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Section 1: An overview of th&niversityand its approach taGE
1.1 Letter of endorsement from the head of th&niversity

Q UEEN’S Vice-Chancellor's Office
. i UN IVE RSITY Queen's University Belfast

(A BELFAST ‘;“"

Morthem Ireland
Tel D28 90697 5134

ve.paldgub. ac.uk

www.qub.ac uk

28 November 2023

Dear Athena Swan Review Panel

| am delighted to unreservedly endorse this application for an Institutional Athena Swan Gold
Award. Equality is a longstanding principle in Queen's, embedded in our 1845 Charter. In 2000,
we committed to tackling gender inequality, and | am proud of our sustained, longitudinal
pragress that | shared at a recent Townhall event for staff.

As an anchor institution in Northem Ireland (NI}, our leadership in GE has shaped a vibrant
landscape of public sector and external sector organisations with shared equality goals. Cur
impact across the island of Ireland, the UK, and globally, is transforming GE in academia and
beyond. We are privileged to have walked with other organisations to their EDI successes.

Since our Silver renawal, all 15 of our Schools now have Athena Swan Awards. In 2019, we
appointed our first female Chancellor, Secretary Hillary Clinton, an international champion for the
empowerment of women and girls. | am personally invested in gender equality (GE) and EDI.
Ower the last 24 months, | have worked with Senate to develop a new leadership structure in
which EDI is woven into all our work. All our Pro Vice Chancellors and new Vice-Presidents
have responsibility for EDI, both within their portfolios and across the university. | am pleased
that Senate and the University Management Board remain gender balanced.

To reach our Gold ambition, | increased resourcing to the Cueen's Gender Initiative (QGI) who
lead our Athena Swan/GE programme (from 2.6 FTE to 5.2 FTE). We also consolidated funding
for School Swan programmes by annual budget resource.

| am delighted that our Silver targets were met - many were reached early and are now
exceeded with an ongoing upward trajectory. We aimed to have 27% female Professors by
2023 and this was 31% in the application (census August 2023). | am proud that today, this is
34% due to Academic 2023 Progression outcomes; 31 new Professors (20 women, 11 men)
from a total of 69 women and 47 men promoted. Our target of 45% female Senior Lecturers is
exceeded. It is encouraging that annual Progression applications have doubled; women are
now at least as likely to apply as men and have higher success rates.

We recognised the huge contribution from staff during the pandemic through two additional
annual leave days in 2021 and an additional payment. The ‘Engendering Solutions' project
reported impacts of lockdowns on working and wellbeing. We introduced a Covid-Pandemic-
Research Enabling Fund, implementad an EDI-framework for laboratory re-entry, launched Agile
working and increased our wellbeing portfolio.

Inspiring future female leaders is paramount. At our recent Good Friday Agreement Conference,
the Chancellor awarded Civic Leadership medals to 25 female leaders. We hosted public
events with high-profile women, including leading academics, former President of Ireland, the
US Ambassador to the UK, the former First Minister of NI, former Deputy First Minister of NI, and
Head of the NI Civil Service.



We intentionally increased the wisibility of women through the conferment of honorary degrees,
naming campus rooms after women, and the installation of new portraits/artwork. | have
approved commissioning of five new portraits of prominent women for 2024.

At Queen’s, we know that culture enables realisation of our GE goals. Listening fo staffis a
personal priority. The 2023 Staff Survey achieved a 68% response rate with 70% agreeing that
Clueen's is a great place to work. We recently enhanced our portfolio of family-friendly policies
with new Menopause and Fertility Treatment policies, which were well-received, atiracted
significant media attention and have become a reference resource for other organisations.

Clueen's joined the Race Equality Charter in 2020 and opened a Racial Equity Programme. The
Gold seli-assessment and intersectional analysis illuminates disadvantage expenenced by
women from minonty ethnic backgrounds. Key actions in the intersectional Gold programme
also align with the Racial Equity Programme’s objectives.

Strategy 2030, places people at the centre; moreover, the Gold Action Plan articulates Quesen’s
GE aspirations. | am particularly keen to develop an Athena Swan programme in our
Directorates with a PTO application in 2026. | am confident that we will reach our new target of
40% female Professors within five years and will achieve progress across each of the new
Priomnty areas.

We will add to our support for students through the development of a Student Carers’ Passport,
support for female entrepreneurship and new cost-of-living initiatives.

Mew staff developmental programmes including, ‘Reaching Reader', ‘Beyond Reader’, ‘Active
Inclusion’, Daphne Jackson Fellowships and a Professional Services Academy will further
enable career progression. Phase 2 of QG| will see a new Queen’s Global Institute for Women's
Leadership, which will improve access to higher education for disadvantaged schoolgirls,
integrate GE research across Queen’s and launch intemational leadership programmes.

Finally, | confirm that the application and appendicas are an accurate and honest representation
of our GE context, and that it has been developed through extensive consultation across
Clueen's. The applmahan has not only my complete and unreserved support, but also the
support of all the leadership team and the wider university.

Yours sincerely

g
Ly _‘;/c'.r | '
e T —

H

Professor Sir lan Greer
President and Vice-Chancellor



1.2 Description of theUniversityand its context

1.2.10verview of theUniversity
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Around4,300staff (54%FJrom 98+
countrieswork asAcademics, Professional
ServicegPS)r ResearchersHgure3).
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generates £8.20v6.£5.50, average Russell GréupFigure 4outlines HErelated key facts
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1.22v dzS SGamgus
v dzS S yidRated aceoss several sites in Belfést(re5).

A new Student Centre opened in 2022 (E42m capital investment) integrating Student
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Lanyon Building, ECIT, Titanic
Main Campus Quarter
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1.23 Leadership

v dzS SGhanéellor is Secretary Hillary ClintondzZSSy Qa Aa f SR o6& (GKS
Chancellor (VC), Professor Sir lan Greer.

Senior academic leadership is given by six\RceChancellorsRVC3F, 3M).

Following extensive engagement with Schools, Directorates, Faculties, Senate and its
committees, a new leadership structure was implemented in 2022 to optimally align
operational delivery with Strategy 2030 objectives.

The newUniversity Management Boa(@MB)merged former University Executive Board
and University Operating BoardNew leadership roles were introduced, including a
ProvostDeputy ViceChancellor (M), University Secretary (M) and four VHoesidents (2F,

2M) (Figure 6.

These changes have already enhanced embeddiand EDI across senior leadership and
governance. The Provost/Depu#Chas overall EDI responsibility and is a member of the
Athena Swarinstitutional SeHAssessment Team (ISARJl senior roles have EDI within
their portfolios.

TheVicePresident & Chief People Offideads the People & Culture (P&C) Directorate with
a remitincludingenhancing EDI and belonging.

UMB has ISAT representation through the Deputy VC and a PVC, who act as sponsors for
Swanpapers.

University Chancellor
Secretary Hillary Rodham Clinton

The Senate
University Governing Body

President & Vice Chancellor

Provost & Deputy Vice Chancellor

Il

Vice-President Strategic Engagement & External Affairs Policy Pro-Vice Chancellors Faculty Pro-Vice Chancellors
Vice-President Student and Corporate Services
Vice-President & Chief Financial Officer Research and Enterprise Arts, Humanities and Social Sciences
Vice-President & Chief People Officer Education and Students Medicine, Health and Life Sciences
University Secretary Global Engagement Engineering and Physical Sciences

Figure6. v dzS SNe®l&adership Structure
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1.24 Academic Structure

vdzSSyQa Kl a G§KNBS CP\drzidiogeher Ere DMK 158GRd0RSR 0 &
(Head of School, HoS, 33%F). There are nimre&orates Directors 67%HFigure7).

~

Faculty of Arts, Humanities & Social Sciences\ Professional Services Directorates

Queen’s Business School

School of Arts, English and Languages

School of History, Anthropology, Philosophy & Politics
School of Law

School of Social Sciences, Education & Social Work
Institute of Professional Legal Studies *

Faculty Office

* Queen’s Institute supporting Professional Legal Studies (nota School)

Development and Alumni Relations

Digital and Information Services

Education and Student Services

Estates

Finance

Global Marketing, Recruitment and Admissions
People and Culture

Research and Enterprise

Student and Campus Life

Vice-Chancellor’s Office

[ o7 Queens
L M Uvaensm'J
¢aJ BELFAST

Faculty of Engineering & Physical Sciences
School of Chemistry & Chemical Engineering
School of Electronics, Electrical Eng & Comp Sci
School of Mathematics & Physics

School of Mechanical & Aerospace Engineering
School of Natural & Built Environment

Faculty of Medicine, Health & Life Sciences
School of Biological Sciences

School of Medicine, Dentistry & Biomedical Sciences
School of Nursing & Midwifery

School of Pharmacy

Faculty Office

School of Psychology
w:ulty Office

)

- /

Figure7. Queen's Faculties, Schools and Professional Services Directorates

All Schools havBwanawards (3 Gold, 6 Silver and 6 Bronae}dzS Sy Q& K I
SwanSilver since 200F{gure §.
Faculty of Medicine, Health Faculty of Engineering and Faculty of Arts, Humanities and
and Life Sciences Physical Sciences Social Sciences
Biological Sciences Psychology _
Medicine, Dentistry and
Biomedical Sciences
QUEEN’S
UNIVERSITY P v
BELFAST 2
‘P“HAMQ‘*
Gold - Silver - Bronze
Figure8. CurrentSwan! g NRa Ay vdzSSyQa {OKz22f a

a

KIR

OHNHODU
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1.25 Gender Equality at Quee a

vdzSSyQa Kla | f2y3 GEwihipgrapamm 1B868howitgy Sy G G 2
female graduateg(Figure9).

[

T N SRR s T T T
11 e Aseedbatd P 1 |
| o  TRVSORRRREEE SR i |

| KRS

Figure9. D NJ Rdzk G A 2 y OSNBY2ye | femalegddisgicatatime myyc ¢
when few women were able to access higher education.

I g2YSyQa 02ftS3S wWARRSIGHITEXAKTR GA W dabByQa
built as a residence for dzS Sfgfmala students and teachers, from a gift byotw
philanthropists, Eliza and Isabella Riddret)(ire10).

||
THE RIDDEL HALL CHRONICLES -

A QGI ANNIVERSARY PROJECT .

l 1 ll -JJ__‘

|
il e Bl

FigurelO. The Riddel Hall Chronicles Film and Podeaatdigital storytelling of a former
NE&A&ARSYOS F2NJ FSYIFfS addzRSyda FyR aidlFFF 0 v
philanthropists Eliza and Isabella Riddel.
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vdzSSy Qa DSy RS iasesthblished lin200@tBnprove GE @Gprovides

leadershipors 2 YSy Q& I9ilj deldgSASyeQa | YR AY BSARSNI a20AS0¢
Swanprogramme since the Chart@f@rmation. Its remit expanded in 2020 feadthe

Racial Equity programme.

The QGI Director isRrofessor (0.6FTE to Q@hd the teaminclude an administrator

(1.0FTE), projects/comms coordinator (1.0 FTE), data analyst (1.0 FTE) and project managers
(2.2FTEjor Swan andhe RaceFqualityCharter(REG. v DL Q& @2 NJ A& dzy RSNLIA
specific budget fronv dzS S ¥H@ GI Executive Committee is chaired by adPrancellor
60aSYOSNI 2F {SyliS0v SyadaNAy3a LINA2NRGASE | NBE N

As a femaldocussed entity promoting participation, progression and visibility of women,
vDLQa O2y (i NAOGdziA 2y ovérkhélasd28 feyitSarih 323 F2 NY I G A @S

1 Launcledinitiatives and projects

1 Influenced policy e.g. flexible working, fardiéave portfolig menopause and
fertility treatment leave

1 Academic and PS Mentoring Programme for women

1 Academid’rogression Workshops

f Celebrating women through public lecturésgh-profile eventsS ®3 & / KI y OSf f 2 N
Awards atour Good Friday Agreement Conference (20&3)re 1}, portrait

commissions, videos, blogsocial media.

Importantly, QAR & A Yrhdin€réamadgienefiting all, e.g. promotion of flexible
working opportunities and normalisirfgmily/caring leavefor both men and women.

Following engagement with senior colleagues in 2022, QGI launched a newsypgenrt
{ SYA2NJ 2 2YSyhoe3 0 iespéhdell  feedback by introducing two new

mentoring programmeso supportBAMEcolleagues.

The impact o/ D Lw@ré is referenced throughout the application.

14
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Figure 11.¢ KS / KI yOStft 2NRa ! g+ NRa F2NJ/AQBAO0 [ SIRS
women atour Good Friday Agreement 25 Conference recognising the pivotal role of
g2YSyQa f St RS NE Krakidg Angd publi2 lifeAZD230a > LIS OS

1.2.6 Key contextual changes since our last award

(a) Our first female Chancellor

In January 202&ecretanHillary Clinton became thgniversity a ™ amavfirst female
Chancello(Figure12).Asl Y AYOGSNY I GA2y It OKIYLAZ2Y F2N g2Y
empowerment of women and girlthe Chancellospotlightswomenl i v dz28& y Q

beyond.

