Picture of the department 2000 2760
5. { dzLILR NI AY3I YR | RDI 6500 7131
6. Case studies 1000 1093
7. Further information 500 0
TOTAL 12000 13105

SML requested and wagranted an extension of 1000 worddue to complex
departmentalstructure (seeemailbelow). The extra words were used in sectiohs3,
4,5, and 6.This is indicated in the relevant places ie tpplication The aboveactual
total of 13105 includes crosseferences to actions within the texXtotalling 105words)
which do not count towards the word limit.

From: Athena Swan [AthenaSwan@ecu.ac.uk]
Sent: 03 December 2015 12:54

To: Claire Moran

Cc: Athena Swan

Subject: RE: SWAN Application - word count

Dear Claire,

Thank you for getting in touch. | can confirm that Modern Languages at Queen's University Belfast have been granted an additional 1000 words. When
you submit your application, can you please include a copy of this email. These words can be used in any section in the application, but can you indicate
where these words have been used, in the word counts at the end of each section.

Best wishes,
James

James Lush

Equality Charters Adviser
Equality Challenge Unit

T: 0207269 6547

M: 07889757 390

E: james.lush@ecu.ac.uk

Follow us on Twitter: @EqualityinHE | @Athena_SWAN



1. LETTER OF ENDORSEMEROM THE HEAD (EPBRTMENT

WORD COUNTS81

School of Modern Languages
vdzSSyQa ! yABSNERAGE . S
Belfast
BT7 1NN
Northern Ireland

Tel: +44 (0) 28 9097 5362
Fax: +440) 28 9097 5345

Dear Panel

As Head of the School of Modern Languages, | am delighted to support our application
for a Silver SWAN award.

The School waformed in its current structure in 2011 and | was appointed Head of

School. Our SAT team was formed in 2013 and one of our Swan Champions is a nhow

member of theSchool Management Board. As féssor and a working mother, | am

highly committed to the gnciples and practice that underpin Athena SWAN. My goal is

to create a supportive and inclusive atmosphere, enabling all stigfifnale and maleg

to participate fully in the life of the School, to achieve excellence in their professional

life, to be recgnised properly for their successes and to progress in their career path.

SWAN is therefore firmly embedded y Y& [AyWyadzrHy RPI262SOUABSaAQ |yl
accountable to my Faculty PVC as part of the annual appraisal process.

¢tKS {OK22f Q& had @HafyddAcgrBideraBN®irF thef st five years; the
majority of academic staff are now women. This is the case both at LectureSland
level, while half the Professors are women, all of whom have considerable leadership
NEfSa 620K Ay aAnalyinhdzSiSopkne AllthfeR felddrtfésdbrs

are working mothers; | would hope, therefore, that more junior female staff have
positive role models that demonstrate that it is possible to progress in an academic
career and to achieve a balance Wween professional and family life.

The School SAT has already had a significant impact on culture and practice. Our policy

2F O2dzy Ay 3 dzLJ G2 | &SFNJ 2F YIGSNyaAde €S+ @S
application (which pralates the creation othe SAT) is now complemented by a new

policy of giving women a teachiigee semester on return to work. Additionally, as a

NBadzZ G 2F {! ¢ O2yadzZ dlF GA2yas ¢S y26 KI@S I W02
teaching, enabling both men and women to bata family and working life.

However, we cannot be complacent and there is much work still to be done. The
majority of staff in the School are either on probation or are Lecturer grade: a crucial
threshold for all staff, particularly for women, is protiam to a Senior Lectureship and
the period prior to application for SL often coincides precisely with the period where
women start a family. It is essential that we encourage and enablecstaith male and
female ¢ who are developing a Senior Lecturemfile to follow this through to a
successful promotion application.


mailto:ml@qub.ac.uk
http://www.qub.ac.uk/

I am confident that our action plan will allow us to build on this positive change in the
last five years, leading to a loigrm embedding of gender equality in the School and a
confident, positive working environment where everyone can reach their full potential.

= e

Janice Carruthers
Professor of French Linguistics
Head of the School of Modern Languages



2. DESCRIPTION OF THHPARTMENT
WORD COUNB58 (58 extra words)
Descriptionof staff and student body

The School of Modern Languages is a teaching and resedecisive unit which is one

of nine schools in the Faculty of Arts, Humanities and Social Sciences. It comprises three
language areas (French, lIrish, Spanish & Portuguesae postgraduate unit
(Translation & Interpreting), a small group of postdoctoral researchers and a team of
support staff. Undergraduates can take Single and Joint degrees within the School; or a
Joint degree with a subject outside the School.

Thereare currently 281 undergraduates, 33 PGT and 38 PGR students in the School, all
cohorts being majority femald he overwhelming majority are ftilme students. In the
current staff cohort (November 2015), there are four postdoctoral researchers, three of
whom are male. There are only two Lecturers (Education), both of whom are female;
one is temprary and one works pattime. All lecturers,SLs Readers andProfessors

are fullime and permanent, although onBrofessor Margaret Topping) is currently
secorded to a senior leaership role in the universityAll grades; Lecturer, SILReader

and Rofessorg are weltbalanced for gender: theecturer andSI.Reader grades have a
small female majority, although the numbers &t.Reader level are very small. The
small numbers at SL/Reader level is an issue to which we will return at several points in
this document and in theAP.At professorial level, the pfile is 50:50 (see Figure 1).
Support staff are majontfemale (5/6).

Figurel ¢ Current percentagsof female and malestaff & students
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There are also a number of teaching assistants who do not appear in the staff data.

¢KSe IINB Sy3lF3ISR 2y I WO2yiNI Ol F2N aSNBAOSaQ
teaching needs in dexible and nimble manneiFigure2). They undertake mainly oral

classes, specialist teaching (e.g. business or legal language) and some other classes, as

! Staff numbers aréieadcountas at November 2015. Student numbers are as at February 2015,
since figures for the current academic year (248 are not available until February 2016.

¢



the need arses. This group includes a number of postgraduate students who are
offered teaching experience as part of their postgraduate professional training
programme (the postgraduate numbers are shown separateBigare2). The teaching
assistant cohort, like the School core staff, is well balanced for gender, with a small
female majority.

Figure2 ¢ Current(Nov 2015)percentages of female and male Teaching Assistants
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Structures

The HOSis line manager for all staff in the School and therefore signs off on all
processes relating to staff probatio@|P appraisal, promotion, flexible working, leave

etc. The School has a Director of Education (DE), a Director of Research (DR) and a
School Manager. The DE and DR work with the Head of School to give leadership in
Education and Research respectively and 8uhool Manager works with thdOSto

ensure the smooth running of key management and administrative functions. She also
manages the other support staff.

There are also heads of the three language areas (French, Irish, Spanish & Portuguese)
who have respnsibility for the delivery and assessment of modules and for the
academic progress and pastoral care of Htedents in their areasThe School has a
postgraduate coordinatowho leads on all postgraduate matters relating to provision

and to students.

There are a number of other important roles such as advisor of studies, personal tutor,
level convenorrecruitment lead, year abroad eardinator.

The School Management Board is the key decisiaking body and a variety of
committees report to SMB. It is chaired by the HOS and comprises the HOS, DE, DR, REF
Champion, School Manager, the B@nvenoyone Swan Champion, an elected member

of staff andtwo nominees of the HOS.



3. THESELFASSESSMENT PROCESS

WORD COUNT172 (172 extra words)

(YA description of theselfassessment team

In September 2013following new University guidelineshe HOS, Prof. Janice
Carrutherssent out a callfor volunteers to take on the SWAN Champion role for
Modern Languages. Dr Claire Moran and Dr Anna Tristram volunteered and became
joint champions. Following advice from thimiversity SWAKChampions Network re the
gender/grade composition of the SATthey approached a senior male colleague,
Professor Greg Toner, the School Manager, Ms Deirdre McCrory anHQISThis

initial team expanded in Sept 2014 to include staff and students at every grade and
level within the School with consideration for genderdrace, worklife balance and
caring responsibilities. This larger team then became divided into subgroups, including
(a) the core SAT, (b) the working group for staff issues (c) working group for student
issues Annaand Clairechair all subgroup meetinggeeding back to the core SAWhile
Janicechairs the SAT meeting$he champion®enefit from 10 workload model points
annually, which is the equivalent of a convening role.

Tablel ¢ SelfAssessment Team & subgroups

Core SAT
Professor Janice | Female QUB staff since 1989. Married to QUB academic. Tw(
Carruthers Head of children (1 girl, aged 15; 1 boy aged 11
School
Ms Deirdre Female QUB staff since 1997. Married. No caring responsibilit
McCrory School
Manager
Dr Claie Moran | Female Lecturer in French since July 2006. Married to QUB
SWAN academic. Two children (boy aged 8| gged 4. No
champion | family in Northern Ireland.
Professor Greg | Male QUB staff since 2011.&fied. Two sons aged 2hd 18
Toner Irish Studies
Dr Anna Tristram| Female Lecturer in French since February 2013. Married.
SWAN Husband commutes Belfakbndon; 1yr-old daughter
champion | No family in Ireland.
Staff subgroup
Dr Piotr Male Lecturer (Translation)
Blumczynski
Dr Fiona Clark | Female Lecturer (Spanish)
Dr Sarah Eardley| Female Lecturer on probation (Translation)
Weaver
Dr Anne Female Lecturer (Spanish)
Holloway
Dr Dominique Male Lecturer (French)
Jeannerod
Dr Steven Wilson Male Lecturer on probation (French)
StudentSub Group 2014 5*
UG Daniel Parsons (M) (French)
PGT MaevaMcComb (F) (French)
PGR Ewa Sherwood (F) (Translation), Charlotte Mitchell (F) (Spa
Padraig Mac Conagle (M) (Irish)

*See3.(iii) belowfor proposed changes to this tear8§ST



(i) Anaccount of the selassessmenprocess

¢tKS {OK22f 2F a2RSNYy [ly3da 3Sa G vdzs$SSyQa 41|

restructuring and separation from the original School of Languages, Literatures and
Performing arts. It has been led from its inception by Professor Janice Carruthers who
has instigated an emphasis on excellence in all areas of research and education. It is
within this context that gender quality has emerged as a priority as it means enabling
every member of the Modern Languages team to contribute to these goaflecting

the Athena SWAN principle Belonging to the smallest school in the Univers8iL

staff menbers benefit from a friendly and supportive working environment bata
multi-subject School, the administrative burden can be disproportionately lafpe
principalgoal of the selassessment process was poomote and advance the careers

of women whist enablingall staff to reach their potentialWe also aimed todrmalise

goad practice, as well as reviegender inequalities at all levels and grades, including
undergraduate, postgraduate taught, doctorate, professional and support.

The core SAT teamwas established in 2013 drhas met 3 times per semester, in
addition to subgroups and related activities also taking place during the semester. We
recognize the need for more frequent meetin@ee section 3.ij.There were two first
steps taken by thegam:

1. An analysis of staff and student data with a view to identifyaotential issues
in career advancement for women.

2. The creation of audture survey. This was carried out in October 2013 and
aimed to identify good practice and areas for improvemeithim the Schoolt
had an excellent response rate (over 8G%ajl theresults are discussed in 5.6

().

The initial analysis of student and staff data showed that our intake of students was
predominantly femalegseeFigure3). We identified this as an area for action and put
recruitment policies in place to attract more mal&8e can note some impact from this
action in the number of applications from males tordechool (se@able2). However,
more work needs to be done in this aréactions 2.1 and 2.2)

The SWAN champions communicate regularly with all @dchembers through email

and Clairesits on the Educationdhmittee (EC) which meets monthly and th&MB
which meets fortnightly and wher8 WAN:Gender Equalitand Diversityis a standing

item. The Champions also report on actions and updates to the entire school through
their presence aSB where SWAN is alspstanding item, andvhich takes place each
semester. This strong presence in the School ensures that importantltaticen on
actions takes place at a number of levels and that gender equality policies have high
visibility.

