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1. Letter of endorsement from the Head of Department — maximum 500 words

See attached.



2. The self-assessment process — maximum 1000 words

Self-Assessment Team Members:

Professor Stan Scott is Head of School of Electronics, Electronic Engineering and
Computer Science (EEECS). He has been an academic in the School for over 25
years. He has previously held the positions of Director of Education and Research
Director of the High Performance and Distributed Computing research cluster. He
is married to a female academic who works in another School in the University and
has two daughters. He has experience of childcare responsibilities from young
children to young adults.

Professor Maire O’Neill is the Athena SWAN Champion for the School and is Chair
of the self-assessment committee. She is Technical Director of Data Security
Systems in the School’s Centre for Secure Information Technology (CSIT) and is
Chair of the School’'s EEE REF Reading panel. She has one young child and her
husband is also in full-time employment.

Professor Danny Crookes is Research Director of the Speech, Image and Vision
Systems research cluster in the School. He has been an academic within the
School for over 30 years and is a former Head of Department of Computer
Science.

Dr Victoria Stewart completed her undergraduate and post-graduate degrees in the
School. She was employed as a temporary lecturer in the School from 2008 to
2010 and is currently a post-doctoral researcher within the Intelligent Systems and
Control research cluster.

Dr Xin Yang is an Engineer in the School’s Institute of Electronics, Communications
and Information Technology (ECIT). She has one young child and a partner, who is
also employed as a full-time Engineer in ECIT.

Allister Lee is the School Manager and is responsible for administrative and
technical staff within the School. He sits on all key committees within the School.
Allister has worked in the University for over 16 years. He has three young children
and a partner in full-time employment.

Gemma O’Donnell is the School Marketing and Student Recruitment Officer,
having been recruited to the post from outside the University in 2008.

Yvonne McKnight is the School’s postgraduate administrator for both taught and
research. She has one daughter and two grand-children and regularly assists with
their childcare.

Sable Campbell is a final year PhD student within the School.

The Self-Assessment Team was initially set up in 2009 and was expanded in January
2011 to include the new Head of School, Professor Scott, and representation from a range
of staff experiences, both professionally and personally. The team hold a meeting every 2
months to discuss the School’'s annual gender-related statistical information, on-going
activities and also to plan future activities to address the gender imbalances identified at
the key career transition points (a key area of concern in the School being the transition
from PhD to post-doctoral studies).



After analysis of this year’s data, an online survey was carried out by Ms O’'Donnell and Dr
Stewart of PhD students and post-doctoral researchers (both male and female) within the
School to ascertain their views on a career in academia. This was followed-up by a focus
group targeting female PhD students. The results have helped to inform a number of the
proposed actions outlined in the Action Plan.

The School’'s Action Plan for October 2011-October 2014 has been reviewed by the
University’'s SWAN Steering Group, which comprises the Director of the Queen’s Gender
Initiative, the Director of Human Resources, the University’s Equal Opportunities Manager,
the Dean of Engineering and Physical Sciences and senior staff from other Schools.
Professor Maire O’Neill also attends monthly SWAN Champion meetings, at which all of
the University’s SWAN Champions meet to discuss and share best practice.

The presence of the Head of School on the self-assessment team has been of significant
benefit. He reports on the School's SWAN activities to the School Management
Committee, the most senior committee in the School, and has been able to help raise
awareness among all staff in the School of the gender-related imbalances at key career
stages. This has led to direct feedback and suggestions on SWAN activities from
members of staff outside of the self-assessment team. School SWAN activities are
reported by Professor O’Neill at School Board meetings, which are held quarterly and
attended by all staff (Action 6.2).

The School has a dedicated webpage regarding the SWAN initiative
(http://www.qub.ac.uk/schools/eeecs/SWAN) which currently provides information on
funding opportunities (including gender-specific schemes) for research staff (Action 5.2)
and a direct link to the University’s family-friendly policies and forms, and information on
its créche facilities. This is maintained by the School web co-ordinator. Future plans
include using the website to promote the current and planned SWAN-related activities in
the School.

The team will continue to meet on a two-monthly basis to monitor the implementation and
progress of current activities and those proposed in the Action Plan.