The Chancellor engages with students at graduation ceremoniew@ndgchool pupils at
specific events.

[Image cropped from original for
publication]

Figurel2. { SONB G I NB | Af f |
AyaidlrttraArazy Fa. /| KIyoOS

15



Secretary Clinto2 lang-standing commitment to thél peace processicluded personally
meetinglocalfemalepeace campaignefpoliticians! & (1 KS / ikdtajfato§ fodr 2 NI &
former femaleNI politicians were awarded honorary degreésgurel3).

Duringour 2023 Good Friday Agreement Conferenitee Chancelloted events highlighting
the importantand under-recognised contribution of women to the peace process and civic
leadership.

»
.
5
»

w’ / é} \i\i%‘?‘\\

Figurel3. Honorary degrees were conferred by the Chancelldoto former female
politicianspictured here withQGIDirector(centre).¢ KS Hnnn v DL Workdh LYy é
9YSNHEHAY3I FTNRBY (KS {KIR2gaQ o0& f darkgfountd. NI A &

(b) Strategy 2030

Strategy 2030 is thEniversityQ a -yearambition to shape a better world through lfe
changing education and research.was cecreated by senior leaders (academic &8lin a
collaborativeprocessmncorporainglistening exercises and focus groups.

Thecentral focudgson peoplewith the ambition tobe a leadingnstitution for EDI with a
culture that supports and empowerstudentd staff (Figurel4). Strategy 2030 is synergised
by a P&C Plan (202®26)andis supported by a new Staff Charter (2023) aligned with Core
Values.

16



£y BELFAST 2030 O QUEEN’S

& UNIVERSITY
BELFAST

d’aJ BELFAS

DELIVERING
FOR OUR

FUTURE

Figurel4. Strategy 203nfographic illustrating the centrality of People and the Staff
Charter

(c)Race Equality KI NI SNJ I 4 vdzSSyQa

vdzSSyQa 22AYySR GKS wlk OS 9ljdzZrt AGe / KFENISNI Ay
raised awareness of issues faced by individuals BéivEbackgrounds. This aligned with

ongoing work in the 2018wanSilver Ation Plan (AP interrogate staff/student data with
intersectional approaches to inform a new EDI Programme.

QGlestablished a Racial Equity programme, building on EDI expertise, methodology and
practice gained fronGEwork.

¢CKS Ayl dz3dz2NI f Wwl OS 9 j dzl f (Figude 13 whs Helird K SNJ 9 RdzO |
v dzS Sy Q EemBen2028(&dLind90 attendees).

Race Equality in Higher Education Conference

20 September, 2023

Queen’s University has held its first ever Race Equality in Higher Education Conference to highlight and support the
importance of race equality across the university, the community and wider society.

Figurel5. Keynote and panel speakers (students/staff) atitm@uguralv dzS SUa0ei
Equality in kgherER dzO | (Gokférghee

17



1.3 Governance andecognition of equality, diversity and inclusion work

M®odm h@PSNIBASG 2F 95L LINRPIAINIYYSa |4 vdzs$SSyQa

EDI is operationally organised into work programmes or focus aFegsr€16). These are
delivered in partnership by committees, Scho@ggectorates, staff networks and the

{0dzRSYyGaQ !'yAz2yo
Saff networksproviding EDirelated supporfincluei KS { SYA2NJ 2 2YSy Qa b Si
(international andBAMEstaff network), PRISM (LGBTQ+ network), Patdesvorkand
CarersNetwork
EDI Programmes or Focus Areas
Women’s LGBTQ+ Equality
leadership, Athena Swan Racial Equity Staff Wellbeing, Disability
progression Programme for | Programme and Carers Passport
and Gender Equality REC Charter Statutory data reporting
representation Equal pay audit
Queen’s Gender Initiative (QGI) Di v, Inclusion &
2 Athena Swan Institutional SAT (ISAT) versity, Inciusion
- =3 Swan Champions Network Wellbeing Unit
= REC Ch . PRISM (LGBTQ+ network)
e ampions Network
T = . Parents Network
> @ School SATs and EDI committees
= [= ) . Carers Network
8 = Senior Women's Network School EDI committees
8 iRISE (international and B.A.M.E. staff network) Students’ Union & Societi
Students’ Union and Student Societies udents nion ocleties
Figurel6. 95L t NPAINI YYSa | yR.C20dza ! NBla 4G vdzsSSSy

1.3.2EDlleadershipand structuresk i v dzSSy Q&

Bottom-up and topdown structures ensurethat voices across &fichools and Directorates
drive the dialogudFigurel?). Transforming actions are delivered within local consdoit
colleagues who work there. This is particularly important in our 15 Schools where Swan
Champions lead delivery of SwARs working in partnership with staff and students across
Swan, REC and EDI priorities.
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Senate Vice Chancellor
Governing body
Deputy Vice Chancellor
EDI leadership
University
Management \
/ Board
™ ISAT
Faculty Institutional Athena Swan
Executive self-assessment team
Boards /
Queen’s Gender Initiative People & Culture
\Women'’s leadership and progression Statutory reporting and policy
Leadership Athena Swan Programme Disability, LGBTQ+, Carers,
Leadership REC Programme Staff wellbeing
Swan Champions Network REC Champions Network
All Athena Swan Champions All Race Equality Champions
Schools and Directorates
School Senior Athena Swan Champions (Schools),
Management : :
Teams Athena Swan Representatives (Directorates)
REC Champions (Schools, Directorates)
EDI Leads and EDI committees
— Reportsto Connected via membership

Figurel7.{ dzY Y| NB &aOKSYIGAO 2F F2NXIf 95L &idNHzOG dz

Champions fo6wanand REC, and EDI leads are embedded within Schools and Directorates
and chair locaEDIcommitteed SATs reporting to theloSor Director.

Somesubjectshavespecific EDI leadsr UGcurriculaor postgraduate programmesThese

are members o5chooEDI committees/SATesg. Medicine, Dentistry, Nursing/Midwifery
and Pharmacy.
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Importantly, localSwanEDI groups are responsjeliveting within context. EachSchool
has£5K annuabudgetfor SwadEDI work.Faculties an&chools provide additional
resource for specific events. QGI reviewed budgets with Champions (@888pnfirmed
sufficiert resource.

EDI ommittees/SA¥report to the Swan Champions Networkigure 18chaired by a Swan
Champion) or the REC Champions Network (chaired by REC Project Manager).

These networks are coordinated by QGI, meeteeHy, integrating EDI work across
vdzSSyQas akKlIl NAy ZreatiSgikadelikdNdg DitiativesSandrpsodgRames.
Communication is maintained via MS Teams, chat and shared TiesSwarChampions
Network reports to the QGI Executive Committee andSAT.

Figurel8. Swan/ KI YLIA2y & bSGg2N)] Fd vdzsSSyQa

Athena Swvan ISAT

L{! ¢Q&d YSYOSNRKALI LINPTAfS I ynRerstyplaadenipr y OS

ISAT reports to the VC and UMB1e QGI Director (also Academic lead$evanand REC
Charterschairs ISAT aneports directly to the VCTheDVCand a PVC ammembers of
ISAT and UMBsectionl.5).

ISAT leads a cohesive programme, synergiSiEand intersectional priorities. It benefits
from connectivity with academics, PS, students and the Swan Champions Network.
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Delivery of wider EDactivities

TheDiversity, Inclusion an8taffWellbeing Urti (DIU)within P&CsupportsLGBTQ+
equality, staff wellbeing, disabilityCarer<hetwork, and leadsstatutory equality data
reporting. DIU is resourced y.69 FTETheHead of DIU is emember of ISATDIU team
members attend Champions Network meetings.

EDI is embedded across Schools and Directorates. For example, the Research & Enterprise
Directorate(R&Ehasan 'EDI inResearclfAP. A DIUcolleagueworks 0.2FTE witR&E

supporting this activity Anew Daphne Jackson Fellowship Program2@3/24)

supporting researchreturners following a career breakill launch(ActionD5.1).v dzZS Sy Q &
signed up to the Knowledge Exchange Concordat (KEC), hdsalkey principleof
Wnsuringethical and transparent Kivhich is beingextendedto EDI and sustainability.

1.3.3 Statutory responsibilities

Satutory requirementson NI public authoritiesnclude annuaprogressreporting of

v dzS S5/€naEquality SchemeThisincorporates actions linked to institutional EARs
includingSwan RECDiversity Mark, Stonewall Workplace Equality Index, and the Disability
AP

The 2020 Equal Pay Auditowedthere are no significaftequal pay gapby gender in 813
Grades Total salary equal pay gagsignificar) occurred at Grades 2, 4more males avail
of additional hours)0, and the Professoriat&he Professorial Pay Gapfocus of the 2019
AP, is narrowing(11.4% in 2014, 10.5% in 2017, 7.6% in 2020)

Since 2019Academic Progression inclusiihe Professoriate, replacing the former triennial
Professorial Salary Review. More frequent salary increases now occuoyingthe
Professorial Pay Gaghe 2023 Equal Pay Audit will report January 2@24ions ESL and
5.2).

1.3.4 Recognition and reward for EDI work

vdzSSy Qa NI O 2esbyshrau§hicelébmtion evetr@nd campusvide

communications The role of Swan Champion or EDI lead is praigengand recognised as

a leadership positiowhether academic or PSMany ®lleaguesieliverEDI workwhile

OF NNEAY3I 2dzil | A& QG brdIUNGMsBor dcaflemicdzSRgo a

Swan Champion iecognisedwvithin i KS W/ AGAT SYaKALIQ R2YIFAYy 27F |
(Education, Research/Pedagogy and Citizenship). This is recognisesbimalP

DevelopmentReview (PDRand Academic Progression.

4In line with advice issued nationally and as per Equality Commissidi doidance, overall equal pay gaps of 5% have
been considered significant and worthy of further investigation.
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Work Allocation Mode{WAM)W (i | fbiPSWah Qhampiorstates 0.5 daysveek in a non
submission year, up to 1.5 ddyseek during a submission year (may be shared between 2
CoChampions).

RECCoChampioiis) have80 hours per yeawithin WAM (academicgkgflecting that REC is
currentlya Universitylevel programme.

PS Swan and REC Champions E®Mactivities included within role hours, with workload
adjustment by line managers.

Saff reward schems (STAR awards and Staff Excellence Awards) are also used to recognise
EDI worle.g.preparation of a School Swan applicatidejivery ofEDI events e.g.
LY adSNY I GA xyalSiypapaz YSY Q&

Gontribution of ISAT members is recognised within their WAM or workplan. Membership of
universitylevel committees is specifically recognised in PDR/Academic Progression.
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1.4Development, evaluation and effectiveness of policies

1.4.1Policydevelopment review andequality screening

Equality screeningf new policiess undertaken by policy leatsuthors prior to
governane/approval processesScreening considers the likely impact on equality of
opportunity andinclusivityof all protected characteristicage, racial group, gender
(including gender reassignment), marl@Vil partnership status, sexual orientation,
religious belief, political opinion, disability and dependants.

Equality screening clinics anddadicated webpage@rovidea stepby-step process
templates and guidancg-igurel9).

Steps

Follow the steps below to assist you with the process.

‘,

Is:

|
Step1: Screening Guidance Step 2: Screening Form Step 3: Policies Currently
Notes Screened

Figurel9. v dzZSSy Q& 3IdzA Rl yOS | YR NBaz2dz2NOSa F2NJ 9l dzl

Policy leadsmustspecifically considempact on people with multipleharacteristicand
how potential intersectionality inequalities will be addressed.

Timely monitoring and evaluatiomre incorporatedto evaluatepolicyeffectiveness.

Should a screeningr monitoringexercise identify any major adverse impact, a more robust
and detailedEquality Impact Assessment (EQIiAfonducted to determine the extent of

any differential impact of the policy. This inclgderther consultation with staffstudents
andexternal stakeholders.

1.4.20verview of consultative approaches

TheUniversityroutinely consultsvith staff groups, includin§vanand REGletworks,iRISE
PRISMCarer§and DisabilityNetworks, Trade Unions, HR Business partners (HRBESs)
Staff Forumand external groupsConsultation with students takes place through Student
Union Officers and elected student representatives including School Student Voice
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committees. This comprehensive approapihovides voicesfor people with different fie
experiences.

TheStaffForum(Figure 20Section 4.1.), chaired by the V®asshapedseveralpolicies
YR LINI OGAOSA Ireplacendas & jonaAppralisaibitdzawPBRand
new Academic Progressio2@19.

QUB Staff Forum © ~»
. Watch later.  Share

QUEEN'S
UNIVERSITY —_
BELFAST

PEOPLE AND\CULTURE
STAFF FORUM

Watch on 88 YouTube

Figure20. The Staff Forunrestablished 2018s an effective, proaote consultative group.

Consultation methodscludesurveys, writterfeedback focus groupsroadshows and
Towrhalls(Table 2.