The SAT team has also benefited from the close liaison with the University SWAN
Champions group which meets on a monthly basis. In particulattiddyprogramme,
instigated by this group allowed our School to be paired with the School of Nursing and
Midwifery, a Silver Stem Schoolwhose advice and support in creating and
implementing actions has been significarAnna and Clairetogether with the
Champion in the School of Englialso chaired the AHSS SWAN group, which included 9
Schools This grouphas also met monthly over the last two years and has been an
invaluable source of practical help, as well as providing a forum in which to exchange

GO
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ideas and insights with regard to the application of SWAN policies to Arts and
Humanities.

(iif) Plans for the future of the sefissessment team

The SATaims to meet on a monthly basis to make progress with actions and improve
policies In order to adhered this, the team now plammeetings 1 hour in advance of
the monthlyEC whichalsofeature aSWANstanding item.

The monitoring of theAction Plan (APwill take place through the regular updating of
progress through SMB and in person through pnesence of both the Chair and one of
the SWAN champion@ction 6.1). The DE will also report progress on SWANatuRy
Education Board (FEByhere SWAN is a standing item. Janicil@Swill also report

to the Faculty PVC on progress, which is theported to the VC. The Staff working
group and related focus groups will continue to be used as a way of monitoring the
effect of new and existing SWAN policies. SWAN: Gender Equality and Diversity is a
standing item on the SchooStaff Student Committee (SSSC) and the School
Postgraduate Student Committee (SP38th of which meet each semester. This
marksa change from thénitial student working group and will enable SWAN policies to
gain greater visibility, as well as ensuring student needs arewitietregard to equality

and diversity.

The SWAN champions will continue #mtively participate inboth SBand to the
University SWAN ChampioNetwork

Staff and students will be updated on SWAN policies thro88tpresence and via
emails, the School vimsite with its designated SWAN paged intranet postingsWe
also plan ¢ improve our School SWAN pagee Action 5.1)

Succession planning includes ensuring that SWAN remains a standing item on key
boards such as SMBCand SBand encouraging staff dm the SAT subgroup to work
shadow the Champions so that new Champions can be inducted more efficiently. Male
members of staff from this group have already expressed interest in taking on the role

It is planned that in future on&wan champion should beaite and one femaldAction

5.4). The distribution of workload points for SWAN is reviewed annifAltyion 5.2) as

are the points for committee members.

SWAN championgill continue to be encouraged to apply for awards by twversity
and will continue to be supported iy KS 5ANBOG 2N 2F (GKS vdzSSyQa
the Director of the University SWAN Champions Group.

As a pioneering SAT in AHSS at QUB, we plan to use feedback on this process to help
other AHSS Schodgpplying for awards in the future. To this end, a document is under
preparation for discussion at the SWAN Champions Network in December.



4. APICTURE OF TBEPARTMENT

WORD COUNPD760 (760 extra words)

4.1. STUDENDATA

()Numbers of men and women on accesgaundation courses
N/A

(i) Numbersof undergraduate students by gender

The School offers courses in three language areas: French, Irish and Spanish &
Portuguese German was previously offered but was discontinued in 2010 with a small
number of students ovethis period (5) remaining on the course as it was being taught
out. Figures in this section relate to the overall number of students in the School rather
than to individual subjects.

Theundergraduategender profile of the School is closely aligned wigtional trends
shown by HESA data (

Figure3d). In SML at QUB, the perdage of females stood at 76929 and 20§ in the

first two years 6 the period, decreasingo 71% (99) in 201415. This shows some
progress towards increasing representation of males in Languages but more work
remains to be donéActions 2.1 and 2.2)

Figure3 - SML UG student data and HESA benchmarking dbg{tgende?
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Applications and Offers

Processing of applications is based wholly on ability to meet the entrance requirements
(BBB in the census period). There is a close correlation between the gender balance of
applicants and those who receive offefalle2). It will be noted that the percentage of
male applicants has risen from 3q%36)in 201213 to 34%(149)in 201415, with a
concomitant rise in the number affers from 28%121)to 33%(138) This tallies with

?HESA data shows % only for comparison of trends. Aggregated data for French, Spanish &
Portugueseaand Irish & Celtic; note that 20115 figures were unavailable
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a rise in the percentage of males accepting a place cousse which now stands at
33%. The increase is small but may be the result of a strategy adopted in recent years to
make languages more attrace to males.

Table2 - UG applications, offers and acceptances by gender

Applications Offers Acceptances

Female| Male | Female| Male | Female| Male

201213 1| n 320 136 305 121 62 17
% | 70.2%| 29.8%| 71.6%)| 28.4%| 78.5%)| 21.5%

201314 | n 272 141 260| 135 59 21
% | 65.9%| 34.1%| 65.8%)| 34.2%| 73.8%| 26.3%

201415 | n 286 149 276 138 57 28
% | 65.7%)| 34.3%| 66.7%| 33.3%| 67.1%| 32.9%

Table3 maps the numbers of acctances onto offers and offerb acceptances in

order to allow us to track the success rate for males and females from application
through to commencement on a courst confirms that gender does not affect the
likelihood of a studengetting an offer. Although theriss some variability in the number

of males receiving an df, this has stabilised in 2043t and 201415 and it is
comparable to the female profile. Hawer, it is evident that female students are
usually more likely to accept a place, possibly because they are more likely to gain the
necessary grades. The absolute number of males accepting a place has risen from 17 to
28, representing an increase from%d4to 20%, supporting the conclusion that recent
attempts to increase male representation are paying; dfbwever we continue to
develop this area (Action 2.1 and 2.2)

Table3 - UG applications, offers and acceptances by gendergimg percentage proceeding to
the next stage (offers/applications and acceptances/offers)

Offers(as % of | Acceptancegas %
Applications Applications) of Offers)
Female | Male | Female | Male | Female | Male

201213 n 320 136 305 121 62 17
% - - 95.3%| 89.0% 20.3%| 14.0%

201314 n 272 141 260 135 59 21
% - - 95.6%| 95.7% 22.7%| 15.6%

201415 n 286 149 276 138 57 28
% - - 96.5%| 92.6% 20.7%| 20.3%

Attainment

Females and males match each other in attaining 1st class degrbeth genders
stood at 14%n 201213 rising to 26%n 201415 (Table 4. Female performance has
been fairly consistent ir2.i and 2.ii categories. Male performance has shown more
fluidity, with something of a tendency to lag behind females in the 2.i band and a
marked predominancen the 2.ii band in all but the most recent year. However, the
absolute numbers of males in this band is small (6, 3 and 2 in each of the years).



A small number of females were awarded @ass honours in the first two years of the
data, falling to zeran 201415, whereas no males were awarded degrees in this band
during this period Table 4. However, the total number of males is significantly smaller
in each year than the number oérhales (see rightmost column of Tablg do that if
men were to attén thirds at the same rate as women it would amount to no more than
a single student in any year.

On average, female students are more likely to achieve a good degfégi)than
males (see Figure)dalthough in 20145 male students edged ahead (89.5%ainst
84.8%) due to a stronger showing in the 2.i category. This is in line with awards made
across QUBHSS schoglwith both male and female candidates in Languages per
forming more strongly than their peers elsewhere in the university.

Thestatistics tend to suggest that parity of attainment is being achieved in the School
as a result of rigorous assessment procedures. The University has had anonymous
marking of examination scripts throughout this period, and in 2014 the School moved
to anorymous submission procedures for all coursework worth 10% or more of a
module mark.

Table4 - Degree attainment (classification) by gender (all subject areas)

1st 2.i 2.ii 3rd
Degree Class| F M F M F M F M
201213 9 3 38 12 14 6 3 0
14.1%| 14.3%| 59.4%| 57.1%| 21.9%| 28.6%| 4.7%| 0.0%
201314 9 2 36 5 11 3 1 0
15.8%| 20.0%| 63.2%| 50.0%| 19.3%| 30.0%| 1.8%| 0.0%
201415 12 5 27 12 7 2 0 0
26.1%| 26.3%| 58.7%| 63.2%| 15.2%| 10.5%| 0.0%| 0.0%

Figure4 ¢ SML UG % attaining 1st & 2.i degree by gender compared to QUB AHSS % figures
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(iif) Numbers of men and women gostgraduatetaught degrees

PGT students have predominantly taken the MA in Translation Studies with smaller
numbers on the MA Interpretingand the MA Languages. The MAs in
Interpreting/Translation include a professional qualification and attract a significant
international (mainly Chinese) student cohort. As a result of significant external
recruitment, therefore, no direct comparisons can be mdmdween UG completions

and MA intake.

Figure5 - SML PGT students and HESA benchmarking data by g%nder
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Thedata show a significant fall in the overall numbersboth men and womenmaking

MAs froma total of 79 to 33 (Figure 5) At the same time, we sea decline in the

proportion of male students on these programmes, falling from just under a (Bi6j

in 201213 to 21%(7) in 201415. HESA benchmarking figursisow that QUB was

closely aljned to national trends in 20123 ard 201314 but nofigures are available

for2014mp B KSY ¢S aSS GKS RALI AYy GKS ydzYoSNJI 2F Y/ f

Figure6 shows that a greater proportion of men have pursued garte study whereas
women tend to follow a fultime pathway. Thus, a decline in the overall numbers
studying paritime during this peiod has had a disproportionate effect on men.
However, an even bigger drop has occurred in the number of men studyiAgfell
(down to 3 in 201415). This may be related to the lack of funding opportunities at MA
level, increasing fee levels and contidug@ressure on household budgets. It is
noteworthy, for example, that the number of applications from women has remained
steady but that there has been a substantial decline in the number of applications from
menoverall(Table5 next subsectioh Action 3.2 will investigate this.

® HESA data shows % only for comparison of trends. Aggregated data for French, Spanish &
Portuguese and Irish & Celtic. Note that no HESA figures were available for Translation &
Interpreting;further, 201415 figures were unavailable.



Figure6 - SML PGT by gender and FT/PT status (all subject areas)
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Applications

Offers are maden the basis of entrance qualifications, normally a good 2.i in a relevant
discipline. We have had a policy of encouraging all able candidates, particularly women,
to consider application as part of our recruitment strategy.

Table5 shows the success rate at each stage for both men and women from application
to offer, offer to acceptance and the overall success rate from application to
acceptance.The number of applications from women has remainesatively steady

but we have seen a decline in the number of applications from (frem 30 to 19); this

has been identified as an area for action (Action .31})ere isa close correlation
between applicatns and offers, irrespective of gender. Men were slightly mowyik

to be made an offer in 20223 (77% against 70%ut women were marginally more
likely to be made an offer in 20134 and 201415 (seeRatio appsoffers).

The success rate from apgi@on through to acceptance shows a decline from what
were very similar positions in 20423 for both women and men (52% and 50%
respectively) to 25% and 32% in 2a13, confirming the impression that the lack of
financial support available has impactedbstantially on take up of MA place$he
percentage of men accepting offers remained static at 65% during the first two years of
this reporting period, but fell to 43% (6 out of 14) in the final y8drere has been a
marked decrease in the proportion ofomen accepting an offer, falling from 75% to
48% and finally 33% (from 44 to 23 in absolute terms), although acceptances by women
still outnumber those by men by almost 4:This requires further investigation (Action
3.2).As only a very small number afvards are now available for MA studgd the vast
majority of students are seftinding, it is unlikely that the allocation of grants has had a
significant impact othe proportion of women accepting places



Table5 - SML PG Applications, offers and acceptances (all subject areas)

Female| Male

Applications n 84 30

% | 74.0%| 26.0%

Offers n 59 23

% | 72.0%| 28.0%

201213 | Acceptances n 44 15

% | 75.0%| 25.0%

Ratio apps:offers 70.2%| 76.7%

Ratiooffers:acceptances 74.6%| 65.2%

Success rate (accept/apps 52.4%| 50.0%

Applications n 92 27

% | 77.0%| 23.0%

Offers n 62 17

% | 78.0%| 22.0%

201314 | Acceptances n 30 11

% | 73.0%| 27.0%

Ratio apps:offers 67.4%| 63.0%

Ratiooffers:acceptances 48.4%| 64.7%

Success rate (accept/apps 32.6%| 40.7%

Applications n 92 19

% | 83.0%| 17.0%

Offers n 70 14

% | 83.0%| 17.0%

201415 | Acceptances n 23 6

% | 79.0%| 21.0%

Ratio apps:offers 76.1%| 73.7%

Ratiooffers:acceptances 32.9%| 42.9%

Success rate (accept/apps 25.0%| 31.6%
Completion

Table 6 tracks cohorts who entered in 2012 and 2013 through to completion (the
course is a full 12 months so completions are not registered until the year aftee)ntak
The figures may be impacted doy students who have taken a leave of absence and so
re-enter the course with a different cohort than the one with which they started.
Unfortunately, they cannot be disaggregated for this purpose. No data is given for 2014
entry as we do not have the cqietion figures as yet.

