N .l University of Galway Gender Equality Action Plan 2021-2024

UNIVERSITY OF GALWAY

ACTIONS IN THIS PLAN ARE DERIVED FROM FOUR KEY DOCUMENTS WHICH ARE REFERENCED WITHIN SPECIFIC ACTIONS.

DOCUMENTS AND THEIR LOCATIONS:
University of Galway Athena SWAN Bronze Application May 2021 (AS)

University of Galway Equality, Diversity and Inclusion Strategy 2020-25 (EDIS) AVAILABLE HERE
Consent Framework Implementation Plan (CF) AVAILABLE HERE
Gender Equality Action Plan 2 (GEAP2) AVAILABLE HERE
HEA National Review of Gender Equality in Irish Higher Education Institutions June 2016 (HEA) AVAILABLE HERE
University of Galway Athena SWAN Bronze Application November 2017 (AS) AVAILABLE HERE
Dept of Education and Skills Gender Action Plan 2018-2020 (DES) AVAILABLE HERE
ACTION DETAIL SUMMARY
STATUS

In Progress - In Progress -

Not Started AtRisk Complete
On track Delayed 8

Total Actions: 72
Total Actions Per Category: |Organisational Culture and Work-Life Balance 20

Gender Balance in Leadership and Decision-Making 5

Equal Opportunities in Recruitment and Career Progression 29

Integration of the Gender Dimension into Research and

Teaching Content 2

Measures Against Gender-Based Violence Including Sexual

Harassment 4

Embedding Gender Equality Including the Intersection of

Other Characteristics Across University of Galway 12
GLOSSARY OF TERMS AND RESOURCES
Gender Balance: Representation of either women/men in any body not falling below 40% as a parity threshold
Gender Proofing: Checks carried out on any policy/proposal to ensure that any potential discriminatory effects have been avoided

Positive measure instrument aimed at accelerating gender balance and representation by establishing defined proportion

uota: ) I
Q (percentage) or number of places/seats to be filled by, or allocated to, women and/or men under certain criteria

Target: Positive measure instrument aimed at setting clear goals and deadlines for progression

Postive measure/ Specific Measures targeted at particular groups and intended to eliminate and prevent discrimination or to offset disadvantages arising from
action: existing attitudes, behaviours, or structures

Best Practice: Accumulation and application of knowledge about what works and what doesn't in terms of promoting gender equality

Adapted from the European Institute for Gender Equality Glossary & Thesaurus

Office of the VP for Equality & Diversity Website
HEA Gender Policy Website
Council of Europe Gender Equality Website



https://www.nuigalway.ie/media/equality/files/Equality,-Diversity-and-Inclusion-Strategy-2020-2025.pdf
https://www.nuigalway.ie/genderequality/consentframeworkimplementation/
https://www.nuigalway.ie/genderequality/genderequalityactionplan/geapprogress/
http://www.nuigalway.ie/media/equality/files/hea_review_of_gender_equality_in_irish_higher_education_2016.pdf
https://www.nuigalway.ie/media/equality/files/Athena-Swan-Bronze-Institution-Application_NUIG_Final_redacted.pdf
https://hea.ie/assets/uploads/2018/11/Gender-Equality-Taskforce-Action-Plan-2018-2020.pdf
https://eige.europa.eu/thesaurus/overview
http://www.nuigalway.ie/equalityanddiversity/
https://hea.ie/policy/gender/
https://www.coe.int/en/web/genderequality/publications#{%2217443675%22:[]}
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University of Galway Gender Equality Action Plan 2021-2025

1. Organisational Culture and Work-Life Balance

RESPONSIBLE

AS 4.1, EDIS G4 No 6

11

To enhance feeling of
inclusion of international
staff.

Measures of Success:
Reduction of perceived
racism in University of
Galway of 10% from HEA
baseline, in 2023 culture
survev

Work with ISN to launch an anti-racism campaign on campus.

Seek University of Galway data from HEA national HEI survey on racism.

1t features of the star initiative in CSE on pilot basis to ensure that people
are addressed by name in the correct order with the correct pronunciation; explore the option
of VOIP phone messages integrated into an email signature, develop a protocol for a
standardised email signature to include integration of VOIP making it clear which is the persons

first name and using pronouns to describe yourself.

Work with VP International on the Global Galway Project which focuses on the
internationalisation of culture within the University.

VPEDI

VPEDI

VPEDI

VPEDI

DUE DATE

HEO Q42021 In Progress-Delayed

OVPEDI Q2 2022 In Progress- On Track

Vice Dean EDI CSE Q42023 In Progress- On Track

In progress — On Track
To date meetings have
taken place to discuss
the key dimensions of
the Global Galway
VPEDI Q42023 project and to determine
ways of collaboration,
particularly in the
context of the widening
emphasis on race
equality. track

COMMENTS

ISN held a Town Hall focusing on Race Equality and the wider dimensions of EDI in March 2022}
This included presentations on the findings of the HEA report on Race Equality in Highel
Education ]

EDI Programme Manager for Race Equality recruited in August 2022. E-module ‘Let’s Talk about]
Race in Higher Education’ launched in 2021 for staff.

The programme of work led by the Programme Manager for Race Equality will be supported by
a Race Equality Committee. A key action is the launch of an anti-racism campaign in late 2022}
aimed at both staff and students ]

The data from the HEA's national survey on race equality is disaggregated by institution type
(University, IT or College) and is therefore not available at individual institution level. We have]
requested the university sector data from the HEA. In addition to the data gathered under the]

HEA national survey, we are administering an institutional Survey in Q4 2022

The CSE EDI committee piloted the StartsWithAName initiative wihtin the College |
StartsWithAName is premised on respecting the correct use of people’s names supported b
individuals putting the phonetic pronunciation of their name on their e-mail signature/name]

badge/Zoom name etc. The pilot is also included in University of Galway’s Institutional Athenal
SWAN Action Plan. The outcome of this initiative also included the production and launch of aj
video to create and (https://www.uni; ity ie/science-]
engineering/edi/itstartswithaname/).

The Student Digital Pathways Project is in the process of including functionality to the]
registration system to enable students to voluntarily add a phonetic spelling of names as part}
of student profiles. There may also be an option to upload an audio file to aid pronunciations|

Ine programme pian To SUPPOIT race equality INVolves establisning cross-Tunctional strategies
and actions that consider the diverse needs and experiences of international staff and students]
Both the VP International and VPEDI are members of the Race Equality Committee which is}
tasked with developing and implementing the race equality strategy and action plan. The aim i}
to launch this in Q2 2023 once an evidence baseline, and multi-faceted consultation process]
has been completed |

ISN have grown in membership and representation since being established in 2019. By 2021,
membership had increased to 150 registered members from approximately 35 countries. Al
number of targeted actions have been undertaken by ISN to enhance feelings of inclusion)|
among international staff. This includes successfully campaigning to be represented in the}
Academic Council and Udaras na hOllscoile: Five executive committee members of the ISN were}
elected to the Academic Council, and the Co-Chair was elected to the Udaras na hOllscoile. ISN]
are also represented on the Equality, Diversity and Inclusion Committee (EDIC) and the Equality)
Diversity and Inclusion Campus Committee (EDICC). These are significant milestones for the ISN|
and are in line with its objective of providing a clear voice and vision for diversity, inclusion, and|
representation at University of Galway. In addition, ISN have held online and on campus events}
for international staff.

AS 4.3, EDIS G4 No 1 and

12

To ensure induction events

at university and local
levels welcome new staff

and students and facilitate Stipulate attendance at induction as part of probation period and review.

their integration into the
university community
successfullv.

Restructure format of central induction to make it more accessible. Offer blended approach of
face—to—face and online options when possible to do so after Covid-19.

HR Director

HR Director

Learning & Development

Q12022 onward
Manager

In Progress-on track

Learning & Development

Q12022 onward
Manager

In Progress-on track

Attendance at Induction will now be part of the probation policy and HR will be seeking]
approval that attendance will be a y requil from ber 2022

The induction programme is being regularly updated to ensure that the content is up to date. In|
addition we are also looking at a return to in person induction in October. However the]
feedback from staff is for a hybrid approach to this programme




Measures of Success:

No2
Increase the % of new staff
attending induction
training fi 38%in AY Monitor and report annual attendance at induction as a proportion of new employees, as part Complete- To be
[CMMAEARTI ELLATD P prop ploys P HR Director HR Director Q12022 onward B ; This is now regularly monitored and recorded
2019/20 by 20% annually  of annual HR report to UMT, EDICC and EDIC. monitored
over the course of the
Action Plan to 78% in
AY2024-2025.
Engage our vibrant staff networks to support induction processes and enhance the experience .
EDI Strategy Implementation WG
of new staff members.
Mainstream Ramp-up and Managing Inclusively workshops within HR Training and offer at least HR Learning and 3 2021 and at least
pup ing v P ' g HR Director 8 @ In Progress-Delayed This is still being reviewed as this has now moved to HR
annuallv from Seotember 2021. Develooment Manager annuallv thereafter
To enhance support for " " . . . . . Q2 2022 (to feed into
. . . Survey staff who have availed of maternity/adoptive leave in the past 5 years to ascertain their y HR Employee Relations . ) .
working parents including ) HR Director implementation of In Progress-Delayed Survey to be developed and rolled out in late 2022
As4.a 13 N views on a formal KIT policy. Manager )
parents taking action 4.12)
maternity/adoptive leave. 2 2022 (to feed into
VLR Establish a Return-to-Work interview protocol to discuss workload allocation, flexible workload HR Director HR Employee Relations Q im Ien(wenlalion of In Progress-Delayed The return to work form should form part of the workload allocation model and HR can support
needs and other requests to aid parents transitioning back to work after maternity leave. Manager P acw 412) 8 Y HoD, HoS, Line managers and staff member with return to work conversation |
To implement a uniform
kload model Il Oversee the implementation of a uniform workload model based on the agreed underpinnin|
R —— o imp 8 Y P 8 DPR DPR Q42022 In Progress- On Track Scheduled for completion in Q4 2022. A preliminary report is currently under consultation ]
Schools and ensure principles.
consistency and fairness.
Develop set of research expectations and standards as input to developing uniform workload
modelsp P P ping DPR VPR Q4 2022 Not Started How broad or narrow should or can these guidelines be?
AS 4.5, AS2017 4.16, 4.17, 2 ke q
GEAP1 2.4, GEAP2 1.10 . easures of Success:
Transparent, consistent - . _— . . - . RN .
) Explicitly state and formally recognise contribution to Athena SWAN/EDI input and outreach Has been in the guidelines since Round 6, summer 2022, as an example activity in meeting the
use of WAMs established B . I DPR Deans/Hos Q42022 Complete )
activity in WAMs under allocation for Contribution. standard for promotion to SL}
across all schools/colleges
by AY 2023-2024.
Integrate WAMSs with new PMDS. DPR DPR, HR Director Q4 2022 In Progress- On Track WAM principles to be signed off by Dec 2022
To enhance flexible
AS 4.6, DES 35, HEA 1.1, working and work-life " . A o
1.5 ) Develop a Remote Working Policy. HR Director HR Director AY 2021/22 In Progress- On Track Draft policy in place
GEAP21.7 balance post Covid-19
Srisis,
) ) L ) . N . ) N ) HR Director leading on development of Menopause policy HR Well-being seminar/ UWN]|
Develop a Menopause policy, provide training to line managers and information to staff in the VPEDI in consultation with .
AS4.7 1.6 ) VPEDI 5 Q42023 In Progress-On Track delivered on Menopause }
roll out of new policy. HR Director
Develop specific training for new HoS and line managers on HR/Equality policies as part of their ER Manager and HR
P sp 8 5 8 . /Ea VP P HR Director 8 5 Q42021 In Progress- Delayed A manager induction programme is being developed }
To address differences. induction to HoS/managerial roles and leadership training. Director
AS4.8 1.7 between HR policies and
practice . . o . - . ER Manager and HR Various HR training is offered to managers and staff, through the Employee Relations}
Include session on HR/Equality policies in management and leadership training programme HR Director N Q42021 In Progress- On Track " o
Director Roadshows, the HRPB collaboration training for managers }
To mitigate the impact of ) This action did not take place in 2021/22 and hybrid teaching has ceased. The impact of COVID]
. Deans of College to cost and identify a number of 1 year teaching posts in each college to assist N ) . B ) .
Covid-19 on workload for . ) . N Deans of College/VD EDI  Deans of College/VD EDI Q3/4 2021 Not Started 19 on staff's careers will need to be considered, although we haven’t defined a follow up action|
teaching staff in the coming year to support the proposed hybrid teaching for AY 2021/22. L
carers. at this time.
The OVPEDI has met with the Vice-Deans EDI and discussions are still ongoing. There are
concerns around the risk of increasing workload of other staff and/or the resources required. A
scheme similar to the Athena SWAN mid-career funding scheme has been suggested as one of]
the most workable options.
Develop framework to offer academic staff one module off to be taken over the next 3 years to From AY2021/22 to The first step is to identify the number of carers impacted in each College. If OVPEDI could take]
p. P . . i Deans of College/VD EDI  Deans of College/VD EDI i In Progress-Delayed P ) v 2 e e X
recoup time lost to significant increase in workload end of AY2023/24 the lead on getting this data from HR we could then analyse options for mitigating the impact}
of Covid-19 on carers and the cost of various options. Identify a fund centrally to support th]
implementation of a framework similar to the mid-career scheme. MD|
AS4.10 1.8

As far as | am aware this has not been actioned at the CBPPL. | will follow up with the Dean tof

ask for a hrief an whv nat N0



Measures of Success:
Target % staff response
that think there are
differences between HR
policy and practice in the
workplace to <50% in 2023
survey, and < 30% in 2025.

Consult with Deans of College to agree a practical approach to alleviate the burden of increased
workload — for example establish meeting free days, teaching free days, facilitate block teaching,
i.e., teaching a lot one semester to free up another semester - would really help to get research
back on track.

Deans of College/VD EDI

Deans of College/VD EDI

Q32021

In Progress-Delayed

Include a ‘formula’ in WAMs to deal with staff impacted by Covid-19 perhaps to accommodate]
teaching free days MD}

Again | am not aware of any initiatives in this regard at CBPPL but | am following up with the]
Dean and will amend if necessary. D

To ensure that all PGR
students are treated
equally in relation to
maternity leave
irrespective of the source
of their funding.

Submit proposal to the next call for Strategic Funds on provision of maternity pay (equivalent to
postgraduate stipend) for university funded PGRs and others not in receipt of maternity pay
from funders.

Dean Graduate Studies will continue to engage with IUA colleagues and lobby for sector wide
policy on maternity pay for PGR students irrespective of the source of their funding.

Dean Graduate Studies

Dean Graduate Studies

Dean Graduate Studies

Dean Graduate Studies

2022 Round of
Strategic Funding

AY2021/22

In Progress- Delayed

In Progress- Delayed

Proposal not submitted, given the lack of sector wide policy on maternity pay for PGR students |

Sector-wide policy not yet achieved|

The majority of full-time PGR students receive a tax exempt scholarship payment under Section
193 of the Taxes Consolidation Act (TCA) 1997

Payment of a tax exempt scholarship to students on protected leave is not permitted as it]
breaches TCA legislation ]

The IUA Deans of Graduate Studies (DoGS) considered issuing a contract of employment to
students for duration of protected leave. This was deemed inequitable as deductions will result]
in lower net pay to students on protected leave

The DoGS considered payment of ‘top-up’ scholarship to students prior to, and upon return}
from, protected leave. This approach will not support students during their protected leave |
The DoGS considered retaining students as registered and paying their scholarship during]
protected. This is not permitted as it breaches TCA legislation }

The DoGS continue to make representations to the HEA, DFHERIS and Minister FHERIS to seek al
sector wide policy.

To increase awareness and
uptake of supports for
maternity and adoption
leave

Update Maternity Leave policy and Manager’s Guide to Managing Maternity Leave to include
information on/signpost available grants and support, links to grant information and application
forms on OVPED website.

Review tone and language in maternity leave policy and Manager’s Guide to Managing
Maternitv Leave, change pbronouns.

HR flag available supports during Roadshow presentations on leave.

Include session on Maternity Leave Policies in management and leadership training programme
(Ref. action 4.8) and ‘Managing Inclusively’ workshops.

HR Director

HR Director

HR Director

ER Manager & HEO

ER Team

HR Director

Q32022

Semester 1 AY
2021/22 and each
semester thereafter

Semester 1 AY
2021/22 and each
semester thereafter

In Progress- On Track

Complete

Policy current being updated and maternity related support details have been added to the}
latest reviewed policy. Pronouns have been amended in relation to reference to line managers|
EDI advice sought in relation to language re. maternity leave application ]

Maternity related support details added to ER Roadshow

To establish clarity and
agreement on workload
reduction commensurate
with reduction in FTE for
staff availing of flexible
working such as part-time
working, parental leave,
job-share arrangements.

Specify the reduction in workload commensurate with reduction in FTE for staff in application
forms for reduced working arrangements i.e., part-time working, parental leave, job-sharing.

Amend application forms to include a description of the above.

Both line manager and staff member sign to agree the workload reduction.

HR Director

HR Director

HoS/Unit

ER Manager

Q2 2022

Q2 2022

In Progress- On Track

This reduction in workload should form part of the Workload Allocation Model and could be
advised when approved application is sent for processing}

Workload allocation should be compatible with reasonable expectations of work-life balance |
EDI principles, taking into account personal circumstances which may have an impact on|
workload, such as}

sf@rotected leave such as maternity leave, adoptive leave, parental leave, compassionate leave |
force majeure leave, and carer’s leave, or other family leave]

Signed agreement on workload allocation to be included in approved application from ]

To support and enable
staff who work part-time
to transition back to full-
time roles.

Create an option for staff to request a phased return to work when returning from career
break/part-time role. Managers must consider the request and if not possible to approve the
request, they must set out reasons in writing.