1.4 3 Impact of policies

Assessing/measuririghpact of policies occurs withiiormal policy reviews, surveys,

evaluations, focus groups and feedback. EDI lenses are routinelywstz§ Sy Q& 9 1j dzl f A (
Survey(QES2023 Appendix ) explored views on policiéguidance(Figure 2).

D Queen’s Equality Survey - Policies Q
@V =

\/ Policies enable an inclusive culture 70% (73%F, 69%M)
‘/ I know where to find policy documents 69% (71%F, 65%M)
‘/ Policies addressed my needs when required 48% (29% ‘not applicable’)
Best known
\/- Flexible working 79% (82%F, 76%M)
v - Agile working 76% (81%F, 68%M)

Figure 21Infographic from QES showing evaluation of policies, extracted Appendix 1.
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Higher levels of disagreememtere notedfrom BAME~vomen Section4.2). Focus group
discussionglarified concernselate to policy implementation particularly around values and
behaviours ActionA2.7).

CarersPasspor{launched 2022¢valuationrevealed that unexpectedly but encouragingly,
the need for this diminished due to subsequent roll out of Agile Wor{&agtion 3.1).

Fertility Treatment Leave Policy (August 20223 been welcomed and to date, 8 staff have
availed of the provision.

Menopause Policy (August 2028)s beernwelcomedwith 100+ staff attendingMenopause
Awareness sessioltisis year(Figure 2). 100% #&endees raed sessions ExcellentVery
Good 40+ attended line managesessions

|

t

No

. SAy3a lotS
alyYysS GKAy3a

(SNt

¥ G2 | O ddiaff werb experiending theg NA £ £ A
a YS

& | KdzaS NBftAST |y & dzLJL

BLOG: Supporting our staff: Queen’s Menopause and Fertility
Treatment Leave Policies

6 October, 2023

“These topics, which for too long have been taboo and associated with stigma, are now becoming mainstreamed in

conversations about workplace, wellbeing and culture.”

.

A blog by Heather Callighan, Diversity and Inclusion Officer, Conor Curran, Head of Diversity and Inclusion, and
Professor Karen McCloskey, Director, Queen’s Gender Initiative, Queen's University Belfast.

Figure22. w3 OSyd o0t23 FNIAOES i vdzS®ENa YIEN]Ay3
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1.5 Slf-assessment process

vdzSSy Qa 20 dl AyAHHRnalAwand2G03) and Wwad unding @ember of the
SwanCharter(2005) holdingnstitutional SwanAwards since 200F(gure23). We are one
of 29 UK universities to holdstitutional Silver.

Women's Founder Member
Queen's Forum, then Athena Swan Bronze Silver Gold
founded QGI launched Charter Award Award Application
s ns— o) o) —ord— o
Royal Society Silver Silver Silver
Athena Award Award Award Award

Figure23. LongitudinalAthenaSvanand GEprogrammesl i v dzSSy Q&

1.5.10verview of the SeAssessment Team

ISAT reflectstaff profile by role sex,caring responsibilitiggarttime working and
international staff(Figure 2)°. ISAT collectiveexpertiseenabledeffectiveself
assessment, evaluatiaof the impact of previou®\Ps andidentification ofpriorities. ISAT is
supported by alata analyst andQGIcoordinator.

ROLE 13 FORMER SWAN CHAMPIONS
PROFESSIONAL w ‘ '
,‘ K P SERVICES 1'_
H
6

BIOLOGICAL SEX ACADEWC DEPENDANTS

Figure24. The Institutional SelAssessment Team (ISAT)

ISAT Terms of Referenaetlinesstability and flexibility in membership witx-officio and
nominated members Membersrequire sufficient seniority to effect changesSeveral
members are former Swan Championslfle ). ISAT members engage witblleagues,
across differengrades andJniversity domainsThis ensures a joinedlp approach, avoids
silos soissues ar@scalated to ISATnhterrogatedand actioned.

AsISATmeetingagenda have matterswhere itis ingppropriate to have students in
attendance, ISA&ngages with students through School Swan Champions, reeath
elected Student Union Officerand specificFocusGroups e.gduring thepresentself
assessment to explore theiiews onGEl (i v daBdo/c@cieate actions for the GoldP
(Section 4.).

5¢N} ya adliddza 'yR ISYRSNI ARSydGAlGe ¢SNBE Oyeithdr SONBlIeaguesdplefenf@sélfS = v dzSSy Q
describe gender identity in another way. Trans staff may have opted tothairgosttransition gender identityecordedwithin female
and male categories.
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[Information redacted for publication]

Table 1 Membership of ISAT
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1.52 Recognition of the work ofnstitutional SAT members

The work o SAT memberis recognised and rewardealsdescribedn section 1.3

1.5.3 Summary ofself-assessment process

1 ISAT me6-weeHy during termtime since 2020monthly from January 2023 and
fortnightly from April2023duringpreparation ofthis submission

1 Meetings continued over summer via M8ams
1

Keyperiods of data collection, analysis, writing, review, action planning and parallel

processes of sugroup work and wider engagement.
1 The ISAT MS Teams channel and Sharepoint folders usedo share data,
jdzZ €t AGFOGADS AYyF2NXYIGAZ2Y
At meeting, the SwarProject Marager (PM) presented a RAG status of tAé
Aflexible approach t®APimplementationwas adopted wherebyactivity was

= =

targetedto particularactions

1
1

LY 5SOSYOSNI HAHHZI

vdzSSy Qa

YR SRA G

Sib-groups(task and finish groups) tacklspecific issuegSection 2.).
Gender and intersectional lensegere used in analysis

Vi A3SQ R

Rveadtears, Whidh indudledl A G F NP

roundtables withUMBand ISAT taliscuss progress towardisstitutionalGold. The visit

coincided with a Universitwide celebration of 11 Schools renewinggradingSwan

awards during the pandemi€igure25).

| Athena Swan !

'ei NGENDERIN
QUALIT
. \ 1

e

& .

-

@ 46 @ Reply

1

-

Share

e e R

Continue watching on Twitter

0:05/128

X

Figure25®

m-:.;;‘: Y
ATHENA SW

TUnITING
TO DRIVE
GENDER

t K202 3 NI LK dAthdnhRvan CelekrStionandz8ss ffothddvance
HE colleagueecember 2022.
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1.54 Sources of data for SeAssessment

The seHassessmenivasinformed byanalysis omultiple quantitative/qualitativedatasets
(Table2). snip

Year | Source Engagement | Details

2011 | v dzS Sdét® & Quantitative | Sudents, staff, contract type/function, job

2023 | HESA, HEIDI | demographic | family, recruitment, progressigrequal pay

data audit, UK comparators.

2023 | Towrhall ~200 Hosted by VC an@GI Updateon SilverAP
meeting for all | attendees and new Gold priorities.Recordingavailable
staff (October 2023).

2023 | Staff student, | ~90 attendees| Staff and tudent panes. Q&A sessionat
external Wwl OS 9ljdzZ- t AGe Ay | A
delegates Conferenc€ i v dzSSy Qa o{ S|

2023 |v dzS Sy Q& 31%(61% F, | Designed and implemented B$ATsub-
Equality 34% M) group’ with extensive consultation
Survey(QES) Analysis grougomprised ISAT membeREC

team, EDI expert academics.

2023 | Focus Group | 6 attendees Post-QESo better understand issuesnd
with BAME inform newactions(July 2023)
women

2023 | Focus group | 7 students Discussedtudent experience oGEat

v dzS S(@dra23)andinformed actions

2023 | Meeting with | Elected Discussed priorities for Studegidnionfor
Sudent Union | student GE intersectionality and EDI.
officers officers

2023 | Professional | 40-50 Dialogue and feedback during Swan
Services staff | PS/Directorate| information session for P&d Directorate
and attendees colleaguegMarch 2023).

Directorates
Directorates representativ@attended Swan
Champions Network meetingune 2023)

2022 | Survey of 51%of female | Designed and implemented BATSFAIsub-
Senior Female| Readers and | group.

Academics Professors

2022 | Pulse Survey | 66% P&C Surveyto understandpost-pandemic
on WorkLife | (58%F42%M) | employee experience.
Balance

2021 | Pulse Survey | 62% P&CSurvey to understand pandemic workin
on Changing | (59%F, 40%) | experiences.

6 Fewerthan 5% of respondents preferred not to disclose their sex, with 0.1% of respondents identifying as other.
7 Prof Karen McCloskey, Dr Susan Clarke, Paula Dougan, Claire Owens
8 Qub-group forSenior EmaleAcademideadership(SFAL)Prof Aaron Maule, Prof Teresa McCormack, Paula Dougan
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Working
Environment
2020 | Engendering | 30% QGHed holistic surveyith Psychology, P&C
Solutions (68%F31%M) | and MHLS Facul§ywan Champions
Covid19 understand how the pandemic lockdown
Survey affectedv dzS Sy Quwiork fnidl ivefliFeing.
2023 | Staff Survey | 68% All Staff SurveyR&Q.
2019 64% 2023 Survey data being analysed at time of
2016 61% writing.
2023 | National 77% Overall satisfaction scor&6%
Student Survey (81%F72%M) | Student evaluations at institutional and schqg
(NSS) level.
2023 | Postgraduate | N=889 Overallsatisfaction score80%.
Taught (65%F, 35%M, Student evaluations at institutional and schqg
Experience <1%Trans) level.
Survey (PTES)
2023 | Postgraduate | N=608 Overallsatisfaction score83%.
Research (58%F, 42%M,| Student evaluations at institutional and schqg
Experience <1%Trans) level.
Survey (PTES)

Table2. Summary of data sources informing this application

1.55 Cocreation of theAP

FromAug-Oct 2023 stakeholder groups acrossdzS Snyetwith ISATo co-create theGold
AP, includingStudent Wellbeing staffrganisatioal DevelopmentDIU HRBPSHR
Servics, Employee Relationg,echnician Commitment Steering Grotgmale BAMEocus
group,andastudentfocus group.

1.56 Consultation on the draft application and neWwP

From MaySep 2023¢onsultation was helwvith Senate, Senior Leaders Forum, three
Faculty Executive Boards, Trade Unions (UCU, NIPSA and Unite), andleetety
{GdzRSy1aQ ! yA2y 2FFAOSNEO®

Theall-staff virtual Towrhall (October 2023%haredSilver AP progress and névold
priorities. Feedback was received duri@&A, chat function and a dedicated mailbox

Regular pdateswere presented to UMBwith final approvalgivenin November 2023
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1.5.7 ISAT response to panel feedback on 2Cdplication
ISAT welcomed thpanelfeedback orthe 2019 Silver renewal and responded by
implementing changes and sharing learning ackoszS S(Yabléd).

Panel feedback 2019

Summary oflSAT response

Moving forwards, the institution is
encouraged to reconsider the success
measures in the action plan, which
sometimes read as actions themselves

Addressed in regular RASP and data
review. Thisfeedback informed th GoldAP
structure.

There is also scope to provide more detai
in the plan.

Shared learningacrossSchools for their
applications and\Ps Implemented in Gold
AP.

The panel also suggests that further use |
made of survey data to inform self
assessment, evaluation and success
measures.

Data from multiple survey016 to 2023
has beerextensivelyusedto inform the
selfassessment, evaluation and success
measuregTable2).

The panel recognises that much historic
activity has been coordinated in quite a
distributed manner, andwanis not the
2yt e WFHyOK2NI AYyAGAl
some narrative challenges), whilst there i
now a move to more executive ownership
Drawing different strands of work togethe
will likely benefit the institution as a whole
particularly given the evidg commitment
of the new vicechancellor, whilst broad
ownership of the agenda is also a strengt
(as seen through the contribution of the
staff fooum, noted above); continued staff
engagement should be a priority.

Institutional leadership restructuring has
strengthened EDI leadership, bringing
cohesion.

Expanded)Glremit of leading GE and
racial equityand the associated Charters
(Swanand REC) Theteam has grown
alongside the remit.

Staff engagement isow standard practice
evidenced in the sources of data and
consultation in Section 1.4.

Expansion iIUteam to includeStaff
Wellbeing

There could also be more attention to
professional and support staff, e.g. aroun
training and appraisal, where the purpose
of provision in terms of career
development could be more explicitly
considered. For example, appraisal is not
' & 0 SA Y Jo adademit atdff) bNLE
career structures are different.

Major delivery since 2019 with decisive
actions.

New PDR and developmeopportunities
New actionsncludinglob Shadowing, new

Academies and Communities of Learning
andtargeted actions for Technicians

Table3. Summary of 2019 panel feedback and ISAT response
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1.58 Overview of 5year plan to deliver and maintain GE activity
Qurrent ISAT membengill remain for at least 18 months pestibmission to consolidat&P
delivery. Rotationsteplacements will b@mominatedasper Sectionl.5.1

ISAT will meeg-weeklyto review theAPRAG statuanddata with gender and
intersectional lensesandleaddelivery of actionsby subgroupsk ONR &4 v dzSSy Qa o

Consultation will continugia Survey$Staff andPulse) Focus Groups, NetworkSownhalls
and other engagement activiaction B10.X B10.9. A2027QESwill evaluateand
measure success amapactof the GoldAP. The Swanprogrammewill extendinto
Directorates with submission of a PTO application by @Q&ctionF1.1¢ F1.5.
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Section 2: An evaluation of the)niversityQa LINRP INBaa | yR

Note: Criterion E(3)is addressed in Section 1.4
2.1 Evaluating progress against the previous action plan

2.1.10verview of progress

The2019 A° contaired 43 objectivesacross five priority area@ able4).