The figures demonstrate very high completion rates among men and women with little
to distinguish them in any given year.



Table6 - SML PGT degree (all subject areas) showing completion rates by gender

No. entrants | No. completing | %completion
Female| Male | Female | Male | Female| Male

2012 entry 44 15 40 13| 90.9%| 87.7%

2013 entry 30 11 29 11| 97.7%| 100%

(iv) Numbers of men and women on postgraduagsearchdegrees

The PGR cohort is predominantly female by almost 3:1 over the survey (gEigqde

7). This reflects the gender balance at undergraduate and PGT levels and exceeds the

HESA benchmark provided the component languagesl§o shown in Figure) ivhere

0KS LINRPLRNIAZ2Y Aa Of2aSNJ G2 HYM® ¢KAA RSY2yaiN
successful at retaining women through to PhD level than other UK Languages

departments. Overall there are few pditme students at PGR level; in the past three

years, there has been only one (female) PT student in each ahle(F.

Figure7 - SML PGR students and HESA benchmarking data by génder
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Table7 - SML all PGR students by gender and FT/PT status (all subject areas)

201213 201314 201415

Female| Male | Female| Male | Female| Male

FT 21 5 21 10 27 10
95.5%| 100.0%| 95.5%| 100.0%| 96.4%| 100.0%

PT 1 0 1 0 1 0
45%| 0.0%| 4.5%| 0.0% 3.6%| 0.0%

TOTAL 22 5 22 10 28 10
81.48%)| 18.52%| 68.75%)| 31.25%| 73.68%| 26.32%

* HESA data as footnoe
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Applications
Table8 - SML PGR Applications, offers and acceptances (all subject areas)

Female| Male

Applications 15 8

65.2%| 34.8%

Offers 14 5

73.7%| 26.3%

201213 | Acceptances 9 2
82.0%| 18.0%

Ratio apps:offers 93.3%| 62.5%

Ratio offers:acceptances | 64.3%| 40.0%
Success ratéaccept/apps)| 60.0%| 25.0%

Applications 18 12

60.0%| 40.0%

Offers 15 7

68.0%| 32.0%

201314 | Acceptances 6 5
55.0%| 45.0%

Ratio apps:offers 83.3%| 58.3%

Ratio offers:acceptances | 40.0%| 71.4%
Success ratéaccept/apps)| 33.3%| 41.7%

Applications 17 11

61.0%| 39.0%

Offers 15 9

63.0%| 38.0%

201415 | Acceptances 11 8
56.0%| 44.0%

Ratio apps:offers 88.2%| 81.8%

Ratio offers:acceptances | 73.3%| 88.9%
Success ratéaccept/apps)| 64.76| 72.7%

The gender balance of new entrants has hoveasédirca 58% female 42% malethe

last two years, marking a departure from previous years in which females have
predominated at PGR leveldble §. However the figures for applicationshow that
offers are substantially more likely to be made to women than men, although the ga
narrowed considerably in 201#5. The reason for the increasing proportion of men is
that they are now much more likely to accept an offer than women (71% and 89% of
men accepted offers in the last two years compared to 40%7&6 of women)This is

most likely to relate to an increase in the number of international students who have
received funding from their home countryTable9 shows that women received the
majority of grants administered by the PGRC (QUB, DEL, and AHRC), obtaining
approximately two thirds of such awards in the last two years. Males have more often
been selifunding (x2 in 20145) or have received grants from their home university (2
FNRBY adzQil KZI W2NRIYy>Z Ay (GKS fFad &SFNLO



Table9 ¢ SML PGR new entrants: source of funding by gender

QUB/DEL/ Other
AHRC
201314 | Female 4 67% 2 33%
Male 2 40% 3 60%
201415 | Female 7 | 63.6% 41 36.3%
Male 3| 37.5% 51| 62.5%
Completions

Table 10shows that the completion rate within 5 years exceeds by a long way the
benchmark figures foAHS$GRs in QURith all female and male students completing
within 5 years This indicates that supervisory arrangements agerous and gender
neutral.

TaHe 10- SML PGR completion rates (all subject areas) and QUB AHSS benchndatang

QUBAHSS
No. Completing completing
completing within 5 years within 5 years
F M F M F M

201213 4 3 4 |1 100% 3| 100%| 61.9%| 68.6%
201314 7 1 100% 1| 100%)| 54.2%| 57.8%
201415 4 0 4 |1 100% 0 65.3%| 69.0%

\'

(v) Progression pipeline betweamdergraduateand postgraduate student levels

Table11 shows a reasonably consistent distribution of males and females across UG,
PGT and PGR programmes. There is clearly fluctuation at postgraduate levels where
relatively small changes in abstdunumbers can have a large impact on the
percentages. It is noteworthy that the percentage of women remains more or less
consistently above 70% at all levels in all years of the survey. Whereas HESA statistics
show that women elsewhere are less likelyparsue doctoral research, SML figures
demonstrate that women here are just as likely, indeed marginally more likely, to go on
to a PhD programmealthough more ecent figures on intake suggeshat the
percentage of new female entrants is dropping (seeva)d/Ve therefore see this as an

area for action (Actions 3.1 and 3.3).

Tablell- Progression pipeline: proportions of students at UG, PGT and PGR level

201213 201314 201415
Female Male Female Male Female Male

UG | 229 | 75.6%| 74 | 24.4%| 208 | 75.9%| 66 | 24.1%| 199 | 70.8%| 82 | 29.2%

PGT| 53| 67.1%| 26 | 32.9%| 44| 72.1%| 17| 27.9%| 26| 78.8%| 7| 21.2%

PGR| 22| 81.5%| 5| 18.5%| 22| 68.8%| 10| 31.2%| 28| 73.7%| 10 | 26.3%

We can attempt to track cohorts from one year to the next, althoudjnect
comparisons cannot be made because of students entering the system at higher levels
FNRY 2dziAARS vdzSSyQas LI NabldlDstiws thidt 86%70fy G SNI | G A2y

GO



the class of 2013 who gained a good degree were female, and that the following year
73% of candidates who accepted positions on a MA course were female. This pattern is
repeated in the next year but is exaggerated by a very low number of raeleésving a

good degree in 20134.

The apparent lack of success in new female entrants progressing to PGR, indicated
below byarrows has been discussed in the previous section where it is attributed to an
increase in the number of male international students witeznal sources of income.
Internally, women win approximately 70% of awards administered by S¥4Lneed
further analysis in this area (Action 3.2).

Tablel2- Progression pipeline degree results and students continuing to PGudy

201213 201314 201415

Female| Male | Female| Male | Female| Male
Graduates with 1/2i 47 15 45 7 39 17

75.8%)| 24.2%| 86.5%| 13.5%| 67.2%| 32.8%
New PGT students 44 15 30 11 23 6
(acceptances) 75.0%| 25.0%| 73.0%| 27.0%| 79.0%]| 21.0%
PGT completions 30 16 40 13 29 11

65.2%)| 34.8%| 75.5%| 24.5%| 72.5%| 27.5%
New PGR students 9 2 6 5 10 8
(acceptances) 82.0%| 18.0%| 55.0%| 45.0%| 56.0%]| 44.0%




4.2. ACADEMI@GND RESEARCH STAKFAD

()Academic staff by grade, contract functiandgender: research only, teaching
and research or teaching only

The distribution of staff across the various categories and pay gradasu inFigure

8. In common with many Arts and Humanities units, the School has traditionally had
very few staff who are research only (postdoctoral researchettsdugh note from
Figure 1 above on current (November 2015) staff, that the number has increased
recently to4 (1 F, 3 M). All have been employed on fikexan posts. The numbers are
too small to detect a significant gender pattern for postdoctoral researchers.

Lecturer (Education) posts are also traditionally very low in number. The School has one
part-time permanent Lecturer (Education) (F) but otherwise, Lecturer (Education) posts
are fixedterm in the School, covering permanent staff leave (maternity or externally
funded): in 201415, there were 5 in total (3F, 2M). There is no significant gender issue
at Lecturer (Education) grade.

The cohort of Lecturers (Teaching and Rese@aclthe largest in the SchooFemale
representation has increased from 38.5% (5) in 20320 60% (9) in 20145. At SL
level, the overall numbers have decreased from 5 in 20820 2 in 201415 and have
shifted from majority male (2F, 1M in 2013) to even numbers (1F, 1M in 2018),
although the raw numbers are extremely small. The most significant issue to be
addressed in the Lecturer and SL grades is therefore the needih&rcareer
development of both female and male staff, to increase the overall number of
successful applications for SL (see APLI5)

The professoriate wasajority male in2012-13 (2F, 3M)but has been 50:5(h the last
two years (4F, FM in 20113t and 3F, 3M in 20145).

Figure8 - Academic staff by gender and grade
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Figure9 - Academic staff benchmarking data, % only shown (Source: HEIDI)
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Globally, thereforeacross all three grades (Lecturer, SL/Reader, Professor), there has

been growth in thepercentageof female relative to male stafh the last three years

P'd [ SOGdzZNBNJ F YR { [ k st IstiRi&ids) atanelzelghned withkth8 { OK22f Qa
HESA benchark for Modern Languages (Figure 11) which shows a majority of female

staff. Our statistics for professors put us in a considerably stronger position on gender

balance than the HESA benchmark for the subject: nationtdiypales are in the

minority at professorial leve(c.36%) whereas in the School, the gender balance is now

50:50 (3F, 3M).

The vast majority of staff work fduime. There are extremely small numbers of part
time staff: 1 PDRA (M) in 2043, 1 permanent Lecturer (Education) (F}rtfessor

(M) in 201213 and 1Professor (F) in 20:34. No kcturers orSILReaders work part

time. Given the small numbers of both male and female, there are no gender issues in
terms of the distribution of partime and fulitime contracts.

G’;



Tablel3- Academic staff by gender, gradend FT/PT status

201213 201314 201415

Academic grade | FT/PT F M F M F M

FT 1 1

PT 1

Total 0 1 0 0 1 1
PDRA 0.0%| 100.0% 50.0%| 50.0%

FT 2 2

PT 1 1 1

Total 1 0 1 0 3 2
Lecturer (Education 100.0%| 0.0%| 100.0%| 0.0%| 60.0%| 40.0%

FT 5 8 8 5 9 6

PT

Total 5 8 8 5 9 6
Lecturer 38.5%| 61.5%| 61.5%]| 38.5%]| 60.0%]| 40.0%

FT 2 3 2 2 1 1

PT

Total 2 3 2 2 1 1
SL/Reader 40.0%| 60.0%| 50.0%]| 50.0%]| 50.0%]| 50.0%

FT 3 3 3 3 3 3

PT 1 1 1

Total 3 4 4 4 3 3
Professor 42.9%| 57.1%| 50.0%]| 50.0%]| 50.0%| 50.0%

FT 10 14 13 10 15 13

PT 1 2 2 1 2 0

Total 11 16 15 11 17 13
All grades 40.7%| 59.3%| 57.7%]| 42.3%]| 56.7%]| 43.3%

(i) Academic and research staff by grade on fikexin, openended/permanent
and zerehour contracts by gender

Note: there are no staff on zetwurs contracts.

Researctonly staff have fixedterm contracts because they are postdoctoral
researchers on a fixegerm RCUK or EU grant: numbers are extremely small (1M in
201213; 1F and 1M in 20145). As noted above, teachuwumly staff (Lecturer
(Education)) are extremely low in number: oisepermanent (F) and the others who
feature in Table 15 are on fixddrm contracts because they are temporary
replacements for staff on leave, whether maternity, research or otherwise. This small
group (4 in 20145 only) are balaced for gender (2F,N\2). All Lecturers, SL/Readers

and Professors in the School are on permanent contracts.