(793 words)

3. A picture of the department — maximum 2000 words

EEECS is one of the largest Schools in Queen’s University Belfast. The School was
formed in 2005 through the amalgamation of the former Schools of Electrical and
Electronic Engineering (EEE) and Computer Science (CS). It is based across 4 sites,
including the £40m ECIT research centre which is situated in the Northern Ireland Science
Park in Belfast, 5 miles from the main site. ECIT is also the location of CSIT (Centre for
Secure Information Technologies) which is a UK EPSRC/TSB Innovation and Knowledge
Centre. These different sites have led to highly autonomous research groups and
researchers working in isolation. Therefore, to improve networking among researchers,
the School has established a Research Society and an EEECS Doctoral Student network.

The School offers a number of degrees, including core, professional accredited
undergraduate courses alongside research-focussed postgraduate programmes, all of
which span the broad disciplines of EEE and CS. In the past, the School has achieved top
scores in teaching quality assessments. It also has an excellent record for research.
Research within the School is divided into 9 research clusters. The School performed well
in the 2008 RAE with 60% of research output across the School judged to be
‘internationally excellent’ and 15-20% deemed to be ‘world leading.’



In 2009/10 the School had approximately 1000 undergraduate students, 220 postgraduate
students, 45% of whom were PhD students, and 66 research staff. There were 59
members of academic staff, with 16 full professors, including 1 Fellow of the Royal
Society, 4 Fellows of the Royal Academy of Engineering and 3 IEEE Fellows. Overall,
females represented 22.5% of the School’s population (overview in Fig. 1). Over the last
three years (2007-2010), the percentage of female undergraduates and postgraduates is
in line with the UK national average for engineering and computer science. However, the
School has identified a drop-off in the number of females continuing to post-doctoral
research from PhD studies, in comparison to the UK average. The number of female
academics in the School (10%) is also slightly lower than the UK average (12%).

The management structure comprises a Head of School, Director of Education and 9
Research Directors who lead the research clusters. In 2010, two female staff members
were promoted to professorial level, becoming the first female Professors in the School’s
history. One of these Professors was subsequently appointed to a Research Director
position and a female senior teaching fellow appointed to Director of Education. This has
resulted in a female academic presence in the School’'s senior management committees
for the first time. The School feels that this is an ideal foundation on which to continue to
build and develop its SWAN activities.
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Fig. 1. Overview of female/male numbers at (a) Undergraduate level and (b) Postgraduate, Research
and Academic level in the School of EEECS, 2009/10



Student data
(i) Numbers of males and females on access or foundation courses

Over the past few years, the School has run foundation degree courses in ‘Web
Technology and e-Commerce’ and ‘Creative Multimedia’ at two further education colleges
in Northern Ireland (NI) targeting those returning to the workforce, or those who have not
followed traditional career paths.

The number of females on the foundation degrees has remained static for the last 3 years
while the number of males has declined (Fig. 2).

The School has been involved in a number of initiatives organised by the Widening
Participation Unit in the University to attract non-traditional groups, including women to the
courses. Examples include running taster events on the courses, giving talks at the
schools and FE Colleges and providing additional information on vocational entry
requirements for our courses beyond what is provided in standard University literature.

However, in 2011, the colleges decided to close these foundation degrees. Therefore, no
further action will be undertaken regarding these courses.
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Fig. 2. Numbers of females/males on foundation courses in the School of EEECS for the past 3 years

(ii) Undergraduate male and female numbers

The overall F:M ratio in EEE in the School has increased slightly over the past 3 years and
is higher than the UK average (Fig. 3a). The overall F:M ratio for CS has also increased
since 2007 to 0.3:1, which is significantly higher than the UK average of 0.2:1 for CS
courses (Fig.3b). This is due to one of the School’s CS courses, Business and Information
Technologies (BIT), which has a high percentage of females (40% on average) in
comparison to our more traditional CS course (22%). Considering the CS course on its
own, its F:M ratio is 0.21:1, which is in line with the national average.

The percentage of part-time females undertaking undergraduate courses has fluctuated,
but has improved since 2007, with the majority enrolling in CS courses — only 3 females
have enrolled in EEE part-time over the three years (Table 1).

The School has a dedicated Marketing and Student Recruitment Officer, who is a member
of the self-assessment team, and who undertakes a large number of activities to recruit



students. Over 30 schools in NI are visited each year for talks and careers conventions. In
recent years, the School has aimed to visit at least half of the all-girls grammar schools.
Last year, 69% of the schools visited were mixed, 12% were all-boys schools while 19%
were all-girls grammar schools — this accounted for 50% (6 out of 12) of the all-girls
grammar schools in NI. The School hopes to increase this number further over the next
three years (Action 2.1).