HR Director

ER Manager

Q2 2022 (in line with
timeline for action
413

In Progress- On Track

Career break policy currently under review. We will look to see how request for part time role}
on return can be considered

As4.11
AS4.12
AS4.13
AS4.14
EDIS G4 No 9

1.13

Empower staff and students to question and challenge undesirable language and behaviour
without fear of repercussion and with confidence in university support

for those who speak up (e.g. Active Bystander training)

EDI Strategy Implementation WG

— —
The OVPEDI is working with Schools to engage with Athena SWAN. Nine schools have no

achieved departmental Bronze awards: the Schools of Medicine, Business and Economics |
Physics, Nursing and Midwifery, Health Sciences, Psychology, Mathematics, Statistics, andl




Schools will develop and i with the Athena SWAN

1t action plans via

Applied Mathematics, Chemistry and Natural Sciences. One School has now achieved af
departmental Silver award: the School of Engineering. Three new submissions are planned fo
the November 2022 round: Shannon College and the Schools of Law and Computer Science |

CMNHS is currently recruiting into an EDI PM role; this role is to enable the school to implement
the AS implementation plans. The College supports VD-EDI with 40% buy-out for all EDI-related|
issues, including AS. VD-EDI also took on an interim chair of SoM AS committee which has noy
been passed to a new Chair. At the College, the VD-EDI has identified common actions between

the AS implementation plans of the three schools and has taken the lead on these actions;
funding is also provided for additional. VD-EDI is also a member of all AS school committees and
provides advice and support. AS s a standing item on EDI committee agenda. Training and
additional spaces on the Aurora programme and/or AS mid-career funding, as required. The

- I e U s b G Fre s e S s e R, CEs i 6B 01/01/2018 In Progress-on track College devolves budget responsibility to Schools and Heads of School are encouraged to
Implement discipline/Unit allocate resources in a fair and transparent manner mindful of workload distributions. K\
gender action plans
CSE is considering how best to resource 4 Bronze Awards and 1 Silver Award with a 5th Bronze}
application in train along with the Award Transfer process for 2 of the 4 Bronze Awards i)
addition to reapplications. Vice Dean is 2 years requesting resources for Athena SWAN work tol
DES 21, HEA 1.21, GEAP2 ensure efficiencies are made across schools and action plans implemented on time. A numbel
1.1 1.14 Deans/VDs EDI/ HR Director Heads of School/Unit 31/12/2021 of meetings have taken place and a report generated justifying the cost involved etc)
HR Business Mainstreamed via the Recruitment Policy approved in December 2020)]
Human Resources will review job descriptions and criteria to ensure the language is open and 01/04/2019 . . .
inclusive of all genders. Open source software is now used routinely, by OVPEDI and HR Business Partners, to gendel
proof language in job descriptions and adverts. We are no longer using the software}
1.15. HR Director/ HEO Partners
Address stereotyping of o e
"female” and "male” roles job specs to union awaiting feedback on Grade 4 & 5. Sub group of SSDF considering suggested|
new titles. The subgroup looking at the competencies and titles have met and are working on|
Human Resources will review professional and administrative job titles to ensure the title 01/01/2019 In Progress-On Track the competencies first and then the titles once that is completed. Sub group of SSDF looking atf
reflects the complexity and responsibility of the role. this in line with job sizing process and procedure.
Now job sizing is in place and there is available data, this work will now be completed by Q1]
DES 28, GEAP2 2.1 1.15.ii HR Director HR Project Team 31/12/2019 2023
All staff in leadership take . . ) . .
The University will develop KPIs for senior managers in order to measure performance on
integrating equality in processes, for example implementing specific actions: A) Use of Inclusive Relevant.Deans/ TS T Ty ] A s e AP e
—— cCrUitment and promotion tools, B) Implementing Workload allocation guidelines, C) Uptake of TBC In Progress- On Track ; i
responsibility for leadership training, D) Uptake of EDI training, including unconscious bias, E) Ensure gender Directors SShenenboducein022)
integrating gender equality balance on committees at school/unit level
inall
processes and decision-
DES 30, HEA 1.4, GEAP2 1.3 1.16  making HR Director/ DPR/ COO TBC
— ——— The Researcher Development Centre (RDC) provides professional development activities fo
) eSS researchers at University of Galway. Gender equality training is available as both a stand alone]
Embed gender equality Office/Head of item and incorporated into general professional development training. Research Office staff
awareness into researcn RDC have undergone training on Gender Proofing Research and, together with the EC guidance and|
The University will embed gender equality awareness into all research content and provide 01/01/2019 I g e toolkit on the subject, support and advise academics and researchers on the gender dimension|
training and support for research staff. in funding applications - both from the perspective of human resources (balance in research|
Graduate Studies teams) and content (analysing and taking into account gender in the research and innovation|
Office/Head of content of projects). Online training is available on the RDC website provided by Yello
DES 37, HEA 1.13, GEAP2 Window - Gender Dimension in Research and workshops are planned too (virtual at the present]
16 117 VPRI RS Mainstreamed time)
Chairs of key decision-making bodies, committees, and working group in the University will
Ensure Gender Balancein  consist of at least 40% men and 40% women, with development over a three year period to 01/06/2018 I g e HEO running audits annually for reports. Results being reported annually to UMT, Academid
HEA 1.6, AS2017 4.15, Decision-making 50:50. College/School/Unit executives will report composition and gender balance of 30/06/2020, Council, EDICC, EDIC and HEA
GEAP21.8 s committees annually to the OVPED, to be reported to UMT and GA. HEO Deans/Heads mainstreamed
Parent Support I - - . . Buildings & . . . .
SERPeT ao  |rememmes The University will ensure there are appropriate facilities on campus for families and nursing @] uildings 01/01/2017 31/12/2020 o Buildings have completed works across campus in locations, Alice Perry, Sports Centre, O]

mothers.

Estates Office

Donoghue Centre, Hardimann Building, Lifecourse, Aras na MacLeinn |




First two visiting professors identified. Monitoring of gender of Visiting and Adjunct Pro
appointments is now part of appointment policy |

The University will develop an Adjunct/Visiting Prof programme linked to this agenda which,
Increase Female where appropriate, will link into established University of Galway Public Lecture Series.
Leadership Role Models
GEAP1 2.10, GEAP2 1.14 1.20 VPEDI OVPEDI 31/12/2020

01/01/2019 In Progress-on track




OURCE

AS 3.1, GEAP2 4.7 GEAP1
4.7,3.5,

DES 26, HEA 1.16,

OLLSCOIL A GAILLIMHE
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University of Galway Gender Equality Action Plan 2021-20

2. Gender Balance in Leadership and Decision-Making

RATIONALE

To increase the number
and % of senior academic

ACTION DETAIL
Support academic women'’s career progression by continuing the:

i) Returner Grant for Research Active Academic Carers, (i) Athena SWAN Mid-career Capacity
Building Grant and (iii) Consolidation grant.

RESPONSIBLE

START DATE

DUE DATE

TAT

2.1(i) VPEDI Chair(s) of ISAT Dec-22 December 2022-2025 In Progress-on track Grants offered annually — number uptake 47% 2021
Measures of Success: The
AS20174.7,4.12 % of women at SL level
rises to 47% by December
2022,
50% by Dec 2024, and to .
reflect the % of women at Continue to provide Academic Career Development Workshops each semester (established Gl
2.1 (ii) ° p ) N P . P HR Director  Development Manager/ From Q4 2021 Not Started This is more lead by the Deputy President/Registrar]
the LAB grade from Dec  under the University of Galway Promotions Project). HEO/ AS Project Manager
2025 20 oruards —
To develop leadership
capacity for womenand  Continue to support the Aurora programme and develop a variety of additional leadershi
L o pp‘ . . p» & > . .yA . . . B " . A mid level leadership programme is being developed in partnership with the IUA as this is an|
AS3.2 2.2 create opportunities for ~ development training offerings suitable for colleagues taking on initial, middle and senior HR Director HR Director Sept. 2022 Sept. 2022- Dec. 2025 In Progress-on track 5 . . .
. issue facing all our University colleagues at the moment]
women to explore leadership roles.
leadership careers.
Measures of Success:
Increase the no. of women
B W Develop a number of new leadership training offerings aimed at both mid and advanced . N A mid level leadership programme is being developed in partnership with the IUA as this is an}
in Dean of College ) ) HR Director HR Director Q32022 In Progress-on track ) ) . )
. career staff across the University. issue facing all our University colleagues at the moment |
(Executive Dean) and HoS
roles to 50%.
To increase the % women  Establish framework to define and categorise research centres/clusters/groups and provide
AS3.3 23 in leadership roles in appropriate leadership training to encourage more women into these research leadership VPRI VPRI Q4 2022 In Progress No specific action to report.
Research centres/clusters_roles at mid and advanced career levels ac above,
Currently the Aurora Programme and Advance HE Executive Leadership programmes are]
being used for this purpose until a tailored University of Galway programme is ready to run|
To date University of Galway has supported 132 women, across professional services |
academic and research categories on the Aurora Women's Leadership development]
AS2017 4.14, GEAP1 2.10, Increase % of female The University will implement an Executive Leadership programme for women in senior . programme, inclusive of 20 women in the Nov 2020 cohort and 21 in the Nov 2021 cohort |
24 01/01/2019 2020 and ongoin, In Progress-Delayed
GEAP24.11 Heads/Deans academic grades/Heads of School to increase the number of women in academic 101/ . & Ve There will be at least 15 women on 2022-23 programme}
leadership roles. This will be inclusive of a high profile mentorship programme involving VPEDI/ DPR/HR Director ~ VPEDI/ DPR/HR Director In addition, 2 women and 2 men in senior leadership positions completed the IUA Executive]
members of the European Women Rectors Association. Leadership programme.
In 2022, 8 women are in positions of Heads of School out of a total of 19 Schools (42%) ]
DES 30, HEA 1.2,1.3,1.4, The University will ensure in appointment processes for all senior leadership roles, an essential
ey 2.5 requirement of appointment will be demonstrable experience of leadership in advancing HR Director Human Resources 01/01/2019 31/12/2019 Complete Aline will now be included in all senior positions encompassing this requirement
: Leagersnip gender equality to be included as a specific criterion in role descriptions.