Globally, therefore, there are no gender issues with regard to permanent versus fixed

term contract status.
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Tablel4 - Academic and resarch staff by gender and contract type

Academic 201213 201314 201415
grade Contract | Female Male | Female| Male | Female| Male
Fixed 1 1 1
Perm
Total 0 1 0 0 1 1
PDRA 0.0%| 100.0% 50.0%| 50.0%
Fixed 2 2
Perm 1 1 1
Lecturer Total 1 0 1 0 3 2
(Education) 100.0% 0.0%| 100.0% 0.0%| 60.0%| 40.0%
Fixed 1
Perm 5 7 8 5 9 6
Total 5 8 8 5 9 6
Lecturer 38.5%| 61.5%| 61.5%| 38.5%| 60.0%| 40.0%
Fixed
Perm 2 3 2 2 1 1
Total 2 3 2 2 1 1
SL/Reader 40.0%| 60.0%| 50.0%| 50.0%| 50.0%| 50.0%
Fixed 1 1 1
Perm 3 3 3 3 3 3
Total 3 4 4 4 3 3
Professor 42.9%| 57.1%| 50.0%| 50.0%| 50.0%| 50.0%
Fixed 0 3 1 1 3 2
Perm 11 13 14 10 14 11
Total 11 16 15 11 17 13
All grades 40.7%| 59.3%| 57.7%| 42.3%| 56.7%| 43.3%

(iii) Academic leavers by gradedgender and full/parttime status

The total number of leavers over the period is quite small: 9 men (75%) and 3 women
(25%).The reasons for leaving do not reveal any cause for cor{semalsdlrablel5):

1 Fivestaff leftover the perioddue toend of contrac{1 female 4 malg.

1 Four staff resignedl female, 3 male)They had very different motivations for
resigning: one male Lecturer left academia to work in the voluntary sector; one
male SLwas promoted to a Chair in another University; one female Lecturer
and one male partime Lecturer (who had previously workédll-time) left
because the subgt area of German was closelhere is no significant gender
pattern in terms of resignations.

1 Two staff retired (1 femalel male).

1 One (male) member of staff took voluntary severance.

The University has introduced aw Exit survey for leavers, the data from which will be
available for analysis later in 2015.

GS



Table15- Academic leavers byeason,grade,genderand FT/PTtatus

Reason

Grade

201213

201314

201415

F M

F M

F M

End of contract

PDRA

1FT

1PT

Lecturer (Ed

1FT

Lecturer

SL/Reader

Professor

1PT| 1PT

Resignation

PDRA

Lecturer (Ed

Lecturer

1FT

1FT
1PT

SL/Reader

1FT

Professor

Retirement

PDRA

Lecturer (Ed

Lecturer

SL/Reader

1FT

1FT

Professor

Voluntary
severance/early
retirement

PDRA

Lecturer (Ed

Lecturer

SL/Reader

1FT

Professor

TOTAL

SILVER APPLICATIONS ONLY
Where relevant, comment on the transition of technical staff to academic role
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5. SUPPORTING AND ADVANb D 2 ha9bQ{ /! w99w{

WORD COUNT131 (631 extra words)

5.1. Key career transibn points: academic staff

() Recruitment
lff FTROSNIAaSYSydGa F2N) Llaida Ay vdzsSSyQa Oz2yil
from all sections of the community. Recruitment panels are selected to ensure that
both males and females are represented. All panels contain at least one female and one
male but we aim to come as close to 50:50 representation as possible, taking other
factors into account (such as language specialism and community representation which
is relevant in a Northern Ireland context).

All staff participating as members of recmigént panelsmust undertake a training

course inRecruitment andselection whichncludes equality and diversity training and

an element ofunconscious bigst also ensures that panel members are fully aware of

equality legislation (e.g. the fact that isiillegal to discriminate against an interviewee

who is pregnant athe time of interview). All panel members must also have completed

0KS dzy A @SNRERAGE QA 2y AYyASmedhhednf taki frodn Persoimel RA S NE A ( &
is present at all shortlistingneetings

Note that the statistics presented iffable 17to Table 21show gender patterns in
recruitment over the past three yeark each table, Wile the number ofapplicationss

large, the numbers shortlisted and accepted (i.e. appointed)vanry smalland thus

need to be treated with some caution.

Note that no positions at grad&L,Reader or Professor were advertised during this
period.

Ly G4KS OlFasS 2F WNBaSINODK 2yfeQ LkRrabtaszr GKSas$s
Languages. There were mbsts advertised in 20123 and 201314, and only one

appointment (male) in 20145 (Tablelev ® LG A& AYLERNIFyd -2 y20S (K
2yfteQ LRrada NB FROSNIAASR 2LSytey (GKS YI22NAi

Currently (November 2015), we have one female and three males in PDRA posts (see
Figurel above), with a new female due to arrive in April 2016. We therefore do not see
a need for action in this area.

Tablel6- Academic recruitment by gener: PDRA (researebnly)

Recruitment 201415
Grade stage Female Male Total
Applications 19| 79.2%| 5 20.8% 24
PDRA Shortlisting 3| 60.0%| 2 40.0% 5
Offers 0| 0.0%| 1| 100.0% 1
Success rate 0.0% 20.0%

There werey 2 [ SOGdzNBENJ Ay 9RdzOlI GA2Y OWHBlOKAY3 2yf &
201314. Applications, shortlisted candidates and acceptancestichpostsin 201415
show a majority of femalapplicants at 65.5% (57 able17), with male applicants

<



experiencing a slightly higher rate of succel€¥/for 3/30 for males compared to 7% or
5/57 for females).

Tablel7 - Academic recruitment by gender: Lecturer (Education) (teachardy)

Recruitment 201415
Grade stage Female Male Total

Applications 57| 65.5% 30 34.5% 87

Lecturer —
. Shortlisting 11| 57.9% 8 42.1% 19

(Education)

Offers 4| 57.1% 3 42.9% 7

Successate 7.0% 10.0%

Applications for Lecturer posts (teaching and reseafetlel8, Table19 and Table20)

show a majority of female applicants (circa 63% and 61%) in two of the three years

surveyed and a majority of male applicaitsthe most recent year (58%0he success
rate in for both genders is similar in yeat and 3 (2.7% F/2.3% M in12; 2%F/1.5%M
in 1415) but different in 1314 where the 3 appointments were femaleywe will
continue to monior this. Note also that there is no difference in the gender pattern in

GKS tlad

0 KNB S
figures for acceptances.

Tablel8- Academic recruitment by gender: Lecturer (teaching and research) 2032

Recruitment 201213
Grade stage Female Male Total
Applications 75 63.0%| 44 37.0% 119
isti 0 0
Lecturer (AC2/3) Shortlisting 13 59.1%| 9 40.9% 22
Offers 2 66.7%| 1 33.3% 3
Success rate 2.7% 2.3%
Table19- Academic recruitment by gender: Lecturer (teaching and research) 2043
Recruitment 201314
Grade stage Female Male Total
i 1 [ 0
Lecturer (AC2/3) App|IC.atI.0nS 112 60.5%| 73| 39.5%| 185
Shortlisting 13 81.3%| 3| 18.8% 16
Offers 3 100.0%| O 0.0% 3
Success rate 2.7% 0.0%
Table20- Academic recruitment by gender: Lecturer (teaching and research) 208.4
Recruitment 201415
Grade stage Female Male Total
i I 0 0
Lecturer (AC2/3) Appllc_atl_ons 50 42.4%| 68 57.6% 118
Shortlisting 4 28.6%| 10 71.4% 14
Offers 1 50.0%| 1 50.0% 2
Success rate 2.0% 1.5%
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(i) Induction

All newstaff attend the University Induction session where they are welcomed by the
ViceChancellorProVice/ KI yOSt f 2NJ FyR 3IAGBSYy 3ISYySNIt vdzSSyc
family-friendly working policieand Athena SWANThere is also an online Welcome and

Orientation siteto which new staff are directedStaff are provided with a handbook

which includes dist of useful addresses and answerspractical issuesvhich the new

staff member may encounter.

Uptake on the University Induction course is 100% (Rage21).

As part of the School Induction, all new members of staff are introduced to key
Personnel in the Schbétheir HOA, the DE, DR, School Manager and key support staff).
They have a formal meeting with théOSat which the probation criteria are outlined

and discussed in detail. There are also a number of informal meetings such as lunches
and coffee morningand a welcome reception in the School every September for new
staff and students, all of which helps make the new member of staff feel welcome.

Table21 - Academic staff update of induction by gender

Female uptake| Male uptake

n % n %
201213| 2 100%| 1 100%
201314| 3 100%| O 0%
201415| O 0%| 1 100%

(i) Promotion

Table 23 shows that there have been 3 applications for promotion in the last 3 years (all
for Senior Lectureships), two from male staff (22 and 201415) and one from a
female (201415). All are fultime members of academic staffhese figures reveal that

a relatively small number of eligible staff apply: 1/18 (6%) in 28,Zhone in 20134

and 2/11 (18%) in 20145. One application was successful and was from aalem
member of staff in 20145. The net result of this is that the promotion pipeline from
LecturertoSLIA & &a2YSgKIFI G o0f201SRT YR Fa Y2NB 2F GKS
confirmed in post, the Lecturer category will grow in size. There is no tretedtms of
gender with regard to promotion in the School. Rath&e low number of promotions

to SLis related to the high standards expected by the Univerditye School needs to
increase the number of both female and male staff at Lecturer level mgetie
standards required for promotion to Sharticularly with regard to research inconaad

PhD students supervision.

There have been napplications for promotion to m®fessor in the last three years,
largely because 5/6 of the current cohort wereoproted or appointed between 2010
and 2012, just before thetart of the data in Table 23.he SL/Reader cohaocti.e. the
pool of potential professorial applicantsis also very small.
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Table22 - SML Academic promotionsy gender

Eligible
Grade (all FT excep| _staff Applications Success rate
where stated) F | M |F|M|Appliedfor| F| M F M
201213 | Lecturer (Ed)
Lecturer 5 6 1 SL 0 0%
Senior Lecturer 2| 3
Reader 2
201314 | Lecturer (Ed)
Lecturer 4 5
Lecturer (PT) 1
Senior Lecturer 21 1
Reader 1
201415 | Lecturer (Ed)
Lecturer 5 41| 1 Both SL{ 1| 0| 100%| 0%
Senior Lecturer 1
Reader 1
Total 19| 241\ 2 1| 0| 100%| 0%

Senior Management of the School will actively discuss and give advice to those
colleagues who are considering making an application for promotion in the-short
mediumterm (via appraisat Action 1.2). Appraisers will advise on working towards the
relevant promotions profile in an appropriate timgame and will help staff address any
problematic issues.

The promotions process is widely advertised amongst academic staff antH@&
emails all staff, inviting anyone who wishes to discuss promotion méthto do so. At

the same time, she takes soundings from appraisers who are mainly senior managers in
the School. If they identify potential candidates who are not considering an application,
then an appropriate member of senior management will encourdgen to do so and

to speak with theHOS The goal is to encourage potential applicants to consider
applying, whether they are male or female, and to give them sound individual advice.

The University offers a seminar on the promotions process, so thabldlagues are

fully aware of the detailsSTK S v dzSSy Qa DSYRSNJ LYAGAF GAGBS 2NHI YA
for female staff. The HOS will continue to encourage all Lecturers to attend at least one

of these via an email and through discussion at SB (Attijn

The first layer of thgoromotion process takes place at School level, whergeader

balancedLJr y St O2yaAradiy3da 2F GKS {OK22f Qa LINRPTFSaazNn
representatives (including onédO3$ and a member of staff from Personnel in

attendance along with the School Manager. Any circumstances around individual

applications, such as patime work or maternity leave, are fully considered in

discussions and a quantitative adjosnt is made to any applicationf Academic

Standards (e.ghe volume of publications or of income may be proportionally less if a

member of staff has takea period of maternity leave).