88% @38 actiong arecompleted (green) Sme were achieveeéarly, two were revised
(below) Five(amber)are continued inthe GoldAP.

0,
Priority Area NO.' o Amber | Green %
actions Green

1 | EmbeddingSwanandGEA y v dzS Sy 10 0 1 9 90%
5 Advancmg recruitment and career 8 0 5 6 750
progression of female staff
3 | Engendering Leadership 8 0 1 7 88%
4 | Enhancing culture and life at work 13 0 1 12 92%
5 Improving theinfrastructure for SWAN 4 0 0 4 100%
data
Overall 43 0 5 38 88%

Table4. RAG statuef the 20192023 A° by priority area

2.1.2Methodology ofaction implementation, evaluation and iteration

ISAT led Rimplementationandevaluation through theChair SwanPM, dataanalyst and

QGI team QGI appointed a data analy@019), representing a new resource. Data
interrogation, quantitative and qualitative, was critical for evaluation of actions.

Several actions were embedded within Schools/Directorates. The Swan PM worked with
local SATs to deliver actions.

Sixweekly ISAT meetings were critical touchpoinSAT avoieddo SAy 3 |y WAatl yRQ
vdzSSy mad § KSNE Y2rLASNWIHICS RF 21580 SNAW 3 O2f t F 62N GA DS

Subgroups partnered with Schools/Directorates:

1 Sub-group for SeniorFemale Academic inLeadershipRoles(SFAL2022. Surveyed
seniorfemale academicdp investigate underepresentation in senior leadership

9 Policies are considered to be effective and appropriate by staff/students, and/or, evidence of the positive
impact of policies on staff/students.
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roles. It identified barriers and enablers amutoduced a report with
recommendationgsor UMB/ FEBs The reporinformed the Succession Planning pilot
in the MHLS Facyland ActionC7.1-C7.8

1 EDI/Swan data suigroup (2022 broughttogether data owners, custodians, analysts
and endusers, to improve infrastructurand data collation.

1 QES sulgroup (2022) led desigrand roltout of QES
1 AcadProg sulgroupinterrogatedrecent/longitudinal progression data

AP progresswas reported quarterly to th& Cduring scheduled meetings with the ISAT
Chair, and to UMBQverall AP outcomes wereommunicated via an aditaff Townhall
meeting October 2023.

2.1.3Contextual challenges to implementation of thePA

Covid19interrupted staf/ students engaging witBwan Saff induction eventsnoved
online,i KSNB 4 & y or GBaiBndp&rDiNaventsi@ihgR02D2021. This
impactedAP deliveryin the earlyphaseof the award cycle

QGlpartnered withacademics from Psychology atté MHLS Faculfyand P&C colleagues
to design andleliverthe W9 y 3 Sy RS NA& y 3-19LackddminfA &NIRSW), Bodrk R
26) to understandhow lockdownaffected staff working and wellbeingOutcomes are
described inSection3.1.6

i

ﬂ’ = X
THE COVID-19 PANDEMIC ,"~ _ _
LOCKDOWN SURVEY: ' 2

%7
UNDERSTANDING TRBSSUES 1]
AND ENGENDERING SQLUTIONS

FOR QUEEN'S STAFF /' | ‘I

{ h
{ ‘1§

¥

Figure26. The Covil9 Engendering Solutions Project and Survey
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2.1.4Supersededctions

Two actions weresupersededAction 4.2 (identify a maternity/family champioahd Action
45 (appoint avMenopause champior(see 2019 AR

2.1.5Amber actions & barriers to completion

Fiveactionsarerated Amber (2%) These progressd; however will be completedn the
GoldAP. Duringevaluation, ISAT reflected drarriersto progress and evisions needed
going forward.

Action 1.6aimedfor 95% completion ofwo staff EDitraining modules Currently,
Wnconscious Bigand WhinkDifference Act DifferentlfTDADJare 89%79% respectively
Analysis indicaté higher completion by permanent vs. fixed term st&ffJnconscious Bias,
93% v 77%; TDAD, 81% v 72%ATconcludedstaff onboarding timings and fixetgrm
contractswould be better reflected in 90%ompletion (permanent stafluringa new
format staff induction(ActionA4.1¢ Action A4.3.

Action 2.3aimed toenhane recruitmentmaterialsto attract womento academit¢research
positions representingd0% ofapplications Although 37%was reachedappointments to
lecturer and researatr were gendetbalanced(Sectiord.2). ActionsC5.1¢ C56, C6.1will
addressemale recruitment to Senior Lecturer, Reader and Professor

Action 2.5aimedfor minimum33% of one gender orecruitment/selection @nels. Since
post-pandemicrecruitment restarted in 202183% of panels complied. Some larger panels
were not33% 5% of panels (small panels) were singgx. The latter scenario occurred

the day of theinterviewand procedurally, a panel member substitutiovas not possible
Action(C5.6.

Action 3.4aimedfor gender balance ondeuty ExecutiveBoards (FEB)minimum 409% by
2023 Thigs on an upward trajectory:

1 AHSS: 36%(4/11) (33%previously.

1 EPS: 36%(5/ 14) (29%previously.

1 MHLS: 40% (6/15) (29%previously.

FEB areimpactedby Deang29%Fand HoS(33%F) Representationchanges as roles
rotate; ISAT reviews data annually and notesre men than women applyActions C7.1¢
C7.8will progress recommendations from the SFAL-gudup.

Action 4.11aimed tobalance speaker lists by gendethnicity. Schmls Facultieseported
it was challenging to collate information as it was not routinely requéstambrded Anew

Wy 4288y Qa AGFFF A& YIRS dzlJ 2F T2 LISNYIySyd adl¥FF FyR wpi: FAESR (S
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Diversity Monitoring Fornfanonymousonline form) is being piloted in Schoalkrough the
Swan Champions Netwo#ActionE4. 1

2.1.6Key Learnings

1 ISAT sulgroupsare highly effective-dzy RSNAR G YRAY 3 (GKS WgKeQ |
effective strategies.

| Better collaborating across dzS Sqgpsentations by ISAT Ch&wanPMand
RE@M to SchodlFaculty Boargl Roadshows, Townhalls enhancéatmal reporting
structures Theyfostered knowledge, mindset and illuminategw opportunities
through 36(° perspective.

 Intersectional work was synergised by dzS SREQ @arogramme whilst a
standaloneprogramme it harnesse academic leadership and expertise from QGlI
Co-delively of ABT ImposterSyndromeAwareness and Mentoring Rgpammes
addresgyender/race intersectional priorities.

1 Senior buyin and alignment ofSwanwith institutional strategy-ad v dzSSy Q&
leadership structurembedded |SAT maintained visibility and positiohheVC
attendedspecific ISAT meetingsablinginput, feedback and direction from the top
of the University

1 Building Communities of Practiceevaluations from Swan events for Directorates
and FSstaff resulted in a call for Swan representatives from Directorates to join the
Schools Swan Champions network. This shari@zahd EDI work is building an
SOSy tFNABSNJI O2YYdzy A ( &Se2tion 2LINdgdaip® OS | ONR & a
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2.2 Evaluating success against thimiversiyQa 1 S@ LINA2NAGA Sa

All five actionareas in the2019APachieved significarguccesgSection 2.JandRAGrated
AB.

Furthermore,severalkey prioriteshavecompelling @idence of longitudinalmprovement

Increagd %F Professoré\(tions2.2, 3.2).

Increagd %F Senior Lecturer8dtion 3.1)

Improved %F academic promotionédtions 2.1, 3.1)
Development and career progression fgstaff (Actions2.6, 3.3).
Enhancingulture and life atvork.

arwpdE

Longitudinal improvements& enablers

2.21.Increa® in% FemaleProfessors

Longitudinalincrease in %F Professdresm 11%31%(17-102F)occurredover 22 years with
a sustained, upward trajectory.

The 201APtarget of 27% by 2023 wasached3 years earlynow exceeded31%(Figure
2.3b, Appendix2). This compares to 30%¥Fofessors nationally (HESA UK 2@2] Russell
Group average 26% (range 18%#6, datdrom 17 institutions). Figure27 summarises bw
thiswasachievedsince 2017

22% 31%

2017 2022

102 Female Professors at Queen’s in 2022

Over the last five years this resulted from...

RECRUITED PROMOTED NAMED APPOINTMENT LEAVERS
19 51 ) 25

78% O 69%

2017 rm 2022

232 male Professors at Queen’s in 2022

Over the last five years this resulted from...

RECRUITED PROMOTED NAMED APPOINTMENT LEAVERS
39 57 9 25

Figure27.ly F2 A NJ LIKAO 2F K2¢ vdz2SSyQa | @QRRSIOSR o m:
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Enablersincludeay y dzl t 62 YSy Qa | OdoRsBops d@liveradByddEEsinéeA 2 v
2002 and Faculty/Schoalorkshops(continued online duringcovid19).

Annual bespok&GIMentoring Programmes for female Academiaad PS staff (since
2002, with 50 MentorMentee pairingger year (25 each academic and B®)impactful

Of the93F AcademidVientees since 201A33% progressed; 3 9 and 3 Mentees achieved 1,
2, or 3 grade increases respectively.

Longitudinal7-yearevaluatiort! (2022) reveale®4% ofMentees felt theybenefitted,
describingas aANB I G AYAUGALF GAGBSQ | Fidre®F (0 NXzf & & dzLJLJ2 |

Mentee’s top five objectives for the QGI Mentoring Programme

New

Career Building Career Identifying
planning confidence progression development  professional
opportunities  relationships

71%

Mentor’s top five motivations for acting as Mentor

847%

Iwantedto lamatastage |knowthat  Asaformer Previous
support female toshare from  Mentoring QGI Mentee |  Mentoring
colleagues  my experience works wanted to  pairings were
give back positive

Overall Rating

M RESPONDENTS W] RESPONDENTS

OVERALL RATING

OVERALL RATING

Figure28. Excerpts from longitudinal evaluation of QGI Mentoring Programmes for women
(20152022)

11 QGI Mentoring Programme Longitudinal Evaluatjidgfreedback from Mentees and Mentors who have completed the
programme in the past 7 years.
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To support progressiowithin the Professoriatevhich reflects salary upliffQGil
Professorial Progressi@ventsfor womenwere piloted in 202 andare now

mainstreamed Application rates are simildoy sex(20%, 18%M), success rates are higher
for women (87% vs 78%) over the last 3 year@-igure 8.5a, Appendiy.2

& 0 redltransformationalmomentfor me took placein the confidentialsmallgroup

discussionsXit wasa profoundlypositiveexperiencehat helpedboostmy confidenceg as

well asmy ambition - and underpinnedmy subsequenProfessoriaProgressionJNR Y2 G A2 Y ® £
Attendeeat QGIProfessoriaAcademidProgressiorevent.

2.22.Increase in %d&male Senior Lecturers

Longitudinal sustainedncreasein % Senior Lecturers from 34% in 204tb 46% in 2022
was achieved The 2019APtarget of 45% by 2023 was reachealrly (Figure2.3a, Appendix
2).

Ly v dzS Sy QsaE eithedAcRdSnYidi(Teaching & Research (T&R)) or Academic
(Education (Ed)). Femeenior Lecturers (Ed)creased from 46% to 548tnce 204
(Figure 2.5¢, Appendi®.Since 201718, 33F progressed intthe grade 10were recruited

Female Senidcecturers (T&R) increase@%-42% duringhe same periodFigure 24c,
Appendix 2. Since 201718, 35F progressed into the gragd@éwere recruited.

Support foracademiovomen through the Auroréeadershipprogramme(incorporates QGI
Academic Mentorinjj was targeted at Lecturer/Senior Lecturer level, underpinning
planning for progressian Of the 39 participants since 2018, fifbgresgd.

O

GL | faz adzO00SaaTF dzctwice iAW parciRantf 2 NJ LJI)\LB INB

2.2.3. Improvements in % &maleacademic promotions

Womenare now aslikely to applyfor Progressiomsmen. Application ratesncrea®d from
20142022 (13%to 24%; merl6%to 19%). Success rates for women increasetb%to
63%; men 8%to 53%(Figure 8.2a8.2b,Appendix?).

Thenew Academic ProgressioB019 has been transformativeA holistic approacimeans
excellence in one domain can compensate across another domain, recognising individual
academic profilesPanelscomprise HoS, academics, Swan Champion$’&au
representation.