The School works closely with Sentinus, an educational charity involved in promoting
science and engineering. For the past few years we have helped to facilitate their
GETSET Insight into Engineering programme for girls, a daylong visit each year of
approximately 70 female school pupils who are considering engineering (Action 2.1). The
School also holds an engineering parents’ evening with other engineering Schools in the
University, which attracts over 600 people. For all these events, the School specifically
employs female role models (>50%) from our existing undergraduate and postgraduate
cohort in order to attract new female students (Action 2.1). This has proved very
successful with the majority of female school students approaching the female rather than
the male role models at these events.

Although the F:M ratios are higher than the national averages, the School is keen to
continue its efforts to attract females to undergraduate courses, as they are part of the
pipeline that can help address the underrepresentation of female academic staff in the
future. In 2011 the School introduced an Ambassador Scheme to formally recognise our
female role models, who assist at recruitment events throughout the year. The Scheme is
also open to male students and it now formally contributes towards the QUB Degree Plus
Award' (Action 2.3). This year the School also supported the launch of an UG Computing
Society (http:/gcs.society.qub.ac.uk/), the aim of which is to provide both social and
academic networking opportunities for all UG students studying computing-related courses
(Action 2.3). In the future, we intend to monitor the success of the current initiatives to
attract females (Action 2.2). We will also provide support to females entering courses
through the undergraduate Peer Mentoring scheme, which was launched in October 2011,
by pairing them with female mentors (Action 2.3).

(545 words)

Table 1. Undergraduate full and part-time students in the School of EEECS, 2007-2010

Full-time Part-time Total
Female | Male | %F | Female | Male %F Female | Male %F
2007-08 154 668 | 18.7 1 40 2.4 155 708 18.0
2008-09 207 725 | 22.2 14 61| 18.7 221 786 21.9
2009-10 207 734 | 22.0 10 53 | 15.9 217 787 21.6

'The QUB Degree Plus Award is a University initiative, which accredits skills developed through extra-curricular activities.
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Fig. 3. Undergraduate students in the School of EEECS undertaking
(a) Electrical and Electronic Engineering (EEE) courses and (b) Computer Science (CS) courses
compared with the UK averages for the corresponding subject areas (HESA, 2010)

(i)  Postgraduate male and female numbers completing taught courses

The overall number of females completing PGT courses in the School has increased but
the percentage has decreased (41% to 36% overall) as the number of male students has
increased at a greater rate (Table 2). The F:M ratio on PGT EEE courses has fluctuated
over the past 3 years, but is currently in line with the UK average (Fig. 4a). There have
been no females undertaking part-time EEE courses. The F:M ratio on PGT CS courses is
significantly greater than the UK average in this subject area (Fig. 4b). This is due to the
MSc in Educational Multimedia which attracts a high percentage of females, both full-time
and part-time.

The figures suggest that there is no need to take action for the CS PGT courses. Many of
our undergraduate EEE students pursue the MEng pathway so they do not see the benefit
of completing an MSc qualification. In addition, a high percentage of students on the PGT
EEE courses are international (80%). Therefore, we hope to attract more female
international students to these courses by improving the marketing of the School's SWAN
activities within our international recruitment initiatives aimed at PGT courses (Action 3.1).
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Fig. 4. Postgraduate taught students in the School of EEECS undertaking
(a) Electrical and Electronic Engineering (EEE) courses and (b) Computer Science (CS) courses
compared with the UK averages for the corresponding subject areas (HESA, 2010)



Table 2. Postgraduate taught full and part-time students in the School of EEECS, 2007-2010

Full-time Part-time Total
Female Male %F Female Male %F Female | Male %F
2007-08 EEE 3 14 | 17.6 0 2 0.0 3 16 | 15.8
CS 4 5 44 .4 19 15 55.9 23 20 53.5
5008-09 EEE 2 20 9.1 0 3 0.0 2 23 8.0
CS 7 4| 63.6 22 17 | 56.4 29 21| 58.0
5009-10 EEE 4 21| 16.0 0 6 0.0 4 27 | 129
CS 8 26 | 23.5 33 26 | 559 41 52| 441

(iv)  Postgraduate male and female nhumbers on research degrees

The number of females and the F:M ratio in EEE PGR has remained static over the past
three years and is on par with the UK average (Table 3, Fig. 5a). The number and
percentage of females in CS PGR have improved; the percentage of females increased to
30% in 2010, bringing it above the national average of 22% (Table 3, Fig. 5b)°. Very few
females undertake part-time postgraduate research (Table 3).