Appointment
Criteria




RATIONALE

To continue to engage
with a range of outreach
activities targeted at
schools and the local
community to raise

University of Galway Gender Equality Action Plan 2021-2025

3. Equal Opportunities in Recruitment and Career Progression

ACTION DETAIL

Develop an overarching institutional student recruitment strategy with specific
actions at college level to improve UG student gender representation in STEMM
where men & women are particularly under-represented. Actions will include
planned school visits to girls/mixed schools, events with career guidance students
targeting transition year students to promote maths, engineering and computer
science programmes, interactive workshops with primary schools. Update
promotional material to raise profile of female/male role models, create short

RESPONSIBLE

Student Recruitment
Officer; Vice Dean EDI CSE

Strategy agreed by Q2

AY 2023/24 and

externally advertised

aradamir nncte

Improve adverts and job descriptions to provide more information on flexible
working arrangements in schools. Include positive action statements for posts in
schools where women/men are under-represented.

AS1.1 3.1 awareness and increase VP Engagement and CMNHS; Vice Deans implemented annually
participation of videos to highlight diverse and exciting career opportunities. Student Recruitment and thereafter
women/men in STEMM Public Engagement CSE
disciplines where men &  Measures of Success: Increase the proportion of female undergraduate students in
women are particularly CSE, including MSAP, SCS & SoE. Target 42% female UG in CSE by September 2025.
under-represented. Increased representation of male UG in Health Sciences to 20% and Nursing &
Midwifery to 12%
Conduct audit in Q3
ey t:tased on Progress towards significantly narrowing the gender pay gap has been slower than expected.
March 31" data. . Trends emerging in the gender pay gap data show a marginal improvement in the mean gap|
Report each year in over the past 4 years from 20% in 2018 to 18% in 2021. Slight improvements are discernible}
Q4 on 2020 data, due to the net impact of employee movement (joiners -1.9% and leavers
2021-2025 +1.5%) and pay changes (-0.2%). At this point, it is clear it will take a longer time to
significantly reduce the gender pay gap. The to date evidence suggests that the 50% target is|
Continue annual analysis to monitor progress against target, identify trends and key not appropriate/achievable as it was determined prior to the analysis of the GPG |
AS 1.13, EDIS drivers of the GPG VPEDI VPEDI Report each year in
G1 No2 Q4 Nonetheless the annual analysis and reporting of the GPG has enabled a deeper]
To substantially reduce understanding of the underlying gender issues across recruitment, career progression,|
3.2 the GPG by 50% over the promotion, and leavers. Having initiated the GPG project in anticipation of new regulations]
life of this Action Plan. under the Gender Pay Gap Information Act 2021, we have disseminated our learning from the|
2021-2025 GPG project to HEIs nationally via a series of presentations and panel participation.,
Implement action 2.3 of AS 2021 (3.7 in GEAP 3) to increase the % women in the
3 VPEDI DPR Dec-22
Professoriate
Implement action 2.9 of AS 2021 (3.13 in GEAP 3) to address the disproportionate VPEDI DPR, Director HR, Deans Q22022
no. of women employed on part-time teaching contracts of College
EDI Strategy Implementation
33 Disseminate learning from the GPG (gender pay gap) project to HEIs nationally. WG Bt
EDIS G3 No 1
Complete o N .
. B . . . . . New Head of Recruitment & Contracts has been appointed in May 2022. We have also met}
Appoint new senior AO post in HR with specific responsibility to systematically N 5 B ) N B . ) N
| . ) 3 HR Director HR Director Q32021 with the VP EDI, HEO to discuss HR Actions. This meeting will continue monthly to ensure that]
implement AS and GEAP actions related to recruitment and selection. N N N . L
actions and information for meetings is in place |
To Increase application
rates from women for
HEO brief HR AO on existing actions/requirements and evaluate effectiveness. HR Director HEO Q32021




HR AO in conjunction

AS 2.1 Measures of Success: HR Director with HR BPs Q12022 In Progress- On Track This is an action now for the Head of Recruitment & Contracts
Increased applications
from women to 45% Include information on AS activity in each school including logo in adverts.
overall, to 35% at SL and
30% to EP grades overall.
X T y POST OWner/co-ordinator
oS @ e ey (ot feumE, webswl?s, EBTERE t.o eachitie HR Director in conjunction with HR Q32021 In Progress- On Track This is an action now for the Head of Recruitment & Contracts}
under-represented gender at the outset of the recruitment campaign. AO
34
Al memEs el recrullmen.l and sel.ecllon Dacasaslibaeduiedio HR Director FRICEmlpE From Q3 2021 In Progress- On Track This will now be included in the training being developed for recruitment for hiring managers
complete Module 2 of the new EDI in HE online programme. Development Manager
The Inclusive Recruitment Toolkit has been finalised for inclusion in the recently approved|
recruitment policy. Access to Textio software package was available to post owners to assist}
AS4.2, GEAP1 ) ) Human Resources will review existing recruitment literature and develop specific with drafting of both job spces and post adverts and ensure gender neutral langauge, via the|
5.0, GEAP2 5.8, Inclusive Recruitment guidelines for an Inclusive Recruitment Toolkit, to include: A) Consideration of OVPEDIIlland HR Business Partners during AY2019-20 as a pilot. This is now being replaced b
5.10, AS2017 35 Tools for staff. current staff profile by grade and gender in planning, B) Writing inclusive job HR Director/ HEO Human Resources 01/09/2018 31/08/2019 In Progress-Delayed  open source equivalent tool. Training needs to be rolled out to all hiring ma nagers.lThe new|
43 descriptions, C) Establishing a gender balanced selection committee, D) Training Recruitment Policy and Procedure was approved at the December 2020 meeting of Udards na|
’ requirements, E) Fact sheets on unconscious bias in recruitment & selection. hOllscoile. Training on the new recruitment policy will be included in Manager Training on HR|
Policies commencing in March. This has commenced and will continue throughout the rest off
the year in 1 hour training slots |
To strengthen the career
pipeline in CSE to support
the academic career
progression of female
ECRs.
CSE will benchmark the % of female researchers in Computer Science and Dean CSE/Vice Dean EDI
Mathematics nationally/UK. If CSE is below subject norms, CSE will implement Commence Q4 2021 Data benchmarking is complete for Mathematics via Athena SWAN and recruitment strategies}
recruitment strategies which include search committees to identify and target . including 2 points of contact (1 man and 1 woman) on job advertisements has been|
Measures of Success: potential applicants, adding 2 points of contact (one man and one women) on job Dean CSE oo b,U”d over . In Progress- On Track implemented across all schools in CSE. Computer Science is currently working on the]
Number and % of Senor adverts, to attract high performing ECR females into these schools, coupled with duratllon T benchmarking exercise via their Athena SWAN application. Female ERCs are supported|
Female academics in CSE, the provision of targeted training initiatives for female ECRs in support of Epilieilezieze) through targeted training initiatives organised by the Vice Dean for Research and Innovation,|
AS2.2 3.6 but particularly in the developing research independence.
disciplines of Computer
Science and Mathematics
will align with national
and/or UK averages.
Increase female job Commence Q4 2021
applicants by 10% over life CSE will assign experienced Pls to female researchers to support development of ~ Dean CSE/Vice Dean EDI and build over X . o
N " o . . Dean CSE . N Complete Experienced Pls are assigned to female Pls to support the development of grant applications,
time of action plan grant applications (e.g. SFI Fellowships) which support female researchers. duration of Action
plan (i.e. to Q2 2025)
To increase the number of Complete by
women in the Re-introduce the Associate Professor Grade to University of Galway. DPR DPR December 2022 Complete This grade was introduced for the promotions round that closed on 28 Feb 2022 |
Professoriate.
This has been agreed with the academic unions and approved by Governing Authority for]
Merge the PP and EP grades. PR DPR Complete by In Progress- On Track reintroduction in August 2023 as a successor to the PP grade. Current PPs must apply for]
December 2022 transfer, showing they meet the criteria for EP. The unions had asked for a delay so that there]

would be additional final opportunities to apply for PP |




AS 2.3, AS2017
4.12, GEAP2 4.9

3.7

Measures of Success: 26%
female Professors and
47% female SLs by
December 2022 (Baseline
24% Professor and 47%
SL) 28% female Professors
and 50% female SLs by
December 2024

30% female Professors
and 50% female SLs by
December 2025.

HoS to have focussed career development conversations with female SLs as part of
new ‘Performance for Growth’ PMDS scheme to encourage application for
promotion to Professor via the new integrated promotions process. Identify gaps in
career and agree workload allocation and development supports to address gaps.

Provide up to 6 Consolidation grants each year for the life- time of this action plan
to assist high performing women at SL/Associate Prof grades to apply for VPEDI
promotion to Professor. (Cross-ref. Action 2.1 (i)

Support SALI applications for final 2 years of scheme. CSE will match any SALI

VPEDI
awards to CSE for the duration of the scheme.

Secure funding from Galway University Foundation (GUF) to develop a scheme to

VPEDI
recruit 4 women Professors (1 per year of action plan) similar to SALI

Support participation of 5 women at SL grade during pilot phase of the new
Preparation for Academic Advancement programme (PAA), collaborative initiative ~ VPEDI
with University of Galway, UL, MU funded by GEEF.