2 Prior to 2013/14, data was disaggregated by gradesACA. Senior Lecturers were captured within the AC4
grade as well as Readers and some Research Fellows. 2014 is therefore an appropriate longitudinal
comparator date.
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Increasing applicatis(Figure8.2a, AppendixX2) suggest improvedonfidence We note
mixed experiencéperceptionsin QES 20237%F, 43%Mgreedthe current progression
policy gives them confidence to appl{P8.2c, Appendix L

QEJAppendixl) identified enablers support from line manager/PDR reviewer and
colleaguesFemalerespondentsvere more likely to agrethe workshopsdelivered by QGl,
Faculties and Schoolgere helpful(Q8.4, Appendix)l

We aimed to increase the number of women achieving prestigious fellowsHipg 2023.

At least15F/19M achievedhisin 20172022 vs. 5F/11M in the previous 5 yeaiidiese
includeAcademy of Social Sciences (5F, 1M), British Academy (1F, 1M), Royal Academy of
Engineering (1F, 1M) and Royal Irish Acade3hy9M) (Figure29).

Three Queen’s Academics Admitted to Royal Irish Academy

29 May, 2023

Three distinguished academics from Queen’s have been officially admitted to the Royal Irish Academy in

recognition of their outstanding academic achievements in the humanities and social sciences.

Figure29. Queen'sAcademicadmitted to the Royal Irish Academy, May 2023.

TheVCawarded d NS a0 A IA2dza wS3IAdza t NPFSaaz2NBKAL) (2
t N2 FSaaz2N @guedS hQbSAT
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World leading cybersecurity expert assigned Regius Professorship

27 January, 2020

World leading cybersecurity expert Professor Maire O'Neill has been assigned a rare and prestigious Regius
Professorship by the Vice-Chancellor of Queen’s University Belfast.

¢ . |

&

Figure30.2 2 NI R f SIF RAy3 O80SNESOdzNAGE SELISNII t NPT
prestigious Regius Professorship from g January 2020

2.2 4. Development andcareerprogression for Professional Services staff

vdzSSy Qa R2Sa PSPiogréssioPicebs. @gebkion i§ achieved through
appointment to a higher grade or, infrequentlypgrade ofexisting roé.. We haveevidence
of progressiorover more than one award cyclgigure9.1, Appendix).

Of the 1,450/PS staffn 2021-22, 503F (8%)hadat least one grade increase since 2087
(24%M). Academierelated, Clerical, Technical, Library Assistants and Operational groups all
had grade increases for both women and men.

Of the 77 female PS Mentees in QGI PS Mentoring Programme286itie5 progressed to
a higher grade.

In QESE2% PS respondents agreed there were opportunities to develop professionally
(63%F, 62%M) and they were encouraged to avail of them (65%F, §IM)Q8h
Appendix }.

v dzS Sh¢adership Excellence ProgramhassupportedPS and acadensfrom 2009

2017(12 eachper year) The Connected Leaders Programtaanchedin 2018. PS staff
sharedthat this hassignificantly enhancedareer development
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GCNRY (KS 2dziaSiz GKS diffiekefS.imang 9f GsSvere @appidgS | 6 |
GAGK Iyl f232dza aAildz A2y a Deadarship Bdceflehicesg | 838 6 S
Programme Participant.

A PS Career Progression Working Gnapestablished in 2018llowing Staff Survey
feedback. Its APimplementedan onlinecareer developmenthub, workshops enhanced
learninganddS @S 2 LIYSy & 2 LILI2 NI dzy A (0 A &hdlikedlyl@drmiz@ A y 3 W]

Gillian Riddell is Shortlisted for Times Higher Outstanding
Technician of the Year 2022

18 November, 2022

Outstanding Technician of the Year

Figure31. Gillian Riddell (Technician Commitment Coordinator) shortlisted for Outstanding
Technician of the Year (2022).

vdzSSy Qa & dzLJLJ2 NdinGeR01@ootaka Aflvante2HE Ryfora leadership
programme The QGSwan team worked witPP&Cto lower the gradesligibility for Aurora
opening it up tafemaleTechniciangFigure31).

Auroraevaluation(2023 indicatesparticipation prompted 55%o apply for an upward
move 55%believed Aurorastrongly impactedhe success of their application

GLG KIF & Sy O02dzNI 3SR XAubraihapedinte loysde my rbld & drivingfl S RS N
ideas forward and bringing others with ipeAurora Participant
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BespokePSevents(Figure 32including anetworking lunch (March 2022) and a Career
Development Showcase (May 2022¢ ongoing and renainin the Gold APActions 2.1-
2.7, D3.1D3.6.

» )
% oG
| A |
Y =

Professional Services: Career
Development Showcase

Professional Services: Female
Networking Event

100% recommend event ¥ Rating 4.9 100% recommend event v’ Rating 4.8

“I enjoyed presentations from staff about their ~ “informal networking, interesting career
personal stories in terms of their career journeys, honest speakers”

development throughout Queen’s.” “I particularly appreciated the female focus

of the event.”

Figure 2. Professional Services Career Development Showcase and Female Networking
Event with excerpts from participant evaluations.

A newResearc&Innovation Professionals Netwobkingstogether all staff working within
this portfolio (Action D3.§. Wellcome Trust fundinas been securetb support
establishment of a NI Resea&imnovation Culture network

2.25. Enhancing culture and life at work

Since 200Qthere has been hugeulture OK | y 3 S I, @mbedda®ySEAQ DI A key
enablerwasQGland GEStrategy approved by Senatd 999

In the 23 years since, dzS Shasshifted frontraditional, academicculture towards a
modern, progressive, inclusive workspace, vathbition to be a leadingDIlemployer
(Strategy 2030)Core values (2016) anithe Staff Charter (2023) haveeen instrumental

Institutional policiesncludingEDI, Menopause, Fertility Leave, Agile Wagkivork
AllocationModel, Carer§PassportTrans Equalityand Breastfeeding Welcome Here

Schemeunderpin positive change

NewEDI training includg ABTand Unconscious Bias, first introduced by the Swan
Champions Networksupports continuingmprovements.
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Womenarevisible atv dzS Stgfdughdigital publications, portraits, podcastndnamed
rooms QG Z1stanniversary created digital content, including a video tour of the portraits

of prominent women in the Great Haligure33).

B QG! Portraits in the Great Hall, Lanyon Suilding | Queeris University Belfast

@B O Youlube

In celebration of our 21" Anniversary, Denise Price (QGI E ive C v ber) and Ben Crothers (Curator, Naughton Gallery) take us on a tour of the
QGI Portraits in the Great Hall, Lanyon Building.

Watch the above video 10 join Dentse and Ben on their tour of these outstanding portraits of inspirational women, and learn about the artists and sitters of our ever groming

Figure33. Queen's Naughton Gallery Curator, Ben Crothers and QGI Executive Committee

member, Denise R® in a video tour of QGI Portraits of women in the Great Hall (2021).

Threeroomsverey'  YSR | FGSNJ 62YSy Ay v dus SolcQidbeihg/

updated to extend thisAction B11.). In Maths&Physicsooms were named foBheila
h Q. NBSEnd Professor Ruth Lynddell (both retired) in March 2023TheLongley

Roomrecognises thdifetime of poetry excellence froRrofessor Emerita Edna Longley and

Michael Longley CBE (2021).
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The LawSchoobpened an Art Installation (2019) highlighting prominent female graduates
(Figure34).

Figure34. Art installation in the School of Law, led by Swan Champions, highlighting former
prominent female graduates (2019).
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A new portrait of the first female Professor of Psychology on the island of Irefamar¢ 5)

was unveiled2022 bringing the number of portraits of women in the Great Hall to\sl,

2YS AY wnnn 2F vdzZSSy +A Ol 2 NSeWw podrkitoninisiafisR SR (i K
are underway Action B11.Z, B11.3

Figure35. Professor Emer, CarolMcGuiness unveils her portrait in the Great Hall, June
2022. The joyous occasion was celebrated by colleagues, family andfriend
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The 2019 action to increase visibility, voice and profilBAMEstaff/studentsis significantly
F OOSt SN SR o0& vdiSdhg®a w9/ LINPINIF YYS

Demographic datashows growindll OSk SGKY A OA (i& RAh@ddEckcled G v d
with BAMEacademisincreasing from 8% in 20118 to 11% in 20222 (Figure 2.1Db,
Appendix 3, andBAMEresearcherd 8%22% (Figure 26b, Appendix 23

Visibility-enhancing activities includedgital publications o-created by iRIS&Bnd QGil for
LYGSNYIGA2Y Lt 2 gandigighghlightwemen whese voicés have been
underrepresented(Section 3.).

SRACE EQUALITY
‘%ﬁ CHARTER

sOWLEDGING

EQUALITY

6-12 February 2023

Figure36® / St SO NI GAYy 3 wl OS 9ljdzrftAde 2SS G vdzSS

131 ocal population identifying &8AMEwas 1.8% in 20118; 34% in 202122. Data NI Cens2§21
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v dzS Scylt@ré continues to evolvd be aninclusive welcoming communityor

staff/ studentswho aretrans, gender norconforming orexploling gender identitfFigure
37). Advice, support and understandingprovided TheTrans Equality policupdated
2022)and practiceseek toease transitional periosl

Key diversity eventglatesfor transvisibility and inclusiomre celebratedincluding
International Transgender Day of Visibility and IDAHO: International Day against

Homophobia, Transphobia and Biphobia.

Trans LGBTQ#upport and inclusion is describedSection 4.13.

Zn QUEEN'S
[ ! STUDENTS'
UNION

Home What's On ‘Your Union v SU Voice ¥ SU Clubs & Societies ¥ SU Advice v SU Volunteer v SU Enterprise Cost of Living v

QUEEN'S STUDENTS' UNION / PRIDE SOCIETY

Pride Society

Queen’s University Belfast

Welcome to the Queen’s University Belfast's Pride Society. We are here for every

L]
rl d e | LGBTQIA+ person at Queen's and in Belfast to provide social events, support,
| education and inclusion
[ ] |
S O Cl et 3 ’ pridesociety@qub.ac.uk
/ vy f

Figure370 v dzSSy Qa {GdzRSyiaQ 'yizy tNARS {20ASie

Translatingenablersof successo the GoldAP

Reflecting on thdive longitudinal improvementshighly mpactfulenablers emerged
These aradoptedin the GoldProgramme.

Swanand REChampiondNetworks

QG]J Faculty and Schoglcademic Pogression workshops

QGI Mentoring Pbgrammes

AuroraProgramme

9y 3l 3ASYSy (G |.ONR&aa vdzsSSyQa
Progressiveinclusive culture

ISAT oversight and subgroups

Senior Leadership btip, continued financial support from dzS Sy Q &
Fellowshipsupportng career development

=4 =4 =8 -4 -8 -9 -5 _2 -9
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RAG rated Institutional Athena Swa2019 Action Plan (as at October 2023)
Athena Swan Action Plan 20192023

vdzsSSyQa

' YAODSNRAGE

.St FlLad

further work will
ensureeffective
communication of
SWAN related work tc
Fff vdzsSSyQ

SWAN Champions annual away
day

SWAN clinics with HR Business
Partners and Recruiters for
exchange of SWAN relevant
information

SWANrelated items on wide
screens in all areas and in
University Team Brief

SWAN Champions to
report on progress of
work in Schools and

submit report to ISAT

Feedback to specific
guestions in 2022 Staff
Survey and School SWA
Culture Surveys and
report to ISAT

OY6oSRRAY3 ! GKSYlF {4lFy I'yYyR 3ISYRSNJ Sljdztr t Ade Ay vdzs$SSyQa
IAdvancing recruitment and career progression of female staff
Engendering Leadership
Enhancing culture and life at work
Improving the infrastructure for Swan data
OY6oSRRAY3 ! GKSYyl {2!b FTyYyR DSYRSNJ 9ljdzrft A& Ay vdzsSSyQa
vdzSSyQa KIa dzyRSNH2yS &aA3ayAFAOIyd &aiNHzOGdzNI £ OKI yn8vbDirdctbratésk With the developmerd & At
f21bQa NBYAG G2 AyOfdzZRS tNRFSaaAzylt FyR {dzJ}R2 NI { 4 T ¥sihe hSitutisd. S | INBSR
No. [Objective Action to Planned Actions Measures of Success  [Timeframe RAG Status
date/Rationale for
Objective
1.1 | Increase staff | Athena SWAN Twice yearly enewsletter Circulation of the November and Ongoing engagement with staff o
engagement principles have been | communicating best practice an{ newsletter providing up | March annually]  Athena Swan including:
with Athena mainstreamed within | highlighting people, successes ¢ to-date information starting Nov
SWAN. policies however, challenges across the University 2019 Towrhall on Swan for all staff

April 2020 and
annually

November and
March annually
starting Nov
2019

November 202(

hosted by the VC and Swan tean
(Oct 2023).

Swan information stand at Staff
induction (quarterly) and
LYGSNYyFGA2yLlf 2

Swan information at relevant
events e.g. Celebration event for
School Swan awards (Dec 2022)
Imposter Syndrome workshops
(Sep 2022, Nov 2022, Feb 2023)
ABT Jaunch of Breastfeeding

Welcome Here scheme (Sept 207
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Support Schools
to achieve

higher Athena
SWANawards

Currently all Schools
except Management
hold an Athena SWAN
award. Our ambition |
that all Schools will
work towards a silver
award, or higher.