GO



There are two further layers in the promotions process which lie above the level of the

School. ThélOSpresents the applicaha Q OF a Sa

G2
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(UPC)whether or not they have been supported by the Schaitlining the rationale
for the recommendation of the School. Th#PCdiscusses each case and makes a
recommendation to the Central Promotions@amittee which is chaired by théC

In the case where a candidate is unsuccessful, the Central Committee provides feedback
to the applicant and theHOS the latter discusses this fully with the applicant. The
applicant can request a review of the degisiwhich is then considered by a review
panel. The onasuccessfuSchool promotion in our data (204b) was awarded after a
requested review by the applicarwhich was fully supported by tHeOS

Feedback from staff in the Gender Equality Survey ateg that with respect to

promotion, the majority of staff consider that staff are treated on their merits in the

School irrespective of gender (85% women, 100% men) and that thegrstadd the

promotions process.A substantial number of concerns were exgsed in the

commentary section about the application, in future promotions processes, of new

Academic Stagards. In particular, there isoncern that these will need to be carefully

G§KS NRdzy RQ Ay SMIRBUNA pyothdtioni 2 SEI OSND
to SL. It is all the more vital that colleagues are fully informed about the promotions

process from early in their career (Action 1.1).

I LILIX ASR WAY

(iv) Department submissions to tieesearclixcellence Framework (REF)

A total of 25 staff were submittedo REF 2014T@ble 24, comprising 22 fullime
teaching and research staff, two pdine researchers and on®CHesearch fellowln

terms of eligible staff whowere omitted, only one (male) member of staff was
excluded: he had already decided to leave academia and following that decision, we
took a strategic decision to exclude him.

Of those submitted, 14 were female (100% of eligible females) dnchdle (92%of
eligible males)All staff involved in the management of the REF submission, notably the
REF Champion an”HOS attended a universitprganised training session on the
Equality and Diversity Code of Practice for REF, basedaterials developed by the
Equality Challenge Unit. Members of staff who had been on maternity leave in the
period (4) or who were on pattme contracts (2) were given the option offered by REF
of submitting fewer outputs: 2/6, both of whom had been on maternity leave,

submitted fewer outputs.

There is no significant difference in the return rate for RAE 2008 and REF 2014, both

overall and in relation to males and females (Tables 24 and 25).

Table23- RAE 2008 data by gender, QUB and SML

Female Male
RAE 2008 (Uo28) | n | Returnrate| n | Return rate
Eligible staff 10 18
Submitted staff 10 100.0%, 17 94.4%
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Table24 - REF 2014 by gender, QUB and SML

REF 2014 Female Male
(UoAs 52, 53, 55,56 n | Returnrate| n | Return rate
Eligible staff 14 12

Submitted staff 14 100.0%| 11 91.7%

SILVER APPLICATIONS ONLY

5.2 Key career transition points: professional and support staff

(i) Induction

(i) Promotion

GZ



5.3. Career development: academic staff

() Training

Academic staff in the School takg training opportunities in good numbers, with an
average of 29 sessions attended per academic year. The courses are offered mainly by
or through the Staff Training and Development USTDUaNd range across teaching

6So3B WCSSRol ONB & YIRNOKL B8R BYS Yy WRYEANRB RdzOGA2 Y
O2dzNAES& &ALISOATAOLIffE F2N) 9/ wasx LISNERZ2YIE ailAfft
RSOSt2LIYSyd 6So®3d ! RGAEA2NI 2F {(GdzZRASa GNIAYyAy3

skills training (e.g. use of NvixoAs Table26 shows, uptake is very evenly distributed
across male and female colleagues:

Table26 - Academic staftraining & development attendance by gend&r

Female| Male

17 20
201213 | 45.9%| 54.1%

14 14
201314 | 50.0%)| 50.0%

11 11
201415| 50.0%]| 50.0%

(i) Appraisaltlevelopmentreview

All staff undergo probation, whether postdoctoral researchers, Lecturers (Education) or
Lecturers. Probation for postdoctoral researchers is managed by the Pl on the relevant
research project. Lecturers and Lecturers (education) on probation have a nsema&
probation committee. Following on from Induction (see 5.1.ii), probationary staff meet
very regularly with their mentor (a minimum of three times per semester but frequently
more than that) and once per year with their Probation Committee (to whome th
mentor sends a report) which is chaired by the HOS and normally includes the DE and
DR (DE plus one other colleague for Lecturers (Education)). The mentor and Probation
Committee work with the member of staff to ensure that they are enabled to meet the
criteria for Confirmation in Post which normally takes place at the end of three years
(exceptionally, less). Any emerging problematic issues are discussed fully, the goal being
to find solutions and implenmd them swiftly and effectively.

Beyond probation, appraisal is compulsory for all staff. The HOS appraises most senior
staff in the School (most chairs, the DR/DE and the School Manager); and these staff
appraise all other staff in a cascading pattern. From September 2015, all staff are
appraised against new Academic Standards. Areas for development are identified and
the School attempts to address and facilitate these, particularly through training.
Career development and promotion plans form a key part of the discussions at
appraisal $ee next section)Work-life balance is discussed at all appraisals and taken
into account when making career development plans.

® Note that numbers refer to instances of training taken up therefore totals may equal more
than total number of staff as some staff will have attended multiple sessions.
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Table27 - Academic staff uptake of appraisal by gender includilﬁ@RA%

Female uptake| Male uptake
n % n %
201213 | 10 100%| 15| 100%
201314 | 14 100%| 11| 100%
201415 | 14 100%| 12| 100%

All appraisers must participate in a compulsory appraiser training programme in the
University. The HOS meets with all appraisers before the process to clarify any details
about Schookpecific goals and to talk through Academic Standards. In 2015, tiw sen
Personnel representative in the Faculty facilitated a training session with all appraisers
and ourAPincludes Schoollevel training for appraisees in the futu¢Action 1.2)

Feedback from staff in the Gender Equality Survey was excellent: 95% of women and

100% of men considered that the School provided useful mentoring opportunities, both

as mentor and mentee. 85% of women and 100% of men consider that the School
providesthemg A G K | KSt LJFdzZA Fyydzrf FLLINFA&FE® hT GKS
YAANRYy3Ife |INBSAYyIQr 2yfe p:r 62yS LISNER2YO RAA
December 2013 and in the Octob2015 staff focus groupsuggestions were made to

() rellaunch theSchool informal mentoring scheme for staff no longer on probation,

which had run in preious years(Action 4.1); and (ii) to offer worghadowing

opportunities for staff. While workshadowing was considered by the SAT, it was

decided not to pursue thiasanalysis showed lack of experience in leadership roles was

not a barrier to promotion for SML staff

(iii) Support given to academic staff foareerprogression

t 2A0R20G2NFf OF NBSNJ RS@St 2LIVSy i MLahaslal NI A Odzt I NI
very smallnumber of postdoctoral scholars, who are supported by ti®iL mentors

OY2NXIffe GKS tLO® ¢KS ! yAOSNEAGE K2fRa GKS 9
AYO2NLIR2NIGSa GKS W 2yO2NRIFGO (2 &dzLlll2NL  GKS [
Postdoctoral researahrs therefore have access to a wide range of training and career

progression opportunities and are strongly encouraged to take these up through

A0KSYSa adzOK Fa (GKS WwwSaSINOKSNARAQ /I NBSN) 550St¢

For all academic staff, identification s@ipport required for career progression usually
occurs through appraisal and mentoring, as described above, an important part of
which involves consideration of staff careesvétlopment and promotion plan#\reas

for development are formally identified appraisal and the aim is to follow through by
facilitating these. In the last few years, the sorts of needs addressed have included,
amongst others, (a) teachingsues where a member of staff needs to impro¥&Q
scores for CIRand is enabled to attend ra appropriate trainingcourse; (b) grant
applications, where staff can benefitrough a combination of onen-one discussion in
appraisal, a process of internal peer review on draft versions of the application and
participation in University courses.

® Staff on probation or maternity leave are not appraised sorareincluded in thesdigures
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The results of our staff survey suggest that staff would welcome more dppdgies for
career development. This is a central part of &R due to the progression issues in
our Schoo(AP1.1-1.5).

(iv) Support given to students (at any level) &mademiccareerprogression

Students who are performing particularly well in final year and/or show a strong
interest in pursuing an academic career are strongly encourdbgda personalised
written message)to consider Masters level work. The -lgvel programmes r&
mentioned in class and staff follow through with discussion with individual students.
The School organises a session in December to which all final years are invited and
encouraged to attend through an email from the HOS and PG coordinator. At this, we
present the postgraduate opportunities on offer, explain the process of application and
encourage engagement with current students. While students are engaged on the
Masters, staff discuss the possibility of doctoral work with those where there is
evidence of doctorallevel potential. This happens early in the year, in
November/December, as the deadlines for doctoral funding are in January. Staff work
closely with applicants throughout the process of applying for funding, enabling them
to make their applicaons as strong as possible.

Doctoral students are given extensive support in terms of academic career progression.
vdzSSyQa A& | LINIYSNIAY (GKS b2NIKSNYy . NAR3S
by the AHRC, and all doctoral students, includimgse not funded by the consortia,

have access to theirighlevel training programmesThe goal is to help students

develop the personal, professional and academic skills to put them in the strongest
possible position when applying for their first acaderpost.

(v) Support offered to those applying for research grapplications

Plans for research grant applications tend to emerge either from the
appraisal/mentoring process or from specific opportunities which arise in calls from
Research Councils, theittsh Academy, Leverhulme and Horizon 2020: these are very
well publicised by QUB Research and Enterprise. Early career staff are strongly
encouraged to attend courses on grant writing which are organised by Research and
Enterprise. Researchers work witheir appraiser and with the DR from the outset in
taking a decision to make a particular application. Once this has been identified, the DR
works with staff in the preparation of the grant and puts in place an internal peer
review group who give feedbacknodrafts. In many cases, especially for large
applications, one of the designated staff from Research and Enterprise will also provide
peer review. For more substantial applications, the HOS attempts to create space within
the workload of the member of sta by, for example, buying them out of some
teaching.
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SILVER APPLICATIONS ONLY

5.4 Career development: professional and support staff

() Training

(i) Appraisal/development review

" Note that numbers refer to instances of training taken up therefore totaly egual more
than total number of staff as some staff will have attended multiple sessions.




(i) Support given to professional and support staff for career progressio

8 Staff on probation or maternity leave are not appraised sorareincluded in thesdigures
Note that current (2015) numbers include one male member of supgtaff who started work
after the census date for these figures.
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5.5 Flexible working and managing carebreaks

(YCover and support famaternity and adoption leave: before leave
Note: There have been no adoptionsSiLstaffin 201213, 201314, and 201415.

In both cases of leavéhe member of staff first contacts Janicel®S Janice thersets

up an individual meeting with the staff member discusgheir needs and complete the
relevant University documentatiodaniceappliesfor cover from the Central Maternity
fund which allows for full replacement of the member of staff during the E&kg of

paid leave the remainder is covered by the Schobhe HOAthen ensures that the
workloadleading up to maternity leavis suitable for the pregnant womaftaking into
account any other factors, such as travel, outreach activities, morning classestéte.)

the School Manager carries out a risk assessment and considers any other related
issues.The woman taking maternity leave has a meeting with their toeor appraiser
before going on leave in order to agree plans for her return to work and use of the
W SSLIAYy3 Ay (G2dz0KQ Rl &ao

(i) Coverand support fomaternity and adoption leave: during leave

During leave, members of staff on leave are not expected tpard to emails and are
contacted only to inform them of any significant changes being made. The member of
staff on leave benefits from 18 weeks of full pay and is entitled to extend their leave for
a further 6 months during which they receive statutory meanity pay. They also
benefit from 10paidkeepingin-touch days including a meeting with thélOAandHOS
before returning to workOur Schooblsocounts the unpaid period of maternity leave

up to one full yeartowards the accruement of research leavehis means that the
female member of staff is not disadvaged in terms of research planBuring the
period of leave, the member of staff will have their teaching and administration
replaced through centrahnd Schoofunds. The best approach for covés discussed
with the member of staffBefore the staff member returns to work, th#OAconducts a
series of meetings and discussions via phone and email to ensure a suitable
workload/working pattern is in place.