OVPEDI

2020/21 and 2021/22

UMT, Dean of CSE
roundsBomplete

VPEDI

‘Performance for
Growth’ system will
be finalised in 2021
and implemented in
2022

2022 to 2025

2020/21 and 2021/22
rounds

Secure agreement by
end 2021, implement
initiative in years 2022
to 2025

2021

Not Started

In Progress- On Track

Complete

Delayed

Complete

Consolidation grants are administered on an annual basis commencing in 2020. 10 women|
received the grant in 2020, and 6 women in 2021

The outcome of the 2020/21 SALI application was the awarding of a SALI post in Engineering||
A Professor of Engineering was appointed under SALI, and CSE appointed a second Professor]
in accordance with the agreement to match the award|

Under the 2021/22 round, the outcome was the awarding of a SALI post in Chemistry. The]
recruitment process for the Professor of Chemistry is currently being concluded. Under this]
round, the SALI evaluation process also recommended the approval of the post of Professor]
of Applied Economics for Public Policy. However, this post remains on the reserve list until
further government funding is made available]

The initiation of this action is delayed due to changes in personnel in relation to both the VP|
Engagement and the VPEDI. The VPEDI will explore this possibility in relation to GUF funding]
in 2022)

5 women participated in the pilot over 2021/2022. 4 women are participating in the PAA|
programme in the academic year 2022/2023 |

AS 2.4, AS2017
3.8, GEAP2 1.12

3.8

To retain female academic
staff at all grades, but at
LAB in particular, to
ensure a continued strong
pipeline to SL and the
professoriate.

Measures of Success: The
gender balance in
applications for
promotion/retention via
the Retention Scheme
reflects the balance in the
eligible pool.

Communicate effectively the existence and purpose of the Retention Scheme,
during regular information sessions and Dean/HoS briefings on the Academic DPR
Promotions Scheme.

Monitor applications to the Retention Scheme annually by gender to see if a gender DPR
imbalance continues.

Review the operation of the Retention Scheme to take an informed decision as to

DPR
whether the scheme is fit for purpose and continued use.

Monitor data on leavers by gender and grade annually via GPG reporting and AS
DPR
reports from HR to EDICC including qualitative data from exit interviews.

DPR & HEO

DPR & HEO

HR Director

Include information in
the Retention Scheme
during next
information session
on Academic
Promotion Scheme
(August 2021) and
thereafter at each
session.

Q12021 and annually
to 2025

Q12023

2022 - 2025

Complete

In Progress- On Track

Not Started

In Progress- On Track

Itis referenced in all briefings on the promotions scheme |

The numbers applying for retention have been relatively small |

Scheduled|]

Data for 2020 and 2021 has been requested |




AS 2.5

3.9

Support training and

The newly appointed HR Learning & Development Manager will consult with

career development for all HoS/Units to identify training needs across the staff categories, to subsequently

q R A el I, HR Director
staff in a more holistic way develop a range of training and career development opportunities specific to the
across all career stages. needs of staff categories and career stages.
Mainstream career development workshops currently offered by OVPEDIIIwithin .
Cross Ref. 3.21. - HR Director
HR Staff Training & Development
Schedule more frequent training and career development opportunities across the
year including outside of term time.
HR Director

Measures of Success: See
AS Action Plan 2021.

Advertise well in advance to enable staff plan to attend, especially part-time staff.

Monitor staff uptake of training and career development workshops to ensure that
significantly oversubscribed workshop topics are offered on multiple occasions, at  HR Director
varying times of the day and week, to facilitate demand.

Complete an individual training needs analysis and development plan for each

HR Director

NI LITeCLor, M Learming
& Development Manager
in consultation with

Voo it

HR Learning &
Development Manager

HR Learning &
Development Manager

HoS/Unit

HR Learning &
Development Manager

HR Director

2022 - 2025

AY2021-2022

From September 2021
— December 2025

Monitor on Semester
basis

Annually from
December 2022

Dec-21

AY2021-2022

In Progress- On Track

In Progress- On Track

In Progress- On Track

In Progress- On Track

In Progress- On Track

Complete

Complete

for training is limited so discussion on supporting training will need further future discussions.|

Work is ongoing at this point to procure training for all staff categories. Once PMDS is|
introduced in 22/23 then further training requirements may emerge. However the HR budge]

The L&D unit support the OVEPI unit on rolling out workshops This will require furthel
discussion to assess the work involved, as the L&D unit has a staffing of 2 FTE|

A training calendar for the year is planned this will show the training available and when it}
will run. Currently a monthly email is sent out, by Learning and Development, but this wil l§
move to a yearly or bi annual calendar]

We are exploring the use of CORE for recording training more effectively. This will make]
reporting on training and development activities will be easier |

The PMDS framework will provide the opportunity for managers to ensure that all staff have}
any annual meeting to discuss their annual objectives in line with the College and School|
objectives The PMDS form also has a section around training and development requirements|

LinkedIn was carefully monitored and unfortunately due to the low take up of the platform, it}
was decided at UMT that we would not continue with the engagement of LinkedIn learning]
going forward|

Revised FEP is now in place]

AS 2.6, GEAP2
4.8, DES 26,
GEAP1 2.10

3.10.

To create mentoring
opportunities for all staff.

Measures of Success: See
AS Action Plan 2021.

member of staff, linked to the reintroduction of annual development and HR Director
performance review, to identify staff priorities for training.
Catalogue the wide variety of training programmes offered on LinkedIn Learning
Platform and actively promote engagement across all staff categories. Monitor HR Director
engagement with LinkedIn Learning in terms of uptake in numbers against staff
headcount and evaluate effectiveness/satisfaction in next AS survey.
Restore a modified version of FEP from AY 2021/22 and ensure approval for HR Direct
P s P P " irector

training is linked to individual training needs analysis and development plan.
Relaunch a revised mentoring scheme for all staff categories at various career .

HR Director
stages.
Seek EOI from experienced/senior staff in all staff categories to establish mentor 5

HR Director
panel.
HR advertise and promote the mentoring scheme centrally, HoS and Head of Unit .

HR Director

promote at local school/unit level and encourage participation at all career stages.

HR Director and newly
appointed HR Learning &
Development Manager

HR Director and newly
appointed HR Learning &
Development Manager

HR Learning &
Development Manager in
conjunction with Deans,
Vice Deans EDI and
Hos/Units

Sep-21

Sep-21

From January 2022
and ongoing

From September
2021.

In Progress- On Track

In Progress- On Track

In Progress- On Track

In Progress- On Track

Mentoring procedures is now in place and mentoring]
and mentee training scheduled and being delivered A reminder email detailing what is in|
place for the coming Academic Yea

Mentor champions have been identified across some colleges and professional service unit}
and L&D plans to work with these individuals to create a cadre of colleagues to drive and|
sustain mentoring at local level |

A further information email will be issued for the new academic yea




Provide regular training for mentors and mentees. Advertise dates well in advance

and ensure training opportunities exist outside of term time and at various times to HR Director

ensure part-time staff are able to access training.

Promote awareness of mentoring schemes and encourage women to engage in
mentoring via Athena SWAN communications and via the staff networks.

HR Director

HR Learning &
Development Manager

HEO and AS
Communications Working
Group

Review uptake and
effectiveness in
September 2022 and
annually thereafter.

From January 2022
and ongoing

In Progress- On Track

Scheduled and progressing}

Mentor Champions established]

AS 2.7

3.11

To support postdoctoral
researchers for academic
career progression.

Measures of Success: See
AS Action Plan 2021.

Reserve 10% of places on CELT PG Certificate in Teaching & Learning for
postdoctoral research staff.

Explore options to create more opportunities for staff (academic and researchers)
to pursue PG in Teaching & Learning including online and blended programmes.
Develop proposal for creating additional capacity for PG studies in Teaching &
Learning for academic and research staff.

Collect data centrally and systematically on applications from researchers for
progression to Research Fellow and Senior Research Fellow.

VPRI

VPRI

VPRI

Director CELT and VPR

Head of RDC & VPRI

Head of RDC/HR

From AY 2022/23

Q12024

Q1 2023 and annually
thereafter for the
lifetime of this action
plan.

In Progress- On Track

In Progress-

New this term. VPRI and CELT to be consulted on progress||

AS 2.8, AS2017
3.9, GEAP2 6.5

3.12

To review contract status
for lecturers on contracts
of indefinite duration as
women are more likely to
have CIDs.

Review all academic CID contracts.

Re-categorise status to ‘permanent’ for those on indefinite contracts where the
rationale for the post is linked to established programmes.

HR Director

HR Director

HR Director in
consultation with Deans
of College and DPR

HR Director in
consultation with Deans
of College and DPR

Complete review
process of all CIDs by
Q2 2022

Implement status
change for those
eligible for permanent
status by Q3 2022

Not Started

Not Started

This piece of work will be completed in Q4 2022

This piece of work will be completed in Q4 2022 ]

As2.9

313

To reduce the negative
consequences of using
precarious contracts as

Women are more likely to
hold TSS contracts.

Establish UMT-led working group to review TSS recruitment, employment terms
and career support with a view to reducing the negative consequences of using
precarious contracts.

Survey TSS staff to ascertain the negative consequences for those who wish to
pursue academic careers.