ISAT will provide an Athena SW
advisory service to Schools

SWAN Project Manager to atten
each School SAT meeting once
year

vdz$SSyQa aly
School will apply for
Bronze

By 2023, four Schools w
apply for a higher Atheng
SWAN award

November 201

From May 201
until April 2023

Increase
Professional &
Support Staff
participation in
Athena SWAN.

Inclusion of P&S staff
within the SWAN
agenda is a welcome
and recent
development. It is
important to increase
awareness of Athena
SWAN within the P&S

Celebrate P&S female staff in
vdz$SSyQa gA0GK |
every March to coincide with

LYGSNYIFGAZ2YFE 3
Appoint Champion for P&S staff
on QGI Executive Committee wk
is also on the Staff Forum

Feedback from annual
P&S events will be
collated, analysed and
will inform planning of
future events

P&S Champion on QG

Executive Committee

March 2020 an
annually until
2023

October 2019
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cohort and promote
engagement with
initiatives.

Encourage
students to
engage with
Athena SWAN.

We want to increase
engagement with
students in areas
relating to Athena
SWAN.

We will promote
awareness at
University and School
level.

Include Athena SWAN on Stude
Union website

Host a SWAN stand at key studg
SoSyia adzOK I a

Cocreate an event for
LY&SNJ/I- [ii\zy'l-f 2
students

Set SWAN as a standing item o
School StudenStaff Consultative
Committees

Feedback from ISAT
student representatives

Measure student visits tq

SWAN stands

Measure participation by

students

Review Committee
Minutes and report to
ISAT

October 2019

September
2019 and
annually until
2023

March 2020 an
annually until
2023

June 2020 and
annually until
2023
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1.5 | Development of| To communicate New Athena SWAN and QGlI New website launched | October 2019 (Green- actionscomplete.
Athena SWAN | effectively Athena website
webpages. {21 b |34 vd Record visits to website | October 2021 (Growth in engagement o8wan via
externally, we will and report to ISAT October 2022 social media platforms. Twitter: 477
develop a newvebsite October 2023 followers; LinkedIn: 227 followers (14
with feedback Up-to-date website in May 2023, launched August 2022
capabilities. Until April 2023
Website analytics indicate that visitor
numbers were highest in December
2022 (700+ users) coinciding with the
Swan Schools celebration event.
1.6 | Ensure We have developed | Highlight these modules at local| Improvement in From June 201}Amberc partial progress.
completion of | two eLearning modulg and University induction completion data to at and ongoing
mandatory CW! yO2yaoa least 95%allowing for review Current completion rates: UB 89%,
training modules I Y R W¢ K A y 1| Quarterly review and reminders | new staff) TDAD 79%.
onunconscious| ! O 5 A T WiBcN sent to staff, copied to Heads of| v dz§Sy Q& & ( I | Ongoing as ney

bias and equalit
are completed
by all members
of staff.

are mandatory for all
staff.

We want to build on
our current completior
rates of 80% for

Y yOo2yaoaz
cm: FT2NJ W¢
5AFTFSNBYyOS

We have added
guestions to the 2019
Staff Survey to
ascertain staff
knowledge of these

areas.

School and Directors

trained to ensure they ar
aware of equality
legislation and
understand the effects o
unconscious bias

staff join
vdz$SSyQa

Higher completion rates by permane
staff vs. fixed term staff: UB 93% v 7]
TDAD, 81% v 72%.

Revised target of 90% completion
(permanent staff) within a neviormat
staff induction is in the Gold ARction
A4.1¢ Action A4.3.
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1.7 | Complete vdzSSy Q& A & Designtemplates and self Achievement of DICED | JanuaryAprii t NB2SOlG O2 YLX S S¢
W5 S & A 3y | examining inclusivity | assessment tools for staff Project objectives and | 2019 OdzNNR Odzt dzY Q G 22 ¢€ j
Inclusive and diversity in the launch of framework accompanied by workshops on the
Curriculum to | curriculum and is usin| Developon-line resources on topics of Decolonising the faculty
improve Equality the Canvas platform t( inclusive content and videos May-July 2019 [curriculum; Antiracism through a
I YR 5 A @ enhance delivery of | outlining best practice across Universal Design for Learning (UDL)
(DICED) Project education. vdzSSy Qa lens; and Intercultural competency

across displines.
We will develop a Host workshops on inclusive
framework of curriculum design August 2019 |Project team were SEDA Research &
equitable learning February 2020 [Evaluation Small Grant Winners 202
opportunities, through| 5 S @St 2 LJ v dzSSy Q: (Staff and Educational Development
systems and core policy and disseminate across Association).
instructional practices| campus
that are delivered by ¢ Featured as a session in the Advanc
community that values EDIConference 2022 on Inclusive
diversity. Institutions.

1.8 | Continue to vdzSSy Q& KI| Professorial Salary Review to | Reduce Professorial 2020, 2021, [The 2020 Equal Pay Audit: the
reduce the Professorial occur annually (not triennially) | Gender Pay Gap 2022 Professorial Pay Gap is narrowing
Professorial Gender Pay Gap from (11.4% in 2014, 10.5% in 2017, 7.69
Gender Pay Gaj 14.5% to 8.36%. Holistic review of academic 2020).

profiles Revised academic profilf November 2014
We want to reduce thi in place Since 2019, Academic Progression
gap and to maintain | New video communicating includes the Professoriate, replacing
progress. outcomes of the Working Group| Launch video June 2019 the former triennial Professorial Salal

The most recent Equg
PayAudit (EPA) was
carried out in 2017.

Report on current Professorial
Gender Pay Gapiannually on
website with longitudinal tracker

Conduct institutional equal pay

FdzRAG AY HAHA ]

Launch website tracker

November and
June, 2020
2023

November 2021

Review. More frequent salary increa
now occur, improving the Professoris
Pay Gap.

The 2023 Equal Pay Audit will report
January 2024. New actios5.1 and

E5.2)will evaluate the findings and
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Equality Scheme Action Plan
(20182023)

Analyse pay audit for an
gender inequalities,
report to UOB, UEB, ISA
and take appropriate
actions

Investigate The most recent EPA| Conduct granular analysis of Submit report to UOB an April 2020
reasons for identified gender pay | gender pay gap in Gradesd2zand | ISAT
Gender Pay Gaj gaps at Grades-2. identify underlying reasons
in We want to Analyse pay audit for an] November 202
Grades 24 understand the Address issues identified gender inequalities,
reasons for this. report to UOB, UEB, ISA November 202
Conduct Institutional equal pay | and take appropriate
I dzZRAG AY HAwWA | actions
Equality Scheme Action Plan
(20182023)
Advance staff | ISAT currently is Refresh ISAT every 18 months | ISAT membership will | November 202

representation
on ISAT

representative of staff
and students at
vdzsSSyQao
advance this by
increasing the
numbers of senior

academic men and

through rotation of positions and
Expressions of Interest

Appoint male Dean or Head of
School

include a male Dean or
male Head of School an
a representative from
iRISE
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those from a BAME
background.

Coopt a staff representative fron
the BAME group, iRISE
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Advancing Recruitment and Career Progression of Female Staff
Our data shows that women are represented in similar proportions as men up to AC3 but are significantieprekanted at AC4 (36%) and in the Professoriate (23
Our ambition is to achieve 45% representation at AC4 and to increase representatid¥btim 2he Professoriate by 2023 (see also 4.1 and 4.2).

No. | Objective Action to Planned Actions Measures of Success | Timeframe RAG Status
date/Rationale for
Objective
2.1 | New Institutional The 2016 Staff Survey Steering group and working Recommendations to | April- June 2019 Personal Development Review (PD
policies on raised concerns arour| groups established and Senate replaced appraisal. A new Academ
appraisal, career transition operational Progression process was
progressionand| LJ2 A y i & ® v September 2019 implemented.
promotion. responded by setting | Consultation paper to aéitaff Stalff input to proposals
up an Academic Care November 2019| Feedback on PDR and new proces
Pathways Review Implementation of new policies | New policies in place for academic progression sought in
Steering Group and | through Faculties and Directorat OngoingSchool | QES 2023.
working subgroups to Culture Surveys
propose new policies | Business partners will support | Reviewed through April 2022
on appraisal, implementation through bespokg School SWAN Culture
progression and training packages relevant to thg Surveys and the triennii
promotion. unit e.g. planning for leadership | v dzZSSy Qa { Gt
roles, career development,
Faculty HR Business | objective setting and enhancing
Partners have been | career aspirations
developed towards
strategic rather than
operational roles.
2.2 | Recruit more The Professorial Professional recruitment agenciq 6 of Range 3/4 (or From June 2019 Target exceeded. Over the last 5

seniorfemale
Professors

Gender Pay Gap
Working Group
recommended that
each Faculty PVC
should recruit at least

female Professors in

and internal search committees 1
identify potential candidates for
Chair positions to with a focus o
female candidates

remuneration
equivalent) female
Professors

to April 2023

years, 19 female Professors were
recruited.

Of these, 8 were in Range 3/4 or
remuneration equivalent:
3F PVC recruited;
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Range 3/4 (or
remuneration
equivalent).

3F recruited at Range 3/4;

2F Named Appointments at Range
3/4.

11F were pomoted to new Range of
3/4 (9M).

2.3 | Ensure languagq Overall, women Investigate software for creating| All job advertisements | January 2020 | Amberc progresing.
used in account for 37% of gender neutral job advertisemen go out with language
recruitment applicants for and material that serveg Significant progress was made in
advertisements | academic/research Include information on Athena | to encourage female reaching (and exceeding) targets
with respect to | positions. SWAN and famifriendly policies| applicants around female representation at
job title, criteria in recruitment materials particular academic grades; howevg
and description | v dzZSSy Q& Y Review applications dat applications from women did not
is gender neutra checks language in | Develop new recruitment annually and report to exceed 40% (37%, Section 4.2). N¢
and encourages| advertisements and | materials including videos of ISAT ActionsC5.1¢ C5.8are planned in
female includes welcome female academics, testimonials the Gold Action Plan.
applications. statements where from recently appointed staff an¢ Applications from

women (or men) are | information on family life in women will exceed 40% By April 2023
underrepresented. Belfast/Northern Ireland

Academic research

indicates thatlanguage

used can encourage 0

discourage female

applicantst*

2.4 | Researchthe |v dzSSy Q& Od] Develop aresearch project Obtain data on efficacy| April 2020 Since 2018, there have been 25
efficacy of using| professional F20dzaAy 3 2y v dz{ of search committees Executive Search recruitment
search recruitment agencies | Universities on the island of exercises resulting in the
committees for | and internal search Ireland to investigate this issue | Compile paper for appointment of 9F and 15M.
recruiting committees for specifif UniversityExecutive January 2021 | Search Committees were used
women. posts. A list of Board previously although no historic datg

1 Equate Scotland, Recruitment Language Guide
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gualified female

Obtain funding

Write research paper fo

exists to show impact/ effectiveness

candidates is peer-reviewed January 2023 | HRBPs suggest mixed perception ¢
requested. However, | Execute research and analysis | publication value.

is unclear if these New actions in Gold Action Plan
recruitment methods (C5.15.5).

are effective in

encouraging women t

apply.

2.5 | Gender balance| / dzZNNB y (i f & | Policy to be agreed for minimum| All recruitment panels | June 2020 Ambercprogresing.
or at least 33% | ensures female 33% of one gender on recruitme| will be comprised of at
of one gender ol representation on panels where possible least 33% of one gende Since recruitment restarted after
recruitment and | panels, however, this Covid (Jan 2021), 83% of panels
selection panels| may not be a gender | Invite senior external female pan complied. Some larger panels did n

balanced panel which| member where relevant e.g. reach 33% and 5% of panels (smal
are known to make representation fromprofessional panels) were singlsex. The latter
better decisions. bodies scenario occurred on the day of the
interview and procedurally, a panel
This can be challengir] member substitution could not be
in some Schools due t made. New action in Gold Action P
staff gender C5.6.
representation.

2.6 | Increase P&S staff can progres| Increased promotion of Learning Review uptake of new | June 2021 QES 2023: 62% PS respondents
awareness of | their careers through | & Development opportunities training provision agreed there were opportunities to
structures and | moving to a higher develop professionally (63% F, 629
opportunities for| graded post or in 15%) Improving awareness of toolkits | Create report from M) and they were encouraged to
career of cases, having their | for selfdirected learning survey and focus group| September 2019 avail of them (65% F, 61% M).
progression (P&| current job regraded. on the usefulness of the
staff). Promoting HR Hub LinkedIn Learning trial vdzSSyQa [ SIF RSNEK

vdzSSyQa K& Programme: supported Academic
accessto Linkedin |5 St A @SNJ W[ S| NJ 1 Make decision on and Professional Services staff sing
Learning in a pilot workshops to help people mana¢ whether to continue 2009 (24 per year).

study. their career aspirations with LinkedIn Learning | January 2020
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People & Culture have
launched a new
website and HR hub
where information on
career progression an
training is now more
easily accessible.