(iii) Cover and support for maternity aratloption leave: returning to work

On return to work, the member of staff meets with tl#OA and Janid® discuss their
workload/working pattern and any particular needs. Our School strives tasligexible
as possible to ensure a smooth tréien for the member of staffThe School will offes

a teachingadmin-free period for the member staff in the semester following maternity
leavein order to encourage researciCommunicationof this and other information
around familyfriendly policies to all staff part of ourAP(4.4, 4.5, 4.6, 4.7).

(iv) Maternity returnrate

Note: There were no research staff taking materiégve during the periods shown

The School boasts a 100% retuate which reflects the flexible working patterns
available within thefull-time structure and the familyriendly culture of the School, as
well as the orgoing support and advice from senior members of staff before, during
and after the maternity leave.
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Table30- Academic staff maternitjeave

Academic| Staff contract type &

year grade Leave dates Return Return rate
201213 | FT Senior Lecturer (AC| Feb2012 taJan | Jan 2013 100%
2013
201314 | None None None None

201415 | FT Lecturer (AC2) Oct 20140 Sept | Sept 2015 100%

2015 returned

FT Senior Lecturer (AC| Jan 2015 tdec | Dec 2015 and still in
2015 post asof

Nov 2015

SILVER APPLICATIONS ONLY
Provide data and comment on the proportion of staff remain
in postsix,12 and 18 months after return from maternity leave.

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

Note: There have been ramloptionsand no requests foshared parentalpr parenal
leave during the periods 20413, 201314 or 201415. One malerequested paternity
leave butwas not entitledto it as he hachot worked continuously for the University for
26 weeks leading into the 15th week before the child was due.

Paternty leavecomprises3 weekson full pay, fundedy the Schoal During this period,
GKS a4 FTF YSYOSNEQ (S| OKA yTHe SNBteainhas ored v (
that paternity, shared parental, adoption, and parental leave policies may need to be
highlighted for staff(Actions 4.4, 4.5, 4.6, 4.7)

(vi) Flexibleworking

Note: There have been no formal requests for flexible working during the periods 2012
13, 201314 or 201415.

Academic Staff

The School is extremely supportive of all staff wimay need, for a variety of reasons to
change their workig patterns. Over the period under review it has not been necessary
for colleagues to seek formal changes to contract to facilitate flexible working, as the
Senior Management of the School have eedbétaff to work flexibly whilst remaining
under the same contract condition$his is not unusual because the nature of many
academic roles imply flexibility but our School is proactive in encouraging input from
staff on their timetabling needs, particulg in relation to caring responsibilitie$he
School allows staff to work from homaevithin reasonable parametersyhen not

A a
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involved in core duties at the School; this means that staff members are able to manage
their own time as much as possible.

With regard to transition from partime back to fulitime work after career breaks, the
School adopts a similar practice to the maternity procedure. Communication is key to
0KS LINPOS&aa ¢6KSNB (GKS AYRAGARdZ £t Qad ySSRA | NB

All staff benefit from the open, friendly and supportive culture in the School. This
means that all members of staff considering flexible working in any form are able to
discuss it with their line manager and thél©$ not only in a formal, but cruciglin an
informal capacity before making their decision.

Professional and support staff

Note: P&S staff havilie same rights with respect to familsiendly policies as academic
members of staff. However, in the census period, there have been no maternity or other
kinds of leave requested or taken by P&S staff.

Of the six P&S staff, four are working retandad office hours to accommodate
work/life balance and this has been negotiated Sthoollevel (i.e. without making a
formal request to Personnell.he majority (4) agreed that they understotite policies
for flexible working in the School (Q5 R$SS). 6 (5) of P&S staff considered that
those working flexibly or patime were offered the same career development
opportunities as those working full time.

As there is no promotion scheme for P&®&ff, training, mentoring and career
development are key in helping staff to progregseferably within the SchooFor
exampe, one of the current grade 4gtarted as a grade 2. As a result of mentoring and
training she was successful in obtagia grade 3 post in the Schooh the new
position, the member of P&S staff was encouraged to develop her marketing skills and
the post was subsequently regraded to a 4.

(vii) Transition from partime back to fulitime work after career breaks
Note: There have been no instances of thifepgeriods 20123, 201314 or 201415.

Staff who take a caredsreak benefit from the same returning to work policiaad
supportas women returnig from maternity leave (see aboye



5.6 Organisation and culture

() Culture

As a School whose speciali@rLanguages (as expression of identity and diversity) and
one whose staff and stuahts are predominantly female, gender equality andliisivity

are at the heart of what we do. We pride ourselves on an open working and learning
environment where all stafind students are treated equally. 8\adhere closely to the
Athena SWAN principle thaacademia cannot reach its full potential unless it can
benefit from the talents of alWe see our undergraduate and postgraduate students as
an essentl part of this pocess and ouAPis committed toensuring thatwomen are

not lost across tle career pipeline, and that men are also enabled to achieve their
potential (Actions 1.41.5; also 3.13.3).
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We are conscious that despite being a School where women occupy an equal
proportion of senior roles to me(see84.1),and where there is a strong and supportive
mentoring and appraisal system in place (8d4€e8,5.2,5.3),work remains to be done in
enabling men andwomen at Lecturetevel to be promoted t&L. We are also aware of

the relative underrepresentation of women in senior rolesAiHSSBLland the role that

our School could play in addressing this issue at a University level. Therefore, our
ongadng actions focus on the empowerment ofnen and women through career
development and promotiofActions 1.41.5).

Oneof the ways to promote the visibility of gender equality for both staff and students
is in the appointment of external examiners. Pable31 shows, we have ensured that
senior women are invited to take up this role and alata show anupward trend.
Ongoing monitoring of this forms part of oAP(5.6).

Table31- SMLUG and PGExternal examiners by gender (all subject areas)

Female| Male | Total
201213 4 3 !
57.1%| 42.9%
201314 4 3 !
57.1%| 42.9%
201415 S 2 !
71.4%| 28.6%
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‘Yand Spanish|
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We are strongly committed to
removing the obstacles faced by
women, in particular, at major
points of career development.
Due to the competitive nature of
academic posts in the field of

| languages, most women obtain

their first post around the same
time they are ready tostart a
family (usually 30s)This means
family-friendly policies areentral
to our School (see section 5.5).
Ongoing acibns (4.1, 4.4, 4.61.7)
reinforce these policies.

I a I { OK22f
RAFTFSNBYyGQ Aa
recruitment mottos, we actively

2y S

encourage intellectual reflection on issues of race, religion, sexuality and gender,
whether through UG and PGT courses, course booklets, or hosting seminars and events.
Therefore our School is one in which Trans, gay and bisexual people as well as those
from different races and religious background are openly welcomed. Equally, through
curriculum review processes d&C a conscious effort is made tensure equal
representdion of women andmen in works of art and literature studied, and in the
research consideredyn compulsory and optional coursegherever possible (Action
4.3). This is complemented by the strong visibility of female role models and male
students in all tie recruitment material for the School (seécfures throughout this

section also Actions 2.1, 2.2).

Essentiato the success of our SWAN policies is the fact that they are enforced by the
HOSand senior managers, many of whom are women, who remain intimately aware of

issues of gender difference fron
both a personal and professions
perspective. Because of this, il
SMLwe do not simply pay lip
service to SWAN,; it is through the
cultural and strictural changes
(especially regarding workload,

flexible working, distribution of
administrative duties, researcl
leave entitlement, mentoring and

3rd IN UK
FOR RESEARCH
EXCELLENCE

appraisal) made bygMBand which dateto the creation of the School in 2011, that
gender equality is sustainedo ensure that this continues beyond the role tispgan of
the current managersind is embedded in our Schoal SWAN champion will continue

to be an active member SMB.

The principle of fairness which underpins the management of the School is oinh igh
of benefit to all staff Actions already introduced (such as core hours mmthtime
seminars) have been praised by both male and female staff in focus gfdop2014,
Oct 2015) and a survey (NowR015), with 91% agreeing that it showed how the School
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http://www.qub.ac.uk/schools/SchoolofModernLanguages/Undergraduates/
http://www.qub.ac.uk/schools/SchoolofModernLanguages/NewsandEvents/#d.en.483239

allowed me to ringfence my working hours and not feel guilty about leaving at 4.30 to

pick up my children. Most importantlghey show that my school supports me as an

individual and values both my career déygment and personal webeingQand: Y] he

core-hours policy allows me to not feel guilty about leaving early to pick up my child. It

gives me the flexibility tothenfuT A f Y& RdziASa + a4 F GAYS GKFG &dzA

The efect of these policies will be
monitored  through ongoing
surveys andocus groupsDue to
our specific  interest  in

| CAPPED SIZE intercultural identity  and

diversity, we are acutely

OF LANGUAGE conscious of the fact that
. individuals have multi-faceted

CLASSES Y ¢ identies and we commit to
AR fiod, considering the intersection of

, EASIER To :»( '~ " gender and other factors, such as
i - race, culture, religious creed,
' SPEAK AND ' linguistic expression, whenever

: possible. We believe that an
LEA_RN organization is the sum of its
individuals and hat our success

as aXhool is dependent upon the
nurturing of its staff and students, in a bid to help us all reach our potential.

Our Culture Surveys (2013, 20174
saw excellent response rates o
(80%; 100%which indicatethe
extent to which engagement with
SWAN policies is embedded i
our School. Areas of good

1

practice in the 2013 survey:‘ tﬁggel:jaggeeir? fg;ﬁsgml’; ng

included:

1 treatment on merit

irrespective of gender;

perception of fair work allocation, irr@gctive of gender
encouragement to rpresent School internally/externally;

positive use ofmentoring;

benefits ofappraisaj

inappropriate images etc. not allowed

and the fact thasenior men and womeare used as visible role models.

= =4 =4 =4 - =

Key areas for improvement included

the need formeetings in ore hours;

career development lack of information;
networking oppotunities ¢ especially for women
andinformation onflexible working

=A =4 =4 =4
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TheAPcreated by the SAT in 20A8ned to address these areakhe firstaction was to
introduce a corehours policy. The impact of this poliamas addressed in the Staff sub
group and dcus groupmeetings in No\2014 and Oct2015 (see5.6 (vi). The second
action point was career development. Was decided that this was toebaddressed
more fully in appraisals and through networkinthe change of the evening seminar
series to a lunchtime slot was an action created to improve networking opportunities
for those with caring responsibilitieand encourage collaborative and netiing
research grant applicationgs KS { OK22f Q&4 adzZlJL2 NI ¢l & @GAaA0E S
lunch for all participantsThe SAT also organised a networking event in February 2015
which was led by the Director of QGI and lunch was funded by the Schoolt lofiplais
seminarand the new irdepth appraisal processay be linked toa rise in research
grant applications by both female and male stéffom 13 in 2013 to 20 in 201Zable

32).

Table32- Number of grant applications by gend%r

201213 | 201314 | 201415

Female 7 7 11

Male 5 6 9

Oolleagues in Translation and Interpreting continue to host an evening research seminar
due to the complex nature of their student cohoithis issuéhas beendiscussed in
focus group and the SAT has planned a survey toTdll staff and students on these
coursegegardingcore hourg/Action 4.2)

(i) HR policies

The School adheres to &UB HRolicies and procedures which are communicated via
e-mail, training sessions and the intranéthe HOSand School Manager meet the
Persomel Territorial Officer monthly irsemester which ensures the Sdtas updated

on any change®iversity Now training for all staff and Interview/Shortlisting training
for panels is mandatory.