In addition to the usual literature provided to undergraduate students regarding PhD
opportunities within the School, since 2008 dedicated Research Open Days have been
organised to offer the undergraduate cohort a flavour of the research being undertaken in
its research institutes, an initiative led by the School’s SWAN champion (Action 3.2). As a
result, a number of our undergraduate female CS students went on to study PhDs in the
School in 2010.

As a PhD is a vital step towards a career in academia, further actions are planned to
continue to improve the F:M ratio at PGR level. These include providing all potential
female applicants with information on the School’'s SWAN activities and sending them
case studies of female PhDs highlighting their positive experiences at Queen’s, in addition
to offering 2 summer research internships for female undergraduate students so that they
gain experience of life as a researcher (Action 3.2).
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Fig. 5. Postgraduate students in the School of EEECS undertaking
(a) Electrical and Electronic Engineering (EEE) research and (b) Computer Science (CS) research
compared with the UK averages for the corresponding subject areas (HESA, 2010)

2 It is worth noting that due to the lack of programming content in the undergraduate CS Business Information Technology course,
which attracts a high percentage of females at that level, it does not offer a route to PhD study within the School, and therefore,
does not influence these figures.




Table 3. Postgraduate research full and part-time students in the School of EEECS, 2007-2010

Full-time Part-time Total
Female | Male %F Female | Male %F Female | Male %F
2007-08 EEE 12 53| 185 1 9| 10.0 13 62| 17.3
Cs 2 20 9.1 1 4| 20.0 3 24 | 111
2008-09 EEE 10 47 | 17.5 1 7| 12.5 11 54 | 16.9
Cs 6 18| 25.0 0 5 0.0 6 23 | 20.7
2009-10 EEE 11 56 | 16.4 1 7| 12.5 12 63| 16.0
Cs 7 14| 333 1 5| 16.7 8 19| 29.6

(V) Ratio of course applications to offers and acceptances by gender for
undergraduate, postgraduate taught and postgraduate research degrees

Postgraduate Taught (PGT) and Postgraduate Research (PGR)

For both the PGT and PGR courses, the percentage success rate (application to offer) has
been consistently higher for females than for males since 2007 (Fig. 6). This illustrates
that there are no issues relating to females to address in the School’s current selection
procedures. However, the average percentage of female applications to PGR (13%) and
PGT (22%) courses is lower than the average percentage of females currently undertaking
them (18% and 41% respectively). Therefore, as previously discussed initiatives are
needed to attract more postgraduate female students to apply to the School (Action 3.2).

Undergraduate®

The percentage of undergraduate applications/offers from females for EEE (22.8%/23.5%)
and CS (12%/13.2%) courses is in line with the current percentage of females undertaking
them (23.3% in CS and 13.8% in EEE). The percentage success rate in terms of
application to offer is higher for females than males for the two course areas. This higher
ratio is also echoed in the percentage of females that accept the offers for CS courses;
however, the percentage of females that accept the offers in EEE is lower than for males
(Table 4). To address this, all female EEE offer holders will be sent a flyer with case
studies of female UGs and graduates highlighting their positive experiences at Queen’s
(Action 2.4) and future offer to acceptance statistics will be monitored (Action 1.2).
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Fig. 6. Application to Offer Success Rate in the School of EEECS for
(a) Postgraduate Research (PGR) and (b) Postgraduate Taught (PGT) courses

®Based on figures from 2009/2010 only (figures for previous years are unavailable)



Table 4. Undergraduate % of Applications to Offers to Acceptances in the School of EEECS, 2009/2010

% Application to Offer | % Offer to Acceptance
Female Male Female Male
() 90.8 87.1 87.9 50.4
EEE 93.1 83.6 48.1 57.3

(Vi)

Overall, females achieve better degree classifications than males (Fig. 7). The average
percentage of females achieving a 1*' or 2.1 is 81% in comparison to 68% for males over
the three years. Therefore, in relation to degree classification, this illustrates that there are
no issues relating to females that need to be addressed.