Identify appropriate career supports and pathway for progression where
applicable.

HR Director

HR Director

HR Director

DPR, Director HR & Deans
of College

DPR, Director HR & Deans
of College

DPR, Director HR & Deans
of College

Q2 2022

Q2.2023

Q2.2023

In Progress- On Track

In Progress- Delayed

In Progress- On Track

Working group has been established and continues to work on developing new policies and|
procedures to address the issues and concerns with the engagement of staff in this category,|

This may be moved to Q4 in 2023, to allow a period of time to ensure changes in the policy to

engage TSS staff to have bedded in |

This will be something that will need to be covered off by PMDS link process. The numbers in|

this category of staff is large so will require a plan for individual career supports

AS 2.10

3.14

To implement PMDS
(paused in 2017) as the
basis for individual career
development support and
performance management
discussions.

Conclude consultation process on draft scheme.

Develop training for Reviewers and Reviewees.

Roll out training to all staff categories

HR Director

HR Director

HR Director

HR Director, DPR

HR Director, DPR

HR Director, DPR

Q42021

Q22022

Q2 2022 - Q4 2022

Complete

Complete

Complete

PMDS policy draft has been accepted by the unions and will be rolled out in October 2022.

Training has been developed for managers and staff on the PMDS

Training has been developed for managers and staff on the PMDS

AS 2.11

3.15

To mitigate career limiting
impact for lecturers on
fixed term contracts as
58% of lecturers on

Establish requirement for all lecturer fixed-term posts > 1 year to adhere to

applicable academic allocation of work for Contract A (60/20/20) and B (40/40/20),

in line with school norms.

DPR

DPR & Deans of College

Q32022

In Progress- On Track

A Workload Allocation Model is being developed that specifically references this requirement,|
It is currently making its way through the University’s structures with a view to sign-off by Q4]



Fixed term contracts
pursuing academic careers
are women.

Include requirement for probation supervisory meeting and equivalent career
development support.

2vuze)

To mitigate barriers to
promotion for

Similar to the multiplier mechanism to formally discount time out for caring
purposes in the assessment of applications for promotion, use staff consultation via

EDI Programme Manager for Race Equality leading on wide consultation on barriers and|

AS 4.2 3.16 international staff who focus groups and pulse survey to develop an appropriate method to formally DPR DPR & HEO Q12022 In Progress- On Track ~challenges pertaining to international staff. Q4 2002 and Q1 2023. The findings from this willj
experience visa and visa-  quantify and discount disadvantage related to work permits, visa restrictions on help inform specific actions in relation to the promotions process.|
related travel restrictions. travel for International Staff.

To mitigate the negative ) . R .
impact of Covid-19 on Hold a series of focus groups with academic carers at Lecturer and Senior Lecturer
P . levels, to collect data on the experience of academic carers because of COVID-19; DPR DPR and HEO Q22023 Not Started
career progression i N N =
N and how this has impacted on academic activity.
especially for carers.
2 2022 in advance of
Invite applicants for progression and promotion to describe and quantify the (llhe call for the second
As4.9 3.17 negative impact of Covid-19 on career outputs in progression application and DPR DPR =S Complete An additional specific box is now included in all application forms.
future rounds of promotion. ) )
promotions in 2022
Use feedback from focus groups to inform the development and application of a
Measures of Success: See  mechanism (similar to the multiplier to formally discount time out for caring
N . - . ) N DPR DPR and HEO Q22023 Not Started
AS Action Plan 2021. purposes in the assessment of applications for promotion) to quantify and discount
disadvantage related to Covid-19.
To enable reporting on the Complete a review of existing academic contracts to distinguish between Contract A - HR Director & A 57 - e TR - - O -
proportions of menand  and B lecturers. irector Q n Progress- On Trac manager will provide reports to ontracts to start this process
women on Lecturer A and
B contracts and by job HRISS
grade so we can identify if

AS5.1 3.18
there are gender HR Director &
differences by contract
function which may lead Create separate fields on CoreHr to record lecturer A and B contracts. HR Director Q12022 In Progress- On Track Fields in Core identified and set up in core to apply solution required
to barriers for progression
to senior academic roles. HRISS
So data will be available to

N . Complete the action from the 2017 action plan- Recruitment data for research
monitor applicant rates by . . q

AS5.2 3.19 A —— posts should be collected centrally- and with the new upgrade of COREHR to ensure HR Director HR Director Q42021
g that all research recruitment is processed centrally.
stages for research staff.

DES 26,36, HEA HR Director/HEO Specific training will be provided now that the Recruitment Policy and Inclusive Recruitment
1 11' 1 ‘16 The University will provide all Hiring Managers (Deans, Heads, Directors, Managers) Toolkit are finalised - Ref Actions 5.8-5.10. This will include online training as part of the new
R To ensure appropriate EDI in the University with specific training on Inclusive Recruitment & Selection, which EDI in HE online training which has a module directly focused on recruitment matters. This
GEAP13.1 320, O cledreaperop ! ¥ with sp '8 - ) : | VPEDI/ HR Director 01/06/2019 31/12/2020 In Progress-delayed " | Al Y
AS2017 4.2 training for all staff. should include training on the recruitment policy, the Inclusive Recruitment Toolkit, EDI in HE programme is available on LearnUpon LMS platform from late May 2021.
GEAP2 4'1' and unconscious bias. Recruitment Policy and Procedure approved at the December 2020 meeting of Udards na
; hOllscoile.
Resources/ HEO
In light of a new academic promotions scheme and future strategic workforce planning for
The University will review and reintroduce a performance review process for all Heads of professional services, PMDS will be a process to feed into both. Discussions with the
DES 26,36,38, Staff Review & staff which should include best practice as outlined by the HEA: A) Ensure Administration Union group back on track with regular union meeting since August 2020.
HEA 1.11, 1.14, 3.21 Develanrans discussion of career development and promotion takes place annually, B) Ensure HR Director Sep-21 Not Started Discussions are now almost concluded with the unions and this will be rolled out in advance
1.16, GEAP2 4.3 P : discussion of workload allocation takes place annually, C) Incorporate evidence of of the Job sizing for professional services due to start in September 2021. Unions are now
advancing gender equality as a criteria for review. Cross ref. 3.9. . being informed that we will be introducing the PMDS in September 2021, as part of our
School/Units commitment to the Public Service provisions accepted by the unions.
Training will start in March 2021 for Manager in Colleges and Unit, and will continue monthly
DES 26,36, HEA 3 thereafter. Training commenced on the modules in two half days slots, however this is now
e Ensure appropriate The University will provide a gender-aware Leadership Induction Programme for all B 3 N i
1.11,1.16, - . - L B . revised and will be delivered in 1 hour or 1.5 hour slots from June 2021. Once we are able to
3.22 staff moving into leadership positions, to cover topics including HR and HR Director Human Resources 01/01/2019 31/12/2020 In Progress-delayed . L N . L )
GEAP1 3.2, deliver on campus this will be revised into a day long training programme for managers. This

OVPENIInAliry sandar amnality hact nractice and nannla managamant clille
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GEAP2 4.5 will work in line with a new Leadership Development for senior manager to commence in

training for Managers. September 2021.

The initial review of the PhD scheme included a review of progress reports to the Sabbatical
Leave Sub Committee. The reports shows that 18 staff members enrolled in the programme
(15 from SNM, 2 from SBE, 1 from SHS) since 2013. Available records show that in the SNM, 6
staff members successfully submitted PhDs, 4 withdrew from the scheme and 6 continue to
engage with the scheme as of latest report submitted in AY 2018/19. No reports are on
record from the SBE or SHS. Next steps:

AS2017 4.8, 323 Review impact of PhD The Uni.versity will evaluate the PhD Scheme for Lecturers to ascertain its impact R DER 01/09/2019 31/12/2019 e 1. Engage the EDI officer for CMNHS to survey registered applicants for the Scheme

GEAP2 4.10 Scheme. and review the scheme for the future. to ascertain how effective the scheme was to support their doctoral studies (those who

submitted or are on track to submit). Identify gaps in the scheme

2. If possible, identify academic staff in each school who do not have a PhD to
establish if they were aware of the scheme, why they did/did not enrol in the programme

3 Identify any gender differences, if any.

Draft completed and discussed with Unions. Now policy will include some revisions to include
elements needed for remote working in the future. Sub group looking at this met on the 15th
The University will develop a competency framework for the grading structure of October with a view to progressing same for wider circulation and consultation. Sub group
professional and admin staff, including monitoring the impact on appointment and HR Director Human Resources 01/01/2017 31/12/2019 In Progress- met again at the end of November. A further meeting was planned for early February 2021 to
progression. review and conclude, following that it will be sent to the Unions for consultation. This is now
going to form part of the Job sizing and will be externally reveiwed to ensure best practice
going forward.

GEAP13.3, 32 Ensure equality and
GEAP25.11 } fairness in grading.

kS

DES 21,28, HEA 9, BB yr B T University of Galway has given a commitment to have 25% women in the professoriate by

ESHCeg 2020. As of end of December 2020 23.7% of the professoriate are women - 29% of PPs are
iomen, 17.5% of EPs are women. While this is very significant progress over the past 5 years,
R The University targets for gender proportion of Senior-level Academic staff by 2020 . B L W ' _I ! _V Ty signiti P g v P v
3.25i DPR Executive Deans 01/01/2018 31/12/2020 In Progress-delayed clearly there is still much work to be done in this area, even to achieve the modest
25% female Profs (AS), 45% female SLs (AS) Cross Ref. 3.7. .
117,118, professorial targets set out below. We have, however, surpassed the 2020 SL target by 1%.
AS2017 3.4, 3.6 proportion of Senior level As of December 2020 46% of SLs are women. This indicates a strong pipeline for promotion
GEAP2 6’1 i i Academic and and recruitment to the professoriate and augurs well for the future.