Review usefulness of LinkedIn
Learning platform

Understand why|
fewer women
than men apply
for promotion.

Our data shows that
women are less likely
to apply for promotion
than men (37%, 2014
2018) although their
success rates are
higher. We wish to
understand whether
more women can be

encouraged to apply.

Design and conduct survey on
decisionmaking around
promotions applications with
academic women and men

Work collaboratively with partnet
in the EPSRC funded study
WLy Of dzaAz2y YI G{

Paper to QGI and ISAT

Disseminate paper to
academic staff with
recommendations
around career planning

June 2021

January 2022
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Understand why|
people leave
vdz$SSy Qa ¢

Staff turnover is a
reality for all
organisations. Itis
important for usto
understand why
people, particularly
academic women,
leave as this
constitutes a leaky
pipeline.

Develop our exit survey template
to include questions relating to
WgKeQ LIS2LI S KI
decision to leave

Offer opportunity for exit
interviews with HR Business
Partners

New exit survey
Interim review

Paper for University
Executive Board and
ISAT to inform follow ug
actions

September 201
March 2020

April 2021
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Engendering Leadership

v dzS Saye@@mmitted to developing leaders across all areas of business and recognises the need to increase the proportiorachdeniar women.

No. | Objective Action to Planned Actions Measures of Succes| Timeframe RAG Status
date/Rationale for
Objective
3.1 | Increase the We have invested in | Encourage and support AC3 Deliver annual November 2019 | Target of 45%F SL by 2023 was
numbers of recruitment of AC3 women to plan for promotion e.g promotions and annually reached one year early following
female AC4 staff over the previoug to AC4 workshops sustained increases over the previol
academics. Action Plan. Our nine years: 34% in 2014 t&% in
ambition is to increasg Holdpromotions workshops in | Sustained female AQ By April 2023 2022.
female AC4 academic| QGI and in Schools applications for
to 45% This will promotion Aurora programme: targeted at
address our current Lecturer/Senior Lecturer level,
pipeline issues. Focus recruitment strategy Increase the numbe( November 2020 | underpinning planning for
towards AC4 women and utilise | of female application progression8 academics per yeaf
personal and professional for AC4 posts by 109 the 39 participants since 2018, 19
networks have progressed.
Annual QGI
Mentoring Scheme | June 2020 and Annual bespoke QGI mentoring
Continue with QGI Mentoring feedback annually scheme: of the 93F Academic
Scheme (Academic) Mentees sinc017, 53% have
Six female academiga progressed; 32, 9 and 3 Mentees
in Aurora programmg¢ By April 2023 achieved at least 1, 2, or 3 grade
Support 2 female academics penl annually (24 by 2023 increases respectively.
faculty to participate in Aurora
programme
3.2 | Increase the Currently, 23% of Encourage and support AC4 Deliver annual November 2019 | Target of 27% by 2023 was reached
numbers of vdzSSy Qa t N women to plan for promotion promotions (annually) three years early and is now exceed
female women. This figure hg workshops with 34%F Professors following the
Professors. been maintained sincd Hold promotions workshops in 2023Academic Progression
2011. Our ambition is| QGI and in Schools By April 2023 outcomes. bngitudinal increase from

11% in 2000.
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to increase this to 279
by 2023.

Focus recruitment strategy
towards professorial women and
utilise personal and professional

Sustained female
applications for
promotion to Chair

Over the last 5 years, increase large
due to progression: 51F promoted tc
Professor (47%); 19 recruited (33%

networks By April 2023 Recruitment: F applications for Prof
Increased female roles have increased, although not y
applications from at 30% Over last 5 year24% F
21% to 30% for applications results in 33% F
Review survey data on why Professorial vacancig appointments. Shortlisting rate is
I OF RSYAO 62YSy 41%F and 29%M indicating quality
Report to ISAT, UEB November 2022 | applicants.
Progression: application rates 20%F
and 18%M. Progression success rat
higher for women (87% vs 78%).
New QGI Professorial Progression
workshops for women were piloted i
2022 and are now mainstreamed.
3.3 | Support P&S sta| QGl is currently Formalise and roll out the QGI | Feedback from QGlI | June 2019, QGI PS Mentoring Programme
career running a pilot Mentoring scheme (P&S) mentoring scheme tq November 2019 | formalised: of the 77 female PS
progression. mentoring scheme for inform roll out of nex| and annually Mentees since 2019, 5 have
P&S women. Deliver short skills courses and | Scheme progressed to a higher grade.
selfdirected learning resources | Measure uptake of | November 2020
People & Culture are | including toolkits/bespractice new resources and | November 2022 | Advance HRurora leadership
building mentoring guides for mentoring review feedback. programme: 33 PS women since 20
capability across the Evidence of progression: of the 1,45
University. Two P&S women in PS staff in 20222, 503F (34%) have
Increase funding for 2 P&S wom| Aurora programme had at least one grade increase sing
To date, 2 P&S staff | annually, to participate in the annually; 8 by 2023 | By April 2023 201718 (24% M).

members have
participated in the
Aurora leadership
programme.

Aurora programme

Over the same time course, of the
cohort of 99F technicians, 23 (23%)
have had at least one grade increas
since 201718 (45/159 M, 28%).
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This item remains a key priority in th
Gold AP Actions D2 and D3

3.4

Achieve gender

balanced Faculty
Executive Board
(FEB).

Currently the
representation of
women on our 3 FEBS
Ad t200 %
recognises the
importance of gender
balance in these
influential decision
making groups. Our
ambition is to achieve
genderbalanced
membership.

Faculty Deans were appointed
from 2016 when Faculties were
established. Roles will naturally
rotate along with Head of Schoo
roles

PVCs will have key performance
indicators to encourage women |
apply for these roles

Female succession planning to
help emerging talent acquire
experience and potential to mov
into senior leadership roles

Progress towards
gender balance
(minimum 40%
women) in FEBs
through
representation of
women in Dean and
Head of School roleg

By April 2023

Amberc progresing.

Thisis improvingsince 2017/18:
AHSS: 36%(B/11) with F Chair (33%
previously)

EPS: 36% (5/14) (29% previously)
MHLS: 40% (6 /15) (29% previously
FEBs are impacted by Deans (29%kF
and HoS (33%F). Representation
changes as roles rotate; however,
more men than women apphActions
C7.1¢ C7.8will progress
recommendations from the SFAL su

group.

3.5 | Increase the We wish to achieve | Committee chairs will rotate By 2023, the female | April 2023 Senate: 62%F
number of genderbalanced membership and encourage representation on UMB: 42%F
female members membership in our women to apply these committees wi Senior Leaders Forum: 48%F
of Influential Influential committees be a minimum of 409 Professionabervices Management
committees. Several of these do nq Group: 58%
reach minimum 40%
femalerepresentation.
3.6 | Increase number Prestigious fellowshipy Identify key women and mentor | Faculty PVCs to wor| April 2023 Target exceeded.
of women are a public recognitio] them towards with Heads of Schog
holding of academic excellend fellowships/memberships of e.g.| to identify women for At least 14 women achieved this,
prestigious We wish to increase | Royal Irish Academy mentorship and including election to the Academy of

fellowships or
Royal Academy

memberships.

the public and sectora
visibility of excellent

application support; 4
by 2023

Social Sciences (5F, 1M), British
Academy (1F, 1M), Royal Academy
Engineering (1F, 1M) and the Royal
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female academics in
vdzSSy Qi o

Irish Academy (8F, 9M) (Figure 27).
15F/19M achieved prestigious
fellowships in 2012022 vs. 5F/11M
in the previous 5 years.

3.7 | Counter a sense| A key obstacle to Plan and deliver an Imposter Measure update and June 2021 Three Imposter Syndrome online
of Imposter $2YSyYyQa f S| Syndrome workshop open to all | review feedback fron workshops held (Sep and Nov 2022
Syndrome. a sense of Imposter | female staff Imposter Syndrome Feb 2023).
Syndrome. SMDBS workshop
previously covered thi 95 colleagues (86%F) have
G2LIAO Ay participated. Participants rated the
Early Career Academi workshops 4.7/5 (94%) with 96%
Network and the feeling they have a better
Graduate School also understanding of how Imposter
ran a session. Syndrome impacts behaviour (95%)
3.8 | Provide media | Women are less likely| Provide training to SWAN Measure May 2019 Communications Clinic held (2019).
training for to engage with media | Champions through the effectiveness througl Media training for F staff held (Marc
women. than men (external | W/ 2 YYdzy A Ol A 2 y | feedback and 2020).
research). We wish to numbers of women WeKS /2y@SNAEI GA?2
increase confidence o] Run media training workshops fq engaging with the November 2022 | sessions with F colleagues.

women in this activity
which is in line with oy
Public Engagement

Researcher Strategy

and Social Charter.

female academic, research and
senior P&S staff

media

vdzSSyQa /2YYdzyAO
provide internal training for media of
an ongoing basis.
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4. Enhancing culture and life at work

vdz§8y0a Aa O2YYAGGSR G2 tAad8yAy3 d2 adFFF I yR Sy KighadiyyesponsiliBes. O dzt (i d2NB &
No. | Objective Action to date/Rationale for Planned Actions Measures of Timeframe RAG Status

Objective Success
4.1 | Develop an vdzSSy Qa KI & Sy Establish a pilot focus group | Analyse the January 2020 | Feedback from staff told us that

integrated support
framework for
pregnant staff,
those on maternity
leave and those
coming back from
maternity leave.

maternity provision and a rang
of policies in place for new ang
expectant Mothers.

We would like to augment this
provision with a new support
framework that ensures suppo
and a consistent experience of
new and expectant Mothers
from Managers.

This will be based on

explore how we can best
support the postmaternity
return to work phase, and
other related issues such as
childcare, poshatal
depression and support for
new fathers

Set up a buddy system for
those about to go on maternif
leave

feedback from focu
groups and put new
measures irplace

Review after one
year

Feedback from
buddy system

Manager Essentialg

January 2021

January 2021

new policies were not required, by
rather a reorganisation of existing
information into a ‘framewaork’
structure that would be easier to
access and 'join the dots'.

Female researchers requested mc
tailored maternity info that
addressed nuances of researcher
contracts.

New website content was

consultation with staff. Add Maternity support and | course includes April 2021 developed that was easily
L2t AOAS& Ayl 2| maternity leave accessible, addressed nuances of
9aasSyiaAalrtaq i researcher contracts, including ne
ensure consistency of guidance, FAQs and case studies
experience
4.2 | identifya vdzSSy Qa OdzNNBE ) ldentify-aMaternity/Family | Maternity/Family | April 2021 Newonline resources developed (
Matemity/Eamily | enhanced Champion Champion in post described at 4.1).
Champion. maternity/adoption/paternity | Advise staff of this additional

leave and a portfolio of family
friendly policies. Via the SWA
Champions, staff have instigat
a plan for a Maternity/Family
Champion to support staff

around accessing Familyendly

support

*Action revised*
Improved online resources a
signposting to maternity and

family leave information.

Report engagemen
with Champion
annually to ISAT

April 2022,
2023
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policies and informing
development of new initiatives

(ISAT considered it would be
more appropriate to have
improved online resources to
signpost staff, with a well
informed HRBP as the
escalation point, rather than
first point of contact: a gdo
resource rather than a
Champion)

Normalise taking

family leave for al
eligible members
of staff.

vdz§Syoa KI&a SH
leave policies which are
disproportionately taken by
women. We believe in
supporting men and women in
their caring responsibilities.

Share case studies of men at
women who have taken famil
leave and the benéefits to ther
and their family

Run a Focus Groug
with staff who have
availed of family
leave to assess
impact

November
2022

Creation of a
/ F NBNDa
for staff.

Staff are encouraged to liaise
with line managers in relation {
issues of caring responsibilities
The availability of a formal
/[ F NBENDa LI aalLk
engagement with the Diversity
and Inclusion Unit will facilitate

I W/ ANEB BRI NI Q
developed and all staff be
advised on eligibility and
relevant procedures for use

Run Focus Groupsg
with staff who have
dzZaASR | /|
passport to assess
impact

April 2021,
November
2022
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conversations with line
managers.

Organise informal meetip to
allow women to talk about thi
issue and beupported

Signpost women to
appropriate support and
information internally and
externally

Incorporate into HR suite of
Management Training to
advise on suggestions for
reasonable adjustments to
improve the working
environment for pre and
menopausal women

*Action revised*

Development and
implementation of new
menopause policy, associate
web resources, staff
communications, engagemer
and delivery of menopause
awareness sessions.

(ISAT considered it would be
more effective to embed a
Menopause policy in the

Collect feedback
and track the
number of women
engaging with the
Menopause
Champion
Review after 2 yeal

Updated HR trainin
materials

April 2020

April 2022

April 2022
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University rather than appoin
a Champion).