The SWAN champioratended abriefing session onresearch i unconscious bias run
by ProfessorfTeresa McCormackQUB Psychologyin November 2015Following on
from this, training in unconscious biasll be introduced for all staffAction 5.5) and

SchoolSWAN Champions will continue to keep abreast of develapsnia this area via
the SWAN Champions Graup

The School has not had any bullying, harassmergyagnice or disciplinary issuekhe
process is that, where possible, issues dealt with at School level’he line manager
has five days to accemny complaint and fullyinvestigates the allegation€Equal
Opportunities must be notifie in all cases of harassme#ht.Queen's panel meets to
deal with the complaint and consider the report of the investigatiorhere is an
opportunity to appeal the decisio

(i) Representation of men and women on committees

Thedecisionmaking committee in the School is SMBhis is led by the HOSid staff
are nominated through their roles aslOA DE,DR and PG Convenor andSWAN

° Note thatone person ould make multiple applications.



champion.The Schooinvites a staff represstative, who is edcted to the role by all
staff. The committee has seen agulominately female gender ratim the past three
years(Talde 33). However all other comittees show a balanced gendéistribution
(Tade 33). The issue of committee overload is not gendeecificwithin our School but
related to the small size of the School where all staff undertake a large number of
administrative roles.

Tale 33- Representation of men and women on SML committees

201213 201314 201415
Female| Male | Female| Male | Female| Male
Research Committee 3 1 3 2 2 2
75%| 25% 60%| 40% 50%| 50%
Education Committee 2 4 3 3 3 3
33%| 67% 50%| 50% 50%| 50%
School Management Boal 5 2 5 2 5 2
71%| 29% 71%| 29% 71%| 29%
PG Research Committee 3 3 4 3 4 3
50%| 50% 57%| 43% 57%| 43%
TOTAL 24 25 30 21 29 22
49%| 51% 59%| 41% 57%| 43%

(iv) Participation on influential external committees

The appraisal process is key in encouraging both men and women to participate in
influential committees. In our School, these include membership of editorial boards,
AHRC paneldearned society executivammitteesor CCEA committees. Usually these
positions are offered directly to the individudlie to his/her specialism and expertise.

All senior female and male staff 8L participate in such committees. For example,
both a female professor and a male professor are REF panellists.

(v) Workload model

Since all staff are research active, the goal of the workload m@teM)is to create
broadly equal workloads on teaching and administration for all staff, allowing everyone
to have an equal opportunity in terms of time for research. The WLM is a poisisd
exercise and the points for teaching and administrative posts are agree8MEF
Language areas are required to timetable one teaclfiag day for all staff. HOAK an
initial draft of workload since they are primarily responsible for teachingaition. The
scores are then forwarded to thEOSwho reviews the picture for the entire School
and proposes changes in the interests of fair loakdiSs accepted that if there are
imbalances, the heavier loads should be carried by more senior stafstafil on
probation have a lower points scare

The Culture survey suggests that 90% of women and 100% of men believe work is
allocated fairly although the focus group felt strongly that the model itself is out of
date and needs to be benchmarked agairstity averages. The distribution of admin
roles across genders needs to be reviewed, as do the points allocated to SWAN (Actions
5.2, 5.3). The HOS has undertaken to do this and anticipates that structural change in
the shape of the Schools in the Faculiyll also mean thatvL adopts a different
model.
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(vi) Timing of departmental meetings and social gatherings

One of thefirst actions implementedy the SWAN champions al8VBwas a core
hours policy.This policy encourages afaff to hold classes, meetings, seminars and
social gatherings between the hours of 9.30 am and 4.30 pm. Only exceptionally should
staff deviate from this policyfor example, in the case of aifiness or logistical need).
This policy has been largely sassful, based otie results of surveys arfdcus groups

with staff and studentsHowever, one problematic issue raised is the practicality of
finding physical space and time for meetings within these restiistets. ThesMBand
SWANChampiongherefore continue to enforce core hours but with an emphasis on
flexibility. The key issue made clear to all staff via email and in induction documentation
is that no member of staff is obliged to attend a meeting outside of these core hHbairs.
help deal with this problemthe Shool plansto continue to fund working lunches
budget constraints allowing

In keeping with this policyhe School is transitioning from a culture of holdingiab

events such as beginning/erud-year/Christmasdrinks receptions in the evening (after
5pm) to a more inclusive policy of lunchtifearly afternoon,to give consideration to
those with caring responsibilitiggction 4.7)

The need for a corbours policy that takes into account the complexiti@sainy PT
students)of the postgraduate courses in Translation and Interpreting is oggEiction
4.2).

The Schoolalso recognises that planning is a key component in the ssafcé
attendance of all staff araining, key staff meetings and away days. Tike of a shared
intranet site with key dates is invaluable in this regaidl saff are alerted to this site
through an email link sent at the beginningtb& academic gar.

(vii)Visibility of role models

Our School recognizes the importance of role models in creatiogliture of gender
equality and inclusivityin two senses: first, to promote women as academic leaders,
and second, to encourage more young men to consider applying to study languages. In
relation to the firstof these, in addition to having a female HOS, we also have two other
female professors, one of whom is a REF panellist and president of her subject
association, and the other whose current position is Dean of the Graduate School. In
relation to the second,a core part of ourAP concerns the representation of males
within the School (Action 2.1 and 2.2). Furthermgrablicity material, much of which

was devised bysWAN champion Clajralso addresses these two issues (see pictures
throughout section 5.6).

Data on speakers and chairs in seminars (Ealgle34) reveal a good gender balance.
Speakers are nominedl by all staff through thir HOAs and the decisiomade by the
series convenor and the HOis based on whether there is networking potential. While
the latest year shows more men, it must be noted that these were nominated by both
men and women for this reason. The chairs rotatavieen areas, depending ahe
specialism of the speakelhis means that gender is not the most important factor
here. In practice, due to the make of the staff body, there tends to be more women
than men chairing sessions. We wiintinue tomonitor this area due to thaoticeable
drop of female speakers in 2014 (Action5.6).



Table34 - Invited speakers (School & other seminar seriég)gender

Female| Male | Total

12 9 21
201213 | 57.1%| 42.9%
12 10 22
201314 | 54.5%| 45.5%
7 11 18
201415| 38.9%| 61.1%

There are occasionally ordf events organised by staff members. An example is the
May 2014 French Literary Festival which was led by a visiting female professor and
included two male and two female authofsee poster belovior one evenj.

Queen's University
Belfast

Kindof eneray

i
1ST QUEEN'S FRENCH

LITERARY FESTIVAL I . .\ Prorto.
@ NO ALIBIS, BOTANIC AVENUE

“.Héléne Gestern
“~4n conversation with
erard Brennan

FRIDAY 2 MAY @ 6.30PM
FREE ADMISSION
www.qub.ac.uk/ml

'

(viii) Outreach activities

Recruitment is a priority in our School due to the overall decline in the number of
students studying languages telével. Therefore, our School is involved in a number of
outreach eventsRecruitment activities are formally cegnised on the/NLM with 5
points (equivalent to 5 hours of teaching) allocated for external eveDetashowthat

in the past three years women are more likely than men to take these (Détse35).
Thismay be explained by the fact that these statistics only shekvelrents from Irish

(an exclusively male area terms of staff in each year, whereas all other events relate

to French and Spanish. We are aware that the gender equality ratio needs to improve
here. This is an important area of action for our School and one which we are only
recently addressig. We are now actively involving more men in recruitment of all areas
into languagesThisadion not also seeks to addrefise genderimbalance from a staff

<



workload perspective, but also one that could benefit gender equality strategies in

terms of undergraduate recruitmerfActions 2.1, 2.2).

Table35 - Outreach activities by gender

Staff Students
Female| Male | Total | Female| Male | Total
11 5 16 20 7 27

201213 69%| 31% 74%| 26%
8 4 12 15 5 20

201314 67%| 33% 75%| 25%
11 6 17 19 5 24

201415 65%]| 35% 79%| 21%
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7. FURTHERIFORMATION

None
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ACTION PLAN

Rationale/issue

Planned Action

Timescale/
completion date

Person responsible

Measurable Impact

Longterm
outcome
(5 years)

AREA TO BE ADDRESSED:
1. IMPROVING PROGRESSKROM LECTURER ENI®R LECTURER

1.1Due tothe career
progression issues
visible inSMLdata and
expressed in Focus
Groups and the Culturg
survey, there is a cleal
need for staff to be
fully informed re the
promotions criteria
from an early stage in
the career.

Encouraging of staff to
attend boththe University
promotions workshop and
the QGI workshop, if
relevant, early in career.
This will be done through
an email from theHOSo
all staff and also an ageng
item at SB, outlining the
benefitsof attendance at
these events.

Spring 201@&nd prior
to each promotions
round.

HOS

>5 SMLstaff
attending

Promotions
workshops.

1.2Due to the new
academic standards
and the new appraisals
process introduced at
QUB, it is essential thg
all appraisers and
appraisees are fully
briefed on effective
completion of forms,
successful appraisals
and their relation to
promotion.

In-School taining for both
appraisers and appraiseeg
to maximise benefit of
appraisal system re
promotions.

To be implemented in
Spring 2016

HOSand School
Manager in
conjunction with
QUB HR

All appraisers and
>80% of appraisees
having completed

training.
Effectiveness

measuredn Culture

Survey January

2017:> 80% of staff

agreeing that

appraisal is helpful
for preparation for

promotion

An average of
1 member of
staff (men and
women) every
2 years
promoted to SL|

An average of
1 member of
staff (men and
women) every
2 years
promoted to SL|




Longterm

Rationale/issue Planned Action Tlmescale/ Person responsible| Measurable Impact outcome
completion date
(5 years)

1.3Due to the high Prioritisation of ime for A. January 2016 email A.HO$School Results oSurveyto | An average of
teaching and admin | staff to carry out research, to all staffand Manager staff in Culture 1 member of
load in ML, stafhave | This will be adressed studentsre new out B.DE Survey2017. >70% | staff (men and
expressed difficulties | through of-office policy of staff agree that | women) every
in usig their research | A. htroduction of policy to| B. School assessment stated policies have| 2 years
day for research use outof-office email and admin review to improved research | promoted to SL|
activities (Focus message on research day| be completed by Sept time.
Groups/Culture B. Creating SMARTER 2016
Survey). As assessment practices and
publications and grant| leaner admin structures
incomeare crucial to | which should give staff
promotion, it is more time for research.
essential that staff These include for example
access research time. | the move to peefreview

of studenswork and use

of portfolios, rather than

essays
1.4Lack of grant Enhancement of support | A. May 2016¢ A.DR/School Doublingsuccess
income at target level | for grants through database Manager rate ofgrant An average of
is one of the most A. Development of completed and B.DR/School applications by 1 member of
common barriers to database of successfu updated annually | Manager Lecturers staff (men and

promotions forSML
Lecturers. The majority
of grants inSMLare
held by senior staff.
This action seks to
enhance the support
for grant applications.

The first part is to

applications for SML
staff only. This would
be in addition to
Faculty database.

B. Workshop on use of
networks for
Collaborative

applications

on intranet

B. Workshop on
collaborative grant
appliations
scheduled for
Sept. 2016and
ongoing annually

women) every
2 years
promoted to SL|




Rationale/issue

Planned Action

Timescale/
completion date

Person responsible

Measurable Impact

Longterm
outcome
(5 years)

improve the database
of past successful
applications; the
second part takes into
account the increasing
number of
collaborative grants
available and the need
for staff to have
relevart training.

1.5The absence d?hD
student supervision
has also been
identified as a barrier
to promotion. SML
recognises the need tg
take a more proactive
approach to the
allocation of PhD
students in order to
help Lecturers progresg
to SL Awareness of the
importance and
transparencyegarding
the allocation of PhD
students has been
agreed by the SAT as
fundamental part of
our actions.

A. Awarenesgaising of

importance of PhD
supervision at
Appraisals

. Circulation of form

with ALL supervisory
arrangements to ALL
staff to ensure
transpaency.