Professional staff above
the flexible
cascade model.

NOTE: in light of the challenge of getting to a 25% female professoriate by 2020, EDIC andj|
" " . . . Udarés na hOllscoile have accepted this is a very challenging target for the University to|
The University targets for gender proportion of Senior-level Academic staff by 2022
GEAP2 6.1 ii 3.25ii e B [P A/ DPR Executive Deans 01/01/2018 31/12/2022 In Progress-on track achieve and have agreed, while continuing to strive as energetically as possible to increase
26% female Profs, 47% female SLs " . q a P
the % of women in the professoriate, that working over time to the 28% target in 2024 ma
be more realistic.

The University targets for gender proportion of Senior-level Academic staff by 2024 Our target to have 50% of our SL cohort women by 2024 is comfortably within reach, and is
GEAP26.1iii  3.25iii VeI ATl A/ DPR Executive Deans 01/01/2018 31/12/2024 In Progress-on track B v v

28% female Profs (40% HEA), 50% female SLs likely to be achieved ahead of schedule.

Director of HR,
Please note that as of July 2019 there were 60% women at the most senior

rofessional services grade of Secretary, and 56% women at Assistant Secreta Deans, Relevant
prof . . Y f % . 5 . v At present females hold a higher % of posts in Professional Services up to and including
e Uy @ ey R R s S o Ao E SR G UMT Lead for Assistant Secretary level (10 Women, 7 men). There are 60% women at the most senior
GEAP2 6.1 iv 3.25iv The University targets for gender proportion of senior grades of Professional, HR Director 01/01/2018 31/12/2020 In Progress-delayed Y g X N

Professional Services grade of Secretary. Associate Secretary is the grade with a deficit of

management, and support staff by 2020: Professional Services Technical - 10% Professional T D [, £ i 60 (e GO S s (B ey e g et

women at CTO; Professional Services Library- 42% women at Senior Librarian;

Professional Services Estates - commence Apprentice Programme for women. .
Services Area

O . . . Director of HR,
The University targets for gender proportion of senior grades of Professional,

management, and support staff by 2022: Professional Services Administration - 45% Deans, Relevant Discussion commenced in early March with some female technical staff, further meeting
GEAP26.1v 3.25v women at Secretary; Professional Services Technical - 20% women at CTO; HR Director UMT Lead for 01/01/2018 31/12/2022 In Progress-on track required. An action plan to be explored of what female staff see as the barrier they are

Professional Services Library- 45% women at Senior Librarian; Professional Services experiencing to promotion. The first female CTO was appointed in late 2020.

Estates - active Apprentice Programme for women

Professional

Services Area



The University targets for gender proportion of senior grades of Professional,

management, and support staff by 2024: Professional Services Administration - 50%
women at Secretary, and 40% women at Associate Secretary; Professional Services
Technical - 25% women at CTO; Professional Services Library- 50% women at Senior

Director of HR,

. . . A plan from initial discussion required to see how the percentages can be increased year on
GEAP2 6.1 vi 3.25vi HR Director 01/01/2018 31/12/2024 In Progress-on track

Librarian; Professional Services Estates - active Apprentice Programme for women Deans, Relevant year in line with vacancies arising

UMT Lead for
Professional

Services Area

DPR DPR
The scheme that has been implemented in agreement with the academic unions is based on
individual achievement of the standards required, rather than on quotas. As such, a cascade
DES 28, HEA Review & monitoring of  The University will implement the Flexible Cascade model as a minimum for model cannot apply directly. However, numbers are constantly monitored and any deviation
. 3.26 oW g P A p ° s 2 minimu 01/01/2018  31/12/2020, ong In Progress-on track CLAPCICAIRWTETD by v A
1.17, GEAP2 6.2 Promotion schemes. promotion and recruitment of academic and senior professional staff. from what would be expected in a flexible cascade model will be addressed if this arises. After|
two rounds this has not arisen. The proportion of women promoted has been higher than the
proportion in the eligible pool.
HR Director Human Resources
AS2017 3.7, Realign University of . . P . N . . : . . . .
ealign Lniver |.y The University will reintroduce an Associate Professor grade in addition to existing February 2022 ‘Associate Professor’ grade re-introduced in tandem with the ‘Professor in”
GEAP12.3, 3.27  Galway Academic grades B VPEDI umTt 01/01/2018 30/09/2020 Complete N
) professorial posts. revised grade/post.
GEAP2 6.4 with sector.
Ongoing review of PTA contracts with a view to issuing contracts to all staff and have a
process in place for the issuing of appropriate contracts. A number of CID contracts have
AS2017 3.11, Ensure PTA staff are The University will review PTA contracts, identify any staff categorised incorrectl . . been issued up to March 2020. This work is continuing during COVID-19 and new changes
3.28 3 . o Y . ) ~ M y L 8 . v HR Director Human Resources 01/01/2019 31/12/2019 AtRisk = P ) ) 8 g E
GEAP2 6.6 categorised appropriately. and begin discussions with the DES regarding reclassification if appropriate. being introduced for Academic Year 20/21. A high level working group to be developed to
identify and address issues of concern and ensure a clear process for the future, to avoid
incorrect recruitment by the colleges.
Negotiations to develop a scheme sectorally have progressed. We hope to secure approval to
use the UCD Model which was approved by DES.
GEAP1 3.4, Career progression for The University will work to introduce a promotion scheme for professional and 5 . . . . . .
3.29 HR Director Human Resources 01/12/2016 31/12/2020 At Risk Discussions also took place locally with unions since August 2020.
GEAP2 6.9 Prof/Support staff. admin staff, based on consultation sectorally with DPR and DES. 2y g2

Discussions with Unions are now completed. The proposal approved by UMT is that the
scheme will commence in September 2021 to accept applications.
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RATIONALE

University of Galway Gender Equality Action Plan 2021-2025

4. Integration of the Gender Dimension into Research and Teaching Content

|RESPONSIBLE

|ACTION DETAIL START DATE

Support university and college leaders with responsibility for learning & teaching to lead the N
EDI Strategy Implementation

DUE DATE

EDISG2No 5 4.1 integration of awareness and principles of EDI across the undergraduate and post graduate WG
taught curricula.
The Working Groups tasked with developing the next academic strategic plan have been
Embed gender equality T8L Committee, EDI constituted and will engage with Padraic MacNeela and his team (Consent Framework) and
DES 37, HEA 1.12, GEAP2 awareness into Embed equality awareness (race, gender etc.) into teaching and learning in particular in ' N with the Vice Dean EDI and team in CBPPL on inclusive curriculum, to explore how best to
4.2 d Y ( 8 ) J gin p DPR Strategy Implementation 01/01/2019 31/12/2020 |n Progress-delayed P

1.5, EDIS G5 No 6

Teaching and
Learning

undergraduate and postgraduate curricula. WG

implement this action. Embedding the principles of equality, diversity and inclusion, inclusive
of gender equality, was formally approved by QEC in March 2020 to become part of the
quality review of taught programmes: QA006




OLLSCOIL Ma GAILLIMHE

University of Galway Gender Equality Action Plan 2021-2025

5. Measures Against Gender-Based Violence Including Sexual Harassment

SOURCE # | RATIONALE |ACTION DETAIL LEAD|  RESPONSIBLE|

Establish and lead a cross-university working group to implement the Consent Framework The Consenf Fr'flmework Implementation Wc.vrkmg Group was establlsheq with cross-university]|
CF, EDIS G4 No 3 5.1 Action Plan representation in September 2019. The working group formally changed its name to the Sexual
Violence and F Prevention and committee in April 2022. The group is|
tasked with overseeing the implementation of the Consent Framework Action Plan in addition|
VPEDI VPEDI Complete to responding to relevant issues arising at institutional, sectoral and national level |

EDISG3 No 3 52 Provide leadership in the devel of IUA guidelines to support the ; e . .
- implementation of the Consent Framework. Contributed to the development of the IUA Guidelines on the implementation of the Consent]
Framework and responding to alleged staff or student or university related sexual misconduct]
VPEDI VPEDI Complete in 2020
Development and launch of institutional policy on domestic violence led by Dr Nata Duvvury in|
EDIS G3No 9 53 Advocate for consideration and inclusion of domestic violence as part of the remit of work on ZOZ;' Wi P0|I.CV was for.mally Ia.unched b‘{ l-he DT R an: nglher Educatll:)n,
B gender equality at a national level. Research, Innovation and Science, Simon Harris in May 2021. Dr Duvvury has also undertaken|
an extensive case study exploring how ground-breaking research at University of Galway on|
domestic violence as an economic issue, has had a fundamental role in shaping the global
VPEDI VPEDI Complete research agenda, legislation and policy |
Contribution to the policy/strategy emphasis on including domestic violence within the]
In Progress-on track emphasis on gender equality at IUA VPEDI group and HEA National EDI Committee.|
. . . i . N Engaging with HR on the Wellbeing strategy to promote physical, social and emotiona
EDIS G4 No 4 5.4 (@i i (1R (e e, e et man el v el wellbeing and the implementation of the Keep Well Mark. Niamh Gallagher is our Health and|

including recognition of the impact of domestic violence on our staff and students. VPEDI VPEDI In Progress-on track committee repr
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RATIONALE