4.6 | Develop and vdzSSy Qa A& OdzN To deliver 3 training sessions Training will be Until Novembe( Bullying and harassment training
deliver Bullying | training sessions on Bullying a| per year in Schools and delivered in School| 2019 held 3 times annually.
and Harassment | Harassment awareness for stg Directorates and Directorates
Training for staff. | We are committed to ensuring Network of anttharassment
that staff are equipped to Train HR business partners t{ Assess effectivene advisors provide confidential
effectively respond to deliver training in Schools an( of training sessions| Biannual information/support.
allegations and deal with Directorates. and update in sessions from
complaints effectively. response to January 2020
feedback surveys
from participants
4.7 | Increase the We wish to enhance the Reviewcurrent invitations for | Gender balance November Public lectures: 57%F speakers si
proportion of visibility of female role models| Public Lecturesin2019and | ONR & & v d 2019 2018.
women giving G vdzSSy Qa T2 N workwith relevant groups to | Public Lectures
Public Lectures atf and the public. ensure gender balance Three gender/EBRdelated Public
vdz$SSyQao annually Lectures delivered annually: Clare
McMahon Lecture, Mary McAlees
Nominate women and BAME| Report tolSAT Diversity Lecture Series and the
people for the Annual Equalit Review Dame Ingrid Allen Lecture (Annua
and Diversity Lecture annually Gender Equality Lecture). 12
lectures have been delivered from
these series with 100%F speakers
of which 9 were White (75%), 2
B.A.M.E (17%) and 1 Unknown (8
4.8 | Create a digital | QGI has been working to A researcher will work on Creation of a digital| June 2020 Greeng actions complete.

publication of

vDLQa g2
gender equality fo
vDLOa Hun

anniversary.

I RO YOS 62YSy(
vdzSSyQa aayos
significant body of work has
been completed including

sharing good practice and

I NOKA Q@AY 3
last 20 years

v DL

A book on the women in QGI

portraits in the Great Hall will

publication

The QGI Zlanniversary created
digital content, including a video
tour of the portraits of prominent
women in the Great Hall.
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beacon activity. This will be
published and celebrated.

be compiled, in collaboration
with the University curator

Publish an éook | Women have contributed A team of summer research | Publication of an-e | November
of past and significantly to the life and students will work in QGI to | book byQGiI 2022
presentwomenat 8 dzOO0Saad 2 T -bealkz§ access material from archive
v dzS Sy Q& o| showing this will celebrate the | and to engage with current Publish April
work of women and promote | female staff for inclusion 2023
excellent role models.
Increase visibility | Our data shows 12% of Engage with the new iRISE | Report on September
and profile of academic and research staff a| network (BAME) when intersectionality in | 2019
BAME staff and | BAME. We are keen to explorg planning public lectures and | public engagement| (annually)
students. any intersectional issues from | events to ISAT
gender and ethnicity.
Profile prominent BAME Creation of a digita
women in the QGI digital publication June 2020

archive
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4.11| Ensure balance ol Schools and research groups | Schools to submit speakers | Annual review of | September Amberc progresing.
speaker lists for | hold regular seminar series an| lists to ISAT annually, speaker lists in 2019
seminar series an| conferences. It is important th{ disaggregated by gender and Schools to be (annually) Schools/Faculties reported it was
conferences with | gender balance and ethnicity i§ ethnicity submitted to ISAT challenging to collate this
respect to gender| considered when inviting information as it was not routinely
and ethnicity. speakers. requested/ recorded.
A new Diversity Monitoring Form i
currently being piloted in Schools
through the Swan Champions
Network to collect gender and
ethnicity data in an anonymous
online FormAction E4.1in new
Gold Action Plan.
4.12| Develop a vdzSSyQa KI a AY Consultwith AHRC and/or | Creation of a June 2021 Guidance document (2021) for stg
guidance awareness training. The other research bodies to learl guidance documen YR aididzRRSyita 2y

document on how
research involving
participants shoul
be sensitive to
Trans people.

importance of considering Traf
people in research is relevant |
many disciplinary research
areas.

from current practice

Build on work already
undertaken by the University
Research Ethics Committee,
compile acomprehensive list
of research guidelines

Ethics committees
to review success ¢
policy after one yeg
of implementation

June 2022

DSYRSNJ LRSyGAGe
from trans and nor® A y' I NEB
SELISNARSYyOSa 27

4.13

Increase
awareness of
Transgender
equality in the
workplace.

vdzSSy Qa KIFa AY
Transgender Equality policy ar
has worked with an external
organisation, Sail NI, to deliver
Transgender Awareness
training.

Continue to work with SAIL N
to deliver Transgender
Awareness training for staff

Assess effectivenes
of training sessions
and update in
response to
feedback surveys
from participants

November
2019
(annually)

Two Trans awareness sessions h
per year (135 attendees in last 5
years). 100% would recommend t
a colleague.

A new webresource (2021) with
guidance/FAQ supports the Trans|
Inclusion Policy.

Updated Trans Equality Policy (st:
and students) in 2022,

70



5. Improving the Infrastructure for SWAN data

The importance of infrastructure to support engagement with SWAN related data was a key learning point from the preparatentSWAN applications, including
this one. We will develop our data management systems to enhance capture of data for SWaiNearequality, diversity and inclusion processes.

No. | Objective Action to Planned Actions Measures of Succes| Timeframe RAG Status
date/Rationale for
Objective
5.1 | Identify a data | The Faculty of MHLS | Appoint a data analyst in AHSS | School SWAN January 2021 Three Faculty data analysts (one in
analyst with appointed a data Champions will repo each Faculty) in post with
responsibility for| analyst in 2016, whos| ldentify resource for data analys| on the provision to responsibility for Athena Swan data.
SWAN data in | role included support | in EPS FEBs, SCN and ISA] January 2022
each Faculty. of School SWAN
applications. We will
now extend this
provision to our other
Faculties.
5.2 | Create an vdzSSy Qa A & Collect information in a live exce| Completion of pilot | September 2019
institutional wide| to engaging externally document in a pilot exercise Analysis of existing PURE database
database that | with school pupils, Data collection indicates availability of data on
records staff community groups, | Establish a database to capture | system established | June 2020 outreach and engagement activities

activities in
relation to
outreach,
engagement and
sharing of best
practice.

patients, the business
sector and policy
makers. We currently
do not know whether
this work is carried ou
on an equitable basis
by women andnen.

this data with capability of
disaggregation by gender, grade

and ethnicity

Gender
disaggregated report
to ISAT and UEB

January 2023

disaggregated by gender and ethnici

Gender and ethnicity disaggregated
report to ISAT Sept 2022 (engageme
outreach, media activities: 47%F,

53%M; 12% B.A.M.E, 88% White).
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Collect
information on
staff media
engagement by
gender.

MRCI directorate
actively encourages
staff to engage with
media requests.
Mediaengagement
activity is recorded bu
currently is not in a
format that can be
disaggregated by
gender, and grade an
ethnicity. Itis
important to show tha
the public face of
vdzSSyQa Aa
and male, and to take
action if the data
indicates othenvse.

Set up a new data collection
system for media engagement.
Annual equality reports produce(

New data collection
system in place
Annual reports
generated and
presented to ISAT fo
review and action

January 2021

January 2022,
2023

Intersectionality
of gender and
ethnicity data.

We are keen to furthe
investigate issues
related to the
intersection of gender,
andethnicity e.g. it is
important that women
from BAME
background are not
disadvantaged in
recruitment and

progression.

Develop a platform to retrieve
data to enable evaluation of the
intersection of gender and
ethnicity

New data collection
system implace

Annual reports
generated and
presented to ISAT fo
review and action

January 2021

January 2022,
2023
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Section 3: An assessment of théniversityQ sectorleading activity
3.1 Maintaining good practice and innovation

v dzS SGEfrégressover 23 years haseenintentionaland substantial Priorities inthe

first GEAP(2000) to increase participatiolLJINE INB A a A 2y 2 Fwaen¥Biye Ay v dz
so that measuresupporingwomen e.g. family policies, flexible workiatg. would be

accessible to men.

The strategy has been to initiafglot projects,evaluateeffectiveness and impagcinnovate
to improve communicate and embedwithin structuregculture (Figure 8).

G B4 D b

Initiate Evaluate Innovate Communicate Embed

Figure 3. Strategy to develop, innovate and embed good practice.

Where practicés rated?32 2 RQ (G KNR dz3K S@I fdzFr GA2yas &dzNIBSe
thisis (1) replicated internally and (2) sharedternally

3.1.1 A Mentoring Mindset

Sincethe first QGI Mentoring Programm2002X v dzS§Sy Qa y 2 gMikdsed | aSy i
based orlearningli K I & WY Sy  RéwWprdgiammes NdveloR dnreeedsbasis,

informed through dialogueRigure 3). We extend this Mindset externally e.g. to SistersIN

initiative for schoolgirls§ection3.2.2and Actions H1.41.3).

1 Annual QGAcademic and Professional Services Mentoring Program@eesion
2.2).

Mentoring Schemes in Schools for staff/students

Postdoctoral Development Centre group mentoring

Fellows Academy

REC Mentoring (2023)

= =4 4

WX LR&AAGADBS SELISNA SNRAIS0 [ AlyA&2LYA NA WS SRF R G (K
QGI Mentee

A pilot REC Reverdéentoring Programme ran in 20223 with BAMEcolleagues acting as
Mentors for senior leadex(Figure40). Evaluatios werevery positivewith requeststhat
the programme be extendedFurthermore, a new Studeftaff Reversélentoring
Programmads underway based orthis pilot.
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[Image cropped for publication]

QGI MENTORING PROGRAMMES FOR WOMEN IN QUEEN'S

Figure39.a SY 2 NAY 3 YR / 2FOKAYy3a tNRINFYYSa |G v dz
Programmes for Women and the Staff Coaching Service.

Queen’s Celebrates Race Equality Reverse Mentoring Pilot

31 January, 2023

UEEN'S

BELFA'

Q
QUEENS ENDER
w ONIVERSITY TIATIVE

“l also joined the pilot of the
Reverse Mentoring Programme ...
and was the mentor of a senior
management colleague ...

This was a very valuable
opportunity to share, understand
and learn from each other in terms
of some of the challenges
encountered by early-career
academics from a minority ethnic
background.”

REC Reverse Mentoring (Mentor)

Figure40. Mentor (left) and Mentee (right) at the REC Reverse Mentoring Celebration Event
(2023). Testimonial from a REC Reverse Mentoring Mentor.
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Following an individual request for Coaching following return from maternity leave,
coaching was offered to maternity returners in 2028dis available on request for
colleagueseturning fromlongterm leave(ActionD2.6, D2.Y.

3.1.2 Equality and Research Culture

Equality underpisy dzZSSy Qa wSaSt NOK ‘BwaaAPsddvgGEWYE B deNI p Q{ O
implementing actionstat support researchersResearch culture and environment was
Fa3a4SaaSR AY WO9CHAHMI vdzsSSyQa w9RERAGbhissions2 YY A G i

OurResearch Culture Action Plan (RCAR)pto fosterad ONBS I § A 9S> Ay Of dzaA @S
O2ft f I 62N (A @SiacludhBaResedidd Cult®aFeed d Thpported
establishment of the African Scholars Research Network.

RCAR @rigure4l) strategic priorities crossut EDland research quality/ambitionlt was
sharedacrossUK/Ireland through cénosting eventsand panel presentations e.g. Royal Irish
I OF RSY& Woyada2NARy3a LyOfdzaadS wSaSlkNOK /| NBESN&a

RCAP was citday the Department forBusiness, Energy and Industrial Strate@gC
Strategy asbest practice An altisland Research Culture Conference is scheduled for 2024
funded through Wellcome Trust Research Culture awAai¢n H4.).

INCLUSIVE DIVERSE RANGE COLLEGIALITY
AND OF CAREER AND
COMPASSIONATE PATHS COLLABORATION

RESEARCH CREATIVITY REWARD
CULTURE AND AND
ACTION PLAN INNOVATION RECOGNITION

Figure4l® v dzSSy Q& wSaStk NOK / dzt ( dzdtitegic priorkiesy t f 1y 0

Recognising financial challenges faced by parents/carers when presenting at external
research conferences, thel NS N&E Q / 2 y T S NBag QuiichéddgeRU23Ndlter C dzy R
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pandemicrelated delays.Staff can apply for up to £5Qthnuallyrepresenting new financial
investment in people by dzS Sy Q&

3.1.3 Wraparound support for students
vdzSSy Qa O2ylAydzdzaf e AYLBURIeNSCentrd uzkdxiznsile EBI2 NJ &
and wellbeing provision analssistancdor extenuating circumstance§igure4?2).

Students report positive experiences with Counselling Services which provide prampt
bridgingthe gap until GRed services are available.

¢KS WwSLIR2 NI 9 { dzLILJBnbidynibusYep@tikid of ikcilerits &y | 0 f S &
confidential, reporting with informal and formal structures for follay and action

Figure42. University Student Centre Support and Wellbeing

TheSwvan Champions network instigated pikto addressPeriod Poverty Free products

were placed in toilets in studemdcations initially funded through School Swan budgets

Students welcomed the freprovision Subsequently, a grant from the Department for
EconomyNF dzy RSR LINPGA&AAZ2Y AYy GKS {{(dzRSy(GaQ ! yAiz,
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