A. Appraisalg;

November/
May (btannually)

B. Sept/January

(bi-annually)

. HOS / All

appraisers

. PGGonvenor/

School Manager

All Lecturers act as
supervisors, with a
majority (80%)
acting as first
supervisors

An average of
1 member of
staff (men and
women) every
2 years
promoted to SL|




Timescale/

Longterm

Rationale/issue Planned Action . Person responsible| Measurable Impact outcome
completion date
(5 years)
AREA TO BE ADDRESSED
2. IMPROVING THE REPREBATION OF MALESUG
2.1The majority of UG| Targeted recruitment Recruitment meeting | A, B,C ¢ Lead Exceeding HESA | >40% of UG
students inSMLare activities to attract males | with Lead recruitment | Recruitment/SWAN | figures by 5% population
female.There is a nee¢ to ML. These actions and allSML Champions male
thus to raise the include: recruitment staff and | D. SWAN Champion
number of UG males | A.Increase in number of | SWAN Chamepns in
applying for study in male staff and students | January 2016
the School. participating in
recruitment events
B.Analysis of schools re
gender distribution
C.Introduction of novel
methods of promoting
male UG recruitment e.g.
Use of podcasts, social
media and website
D.Focus groups with male
students to inform other
actions
2.2The low number of | Targeted outreach/ A. and B. A and B A. Survey to level 1| >40% of UG
males studying awarenessraising SAT meeting Recruitment Lead, | males re outreach | population
language is part of a | activities to encourage February 2016. SWAN Champions | events:>80% agree | male
national trend and one| males to ontinue studying| Discussion of and SAT that SML welcomes
which demands languages to Aevel. These outreach/awareness | C.Headsof Areas male applicants.

sustainedandlong-
term acton that
incorporates outreach
eventsand promotion

of languages as a

include:

A.Talks &aall-Boys and
mixed Schools
B.Scheduling of Men in

Languages Event

raising activities and
planning of event
C.Heads ofAreas take
into account male staff

at Llevel 1 in May time

B.Minutes re
Discussiomf Men in
Languages Event.
Schedule and
Proposed dates.

G
al



Rationale/issue

Planned Action

Timescale/
completion date

Person responsible

Measurable Impact

Longterm
outcome
(5 years)

viable career/study
option for males.

C.Visibility of male
lecturing staff to firstyear
students

tabling

AREA TO BE ADDRESSED:
3. IMPROVING TRANSFER RATES AT KEY TR

ANSITION POINTS

3.1PGT/PGR is a key
transition point to
academia. Many high
achieving PGTs are ng
continuing to PGR
study inSVIL.

To encourage higher
numbers of PGT females
and males to continue to
PGR we shall expand the
direct contact policy re all
high-achieving UG
students to PGT students
This will involve
communication from PG
convenor to all staff
explaining this new policy.
We also plan a new
internship scheme where
PGTs can shadow a
member of staff to gain
insight into academic
careers.

A. Email to be sent
December R16
(before Northern
Bridge
applications) and
repeated each
semester

B. December/May bi
annually. All staff
contact high
achieving students
personally
(through
coursework
comment or email)

C. Sept. 2016
Introduction of
internship scheme

PG Convenor
All Staff

C. PGR
Convenor/
School Manager,

o w>

>5% rise in number
of high-achieving
PGTs applying to
PGR programmes

10% rise in rise
in number of
high-achieving
PGTs applying
to PGR
programmes

3.2There is a recent
decline in numbers of
men studying at PGT
level in theSchoo] and
also in numbers of
women accepting their

offer to study at PGT

A. Investigation of drop ir
numbers of males
studying at PGT
through asurvey of
recent graduates.

B. Investigation of drop in

numbers of female

Surveys to recent
graduates September
2016

SWAN Champions
with PGR
administrator

Information
accessible for SAT
team in order to
create possible
actions /SAT
minutesc Oct 2017

10% rise in rise
in number of
high-achieving
UGs applying
to PGT
programmes




Rationale/issue

Planned Action

Timescale/
completion date

Person responsible

Measurable Impact

Longterm
outcome
(5 years)

level Greater analysis
of why this is
happening is needed.

acceptances by survey
to those not accepting
their place.

3.3The perception of
an academic career as
not being family
friendly ould be an
impediment to female
PGTs applying for
PGRs. Greater
encouragement of PG|
females needed,
emphassing benefits
of academic career for
women

SWANannual talk at
School and /oFaculty PGH
recruitment event. This
talk will be designed and
delivered bySMLSWAN
Champions in conjunction
with AHSS Champions an
the QGI director.

Meeting with PG
Convenad/ Dean in
October 2016. Drafting
of talk for December
2016 (prior to 2017
Northern Bridge
applications process)

SWAN Champions

Survey to Female
PGTs who attended
talk with >80%
agreeing that
academia is famitly
friendly

10% rise in rise
in number of
high-achieving
PGTs applying
to PGR
programmes

AREA TO BE ADDRESSED:
DEVELOPING A CULTURE

4. IMPROVING AND

OF INCLUSIVITY

4.1To improve further
the supportive and
inclusive culture within
the schooland foster
well-being An informal
mentoring scheme hag
been suggested by
Staff Focus groups.

Introduction of informal
mentoring scheme for ad
hoc queries/advice. This
would be on a voluntary
and informal basis and
aims to enhance
collegiality.

A. Email sent from Schod
manager to all staff to
inform them aboutthe
new scheme.

B. List of mentors and

mentees to be drawn

A. Email sent January
2016 expressing
the importance of
mentoring for
well-being.

B. February 2016:
Drafting of list of
participants and
mentees.

School Manager

Staff survey with
guestions on new
policies. January
Culture Survey 2017
with >80% agreag
that mentoring
scheme is helpful

Inclusivity fully
embedded




Rationale/issue

Planned Action

Timescale/
completion date

Person responsible

Measurable Impact

Longterm
outcome
(5 years)

up and assigned.

4.2Cae hours issue.
Need to review
applicationto T and |
staff and students.

Survey to T and |
staff/students re core

hours policy and analysis

of results.

March¢ May 2016

SWAN Champions
and SAT

Implementing of
core hours policy to
suitable classes and
eventsin T and I.
Annual endof-year
auditing of events
and classes in
Schodto see %
happening outside
of core hours.

Inclusivity fully
embedded

4.3 Currently no policy
exists re gender focus
of curriculum. To
improve further the
inclusive culture of
School at UG and PGT
level, need for
monitoring of
curriculum re gender
bias.

. Item on Education

committee

. Email to all staff
. Adapting of current
and new proformas to

include statement
adzOK | a wL
due attention to

gender in the choice o

topics and texts for
0KAA& Y2Rd

March 2016¢ ongoing

DHHeads of Area

Impact measured
through amended
proformas100% by
September 2016
and minutes of
Education
committeeand
curriculum review
discussions.

Inclusivity fully
embedded

4.4 Maternity/
Adoption return to
work policies.
Information re new
policy to all stafand
creation of strategies
to support it.

. Communication to all

staff ofdecision re

funding of teaching
free semester and

implementation of

same.

. Email and web intrane

update/ hool Board.

A. Email and
postings: January
2016;

B. Report atnext
School Board;

C. Planning in
conjunction with
relevant staff

HOS

Implementation of
scheme to all
Maternity and
adoption returners
/Embedding of
SWAN: impact
measurable in

Culture Surveg017

Inclusivity fully
embedded




Rationale/issue

Planned Action

Timescale/
completion date

Person responsible

Measurable Impact

Longterm
outcome
(5 years)

C. Planning of policy.

with >80% agreeing
that SMLsupports
Maternity and
adoption eturners

4.5 Staff survey: lack 0

information on
Paternity, Shared

Parental and Adoption

leave

A. Updating of Handbook
re inclusion of
Information on
Paternity, Shared
Parental and Adoption
leave in Staff
Handbook.

B. Annual presetation
by EOU at SB agenda
on policies.

A. Sept 2016
B. First semester
(annually)

A. School Manager|
B. HOS

Greater
dissemination of
information on
flexible working :
impact measured in
Culture Survey
January 2017 > 809
agreeing thatSML
has clear
information on
Paternity, Shared
Parental and
Adoption leave

Inclusivity fully
embedded

4.6 Staff survey: lack 0

information re flexible
working/ Need for
greater embedding of
SWAN

A. Email to all staff and
reminder to appraisers
to highlight
opportunities for
flexible working and
good worklife
balance.

B. Annual presentation
by EOU at SB agenda
on policies.

A. Sepember and
NovemberMay
(appraisals)
2016/17 and
ongoing

B. Firstsemester
(annually)

A. HOS and Schoo
Manager
B. HOS

Clearer information
re flexible working:
impactmeasuredn
Culture Survey
January 2017 > 809
agreeing thatSML
has clear
informationon
flexible working

Inclusivity fully
embedded

4.7 Core hours: need

to hold receptions and

social gatherings at

Staff planning on intranet/
email to staff from School

manager re transition to

December 2015/
Ongoing

School Manager

Annual endof-year
auditing of events
and classes in

Inclusivity fully
embedded

e
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Timescale/

Longterm

Rationale/issue Planned Action . Person responsible| Measurable Impact outcome
completion date
(5 years)
lunchtime/early holding receptions and School to see %
afternoon social gatherings at happening outside
lunchtime/early afternoon of corehours.
AREA TO BE ADDRESSED:
5. IMPROVING VISIBILTY AND EMBEDDING OF SWAN
5.1Need to make Enhance School SWAN | April 2016 and ongoin{ School Manager Visibility and SWAN fully
SWAN more visible for Page with links and text, (website Embedding of embedded
staff, students and including this application. administrator) and | SWAN through
general public SWAN Champions | improved SWAN
page.New Culture
survey Jan 2017
>80% agreeing that
SWAN is visible
SML
5.2Need for greater | Review of WLM re SWAN| May/June 2016 HOS SMB and SAT | New WLM SWAN fully
recognition of SWAN | role. SAT antiOS Minutes of SAT embedded
role in School Discussion re raising of discussion. New
SWANpoints during Culture survey Jan
application year. 2017with >80%
agreeinghat WLM
recognizes SWAN
role
5.3Due to high admin | Review of gender May/June 2016 and | HOSwith SWAN Equal distribution off SWAN fully
loads forSMLstaff, distribution of admin roles| annually over census | CHampions Admin duties re embedded

need to monitor admin
duties and WLM pointg
allocated by gender

and points allocated on
WLM.

period

gender/ Data re
Male/female WLM
scores to inform SA]
actions. SAT
discussio. New

Culture survey Jan




Longterm

Rationale/issue Planned Action Tlmescale/ Person responsible| Measurable Impact outcome
completion date
(5 years)
2017satisfaction re
distribution of
admin roles
measured. >80%
agreethat is fair.
5.4To promotethe One male Champion to bg September 2016 HOS Undertaking of SWAN fully
benefits of SWAN for | appointedin September | ongoing SWAN Champion | embedded
both female and male | 2016 and possibility of role by Male staff
staff and share the continuation in next member.
administrative application round.
responsibilities of the
role equally between
genders, our School
plans to include 1
female and 1 male
Champion, to replace
existing Champions if
on leave and in the
next application round,
if possible.
5.5Unconscious bias | Unconscious biasaining | Sept 2016 and HOS and School Culture Surveg017 | SWAN fully
training for all staffin | to be compulsory for all | annually Manager in with >80% agreeing| embedded

order to fully embed
SWAN principles and
ensure that all current
and potential students
and members of staff
are treated equally by
staff in our School.

staff.

conjunction with
SWAN Champions
and QGI

that they
understand why
unconscious bias
training is
important.




Timescale/

Longterm

Rationale/issue Planned Action . Person responsible| Measurable Impact outcome
completion date
(5 years)
5.6 Data for seminar | A. Monitoring of gender | A. and B¢ January A. Seminar series | Annual adliting for | SWAN fully
speakers revealed distribution of 2016 and ongoing convenor A. and B. embedded

unequal distribution of
female and male
speakers at seminar
series. We recognise
the importance of
visibility of role
models, therefore
need to monitor this,
together with the
gender distributiorof

external examiners.

speakers for seminar
series.

B. Monitoring gender
distribution of external
examiners in all
language areas.

B. Heads of Area

AREA TO BE ADDRESSED:
6. IMPLEMENTATION OF ACTION PLAN

6.1 It is essential that
the Action Plan is both
implemented and
reviewed annually.

Formal annual monitoring
and review of Action Plan
at SMB, assessing what h
been achieved, what
remains to be achieved,
and communicating this tg
the staff concerned. This
will be reported at SB.

Annually in Septembe

SWAN Champions
and HOS

SWAN Action Plan
fully implemented.

SWAN actions
fully
implemented.