University of Galway Gender Equality Action Plan 2021-2025

6. Embedding Gender Equality Including the Intersection of Other Characteristics Across University of Galway

ACTION DETAIL

Create a suite of AS specific data reports including Recruitment reports in CoreBI. Collate

LEA

RESPONSIBLE

ISS Director, COO & HR

START DATE

Currently looking at the reports that are issued to ensure that they are addressing the

HR Director 32022 In Progess- On Track
To ensure staff data annual reports for SAT and School SATs. HR provide annual report to EDICC. Director Q 3 information requested by the Committee |
including recruitment
AS 1.2, DES 26, 28, HEA 6.1. reports can be easily Q1 2022 following
1.15, 1.16, AS2017 4.1, accessed by the SAT and I
finalisation of AS
GEAP22.6,5.3 School SATs. HEO HEO 5
Ireland consultation
HEO will specify precise report requirements. process
To increase staff
engagement with Athena
SWAN consultation The OVPEDI recently appointed an EDI Programme Manager for Gender Equality (The remit of
Director of Planning and Institutional Research the proposed AS Project Manager was expanded) and a Data Manager- These new staff
!)roFess'es atan Identify appropriate survey system (e.g. Banner 9, Ellucian). L 8 ) Q3 2022 In Progress- On Track prop . d . .g P ) 3 ) )
institutional level. Institutional Research Officer members will be working with the DPIR to develop the central survey and identify an|
appropriate survey system over the coming months |
6.2 Measures of Success: See
AS Action Plan 2021.
Director of Planning and
Agree bank of survey questions in consultation with school SAT Chairs. L 8 AS Project Manager Q4 2022 In Progress- On Track See above
Institutional Research
Director of Plannil d
Deploy central survey. rec (_)r 0_ anning an AS Project Manager Q1 2023 and 2025 In Progress- On Track See above]
Institutional Research
OVPEDI communicate to all staff the proportion of staff who have provided their diversity data wstpleias l:”' e oy UFT B - d”l ’;';d'y i "é':' :"d":' :": '"'u": ”l;'
and share findings on the diversity profile of the staff VPEDI VPEDI/HEO Jun-21 I e e the sta i iversity pro |f>were CF a.te an \ssemmafe ased on data gathered|
Share findi he di ) file of th i Updates were provided to Academic Council prior to June 2021. Since then, there hasn’t been|
are findings on the diversity profile of the staff. an tindate an the diversity nrofile It was identified that it i< escential tn have a dedicated
AS 1.4, EDIS G2 No 3, G5 VPEDI will provide update at academic council, Professional Services Managers Forum From June 2021 ) . . . . L
6.3. ) VPEDI VPEDI In progress-delayed Updates will be provided to Academic Council on an annual basis, commencing in 2023 ]
No4 meetings. onwards
From September The process is being revised in order to ensure that we are capturing the data requirements at|
Vice Deans EDI co-ordinate reminder communications from HoS on bi-annual basis. VPEDI Vice Deans EDI & HoS 2 In progress-delayed 5 . d p g .q q
2021 onwards national level. As noted above, the Data Manager has a pivotal role to play in this process |
Comprehensive diversity
data will enable University o A 5 "
. L N . . . Staff engagement with the revised data gathering/ management process will be embedded|
of Galway to consider the Formally request staff networks to highlight the importance of gathering comprehensive data Chair EDICC and Staff From October 2021 ) ) ; .
. . . VPEDI ) In progress-delayed through the various EDI committees, networks and staff members with responsibilities for EDI|
intersectionality of gender and promote engagement among members. Network Chairs onwards
) and for staff data management |
with other elements of
identity.
Using an intersectionality frame, gather and publish data
EDI Strategy Implementation
Measures of Success: See  systematically on the protected characteristics and socio-economic status (where possible) WG
AS Action Plan 2021. annually to establish an evidence base for activities, policies and practice.
Institute a yearly audit guided by an intersectionality frame to assess progression of staff on EDI Strategy Implementation
the basis of gender, ethnicity, sexual orientation, disability status, and age. WG
EDIS G2 No 2 6.4 Develop and communicate an evidence base of the impact of strategic intersectionality driven EDI Strategy Implementation
o EDI initiatives w6
Chair(s) will lead the process of appointing a new female Co-Chair for period 2021-2025. Chair(s) ISAT Chair(s) ISAT Jun-21 Complete New female Co-Chair (VPEDI) appointed January 2022
AS1S 65 To plan for the future of f?econfigure |§AT to operat‘e with fewer members as Steering Group to oversee Chair(s) ISAT Chair(s) ISAT ISAT June meeting comies ISAT re-configured in. {une 2022 to oversee imple@entation of action plan. Co-option of
the ISAT. implementation of the action plan. 2021 additional members to ISAT required, to ensure gender balance of ISAT]|
A call for new ISAT will issue in 2023 to plan assessment for 2025 silver application. Chair(s) ISAT HEO/AS Project Manager Q42023 Not Started




To continue to support
the integration of Athena
SWAN principles and
support, in a practical

way, Schools to apply for  Appoint AS Project Manager VPEDI VPEDII& HEO Q12022 Complete The new EDI Programme Manager for Gender Equality was appointed in July 2022 ]
AS awards, and to
implement their Action
Plans. Cross ref. 1.14.
The new EDI Programme Manager for Gender Equality has developed a suite of resources|
which are held on the EDI website and on Teams |
Q1-Q42022 and The Programme Manager has also developed a comprehensive structured approach to
Measures of Success: See  The AS Project Manager will further develop internal resources, advisory sessions and . ongoing in line with supporting internal AS SAT Chairs and the wider SAT. This includes a series of advison
AS 1.6, GEAP2 3.2 6.6. !  Project ser witht evelop u visory sessi VPEDI AS Project Manager going in i ! In Progress-on track supporting . ! thewl au b cvison
AS Action Plan 2021. formalise the internal AS Chairs/Practitioners network Charter sessions for the duration of the SAT from inception to the submission of their application.|
developments There are also plans underway to have the first meeting of an Athena SWAN Champions
Network in December following consultation with the VD EDI|
Future proof HR system to enable data reporting from restructuring and mergers in - . . : . .
VPEDI HRISS and ISS Director Q3 2022 In Progress-on track HRISS actively engaged in enabling data reporting from restructuring
Colleges/Schools
The Head of Equal Opportunities and the EDI Programme Manager act as internal reviewers|
ISAT Chair will assign an experienced internal AS panellist to act as internal reviewer for each Q4 2021 and ongoing for school submissions. Staff members with expertise of undertaking applications and|
L VPEDI ISAT Chair . In Progress-on track L N 3
School submission as required participating on the AS evaluation process nationally, also support this process where]
required)
The EDI Programme Manager for Gender Equality has developed a timeline to mapj
The Athena SWAN SAT will develop plans and timelines for all ASSCS/BPPL schools in applications/renewals across the university. The OVPEDI have engaged with the Vice Deans|
conjunction with Vice Deans EDI to Encourage all Schools to apply for Athena SWAN Bronze in VPEDI Institutional SAT 01/01/2020 31/12/2021 In Progress-on track EDI on an ongoing basis to progress Athena Swan applications and action plans at the Colleges|
relation to the expanded charter. of ASSCS and BPPL]
Provide Trans 101 training each semester. HEO HEO Q4 2021
To promote positive Review language and use of pronouns in University policies via EIA. HEO HEO Q12022
AS4.15 67. behaviour and attitudes
for trans staff and Collaborate with RCSI (lead), CIT and TENI to roll out a series of open-source animations to
students. support Trans 101 education in HEIs. The animations will be tested and piloted in RCSI, IADT,
o 5 a p HEO HEO Q42021
MTU and University of Galway in summer 2021 with a view to a launch in semester 1 in AY
2021/22.
. . Feed requirement into Student Digital Pathway project to create a field for preferred name
To enhance inclusion of all )
AS4.16 6.8. B o and gender for those students who choose/are unable to formally change their name on HEO HEO Q32023
gender identities.
student records.
Achieve an institutional Athena
EDIS G1 No 2 6.9. VPEDI In Progress- on track Our aim is to apply for a Silver award in 2025 |
SWAN Silver Award.
Engage actively in Athena SWAN evaluation panels and
share learnings with both the institutional and departmental EDI Strategy Implementation
EDISG3 No 8 6.10 A - : :
Athena SWAN SATs, in additional to those in GMIT and Sligo IT. WG
Develop and promulgat hared understanding of lit lity of tunity EDI Strategy Impl tati
EEEEmA aan p p gate a shared understanding of equality/equality of opportunity across rategy Implementation
campus. WG
DES 24, HEA 1.22, GEAP2 Achieve Athena SWAN The University will retain the Athena SWAN Bronze award until Silver is obtained, within 8 i Renewed Bronze award 2021, valid until April 2025. A new institutional SAT will be established|
6.12 Y VPEDI Institutional SAT 01/04/2018 31/05/2021 Complete =

3.1

award

years of Bronze.

in 2024 in order to prepare our 2025 application for a Silver award |