Degree classification by gender

In 2011, the five females graduating from UG EEE all came in the top six in their class.
This highlights that the supportive environment the School endeavours to create for its
female students allows them to excel in their studies.
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Staff data

(viij Female:male ratio of academic staff and research staff — researcher,
lecturer, senior lecturer, reader, professor (or equivalent). comment on any
differences in numbers between males and females and say what action is
being taken to address any underrepresentation at particular grades/levels

Research Staff

Although the numbers of both male and female research staff have remained static over
the last 3 years (Fig. 8), the number of females taking up post-doctoral research positions
in the School is extremely low (average of only 9%) in comparison to the UK average of
18.7%. There is clearly a significant drop-off in the numbers of females continuing to post-
doctoral research from PhD studies (average of 18.6% female PhDs, 2007-2010). This is
a critical problem that needs to be addressed in order to improve the number of female
academics in the future.

Academic Staff

The percentage of female academics in the School (10%) (Fig. 9) is slightly lower than the
UK average of 12% for the same subject area (HESA, 2008/09). However, female staff
have been promoted to higher grades since 2007. In 2010/11, the female at Lecturer level
was promoted to Senior Lecturer and two of the females at Reader level were promoted to
Professors, the first female Professors in the School’s history. It is interesting to see that
there appears to be no drop-off in the percentage of females between post-doctoral and
academic stages within the School, whereas, in the UK in general, there appears to be a
drop-off from 18.6% to 12%.

Initiatives

In 2008/09, a School SWAN network was set-up to support networking among female
postgraduate, research and academic staff. This has now been merged into a School
Research Society, which was established in early 2011 to enhance the quality of the
research experience for all researchers within the School (Action 6.3). At the request of
the School SWAN self-assessment team, the society aims to hold at least one specific
female focussed event as part of its calendar of activities each year.

Feedback obtained from a number of meetings held by the SWAN network in 2008/09
found that female students wanted networking opportunities to be available for students
based across the School’s four sites. Therefore, in 2008/09, an EEECS Doctoral Student
network, led by two female academics, was established for PhD students, the aim of
which was not only to improve networking among the students, but also to gain feedback
on issues relating to their studies (Action 6.1). A range of social events have since been
organised for students.

In 2009/10 the number and percentage of female research staff improved (12%) over the
previous two years (7% in 2007/08 and 6.7% in 2008/09). However, since the numbers of
females are still well below the national average, in 2011, a further effort was made to
identify the cause of the drop-off of females at post-doctoral level. An online survey was
conducted of all current PhD students and post-doctoral researchers (male and female) to
ascertain whether they planned to pursue a research/academic career (further information
is provided in Section 8). The results revealed no specific gender-related issues to explain
the drop-off effect. A follow-on focus group was then held with 21% of the female PhD
students. This revealed similar feedback to previous SWAN meetings; that the female
students wanted further networking opportunities to be made available. 100% of the
female post-doctoral researchers stated that they wished to pursue an academic career.
Interestingly, this matches the findings of the School’s statistical results which show that



there is no drop-off in the percentage of females between post-doctoral and academic
level. This survey will be repeated every 2 years (Action 4.1).

Further planned actions to improve the F:M ratio at postgraduate research level include
the launch of a peer mentoring scheme for PhD students and post-doctoral researchers in
2012/13, similar to that set-up this year for undergraduate students with female mentors
paired with female mentees (Action 4.1).

The School plans to also introduce a female academic support team for female PhD
students and post-doctoral researchers in 2012/13 (Action 4.1) to provide direct mentoring
and career advice for all female PhD students and researchers within the School. It is also
intended to run coffee mornings across all the School’s sites from 2012 (Action 6.3).
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(viii)  Turnover by grade and gender

No female academics have left the School in the past three years whereas 10 male
academics have left. 49 male and 3 female researchers have left the School in the last 3
years. The ratio of males and females leaving is in line with the ratio actually employed.
There do not appear to be any issues with retention of females in either academic or
research posts.

(66 words)



Supporting and advancing women’s careers — maximum 5000 words
4. Key career transition points

a)
i) Job application and success rates by gender and grade

Due to the small numbers of academic posts in any given year, the associated numbers
and percentages have fluctuated (Table 5). Although, on average over the three years, the
female success rate has been higher (4.5%) than for males, the number of applications
from females for academic posts has declined.

The number of females applying for research posts has increased since 2007 (Table 6)
with the percentage of female appointees also increasing from 5.5 to 20%.

Since 2010/11, the School includes a statement on advertised academic posts welcoming
female applicants (Action 4.2). Future plans include further promotion and marketing of the
School’'s SWAN activities via its website and in advertisement packs to help improve the
number of female applicants for academic posts (Action 4.2).

(724 words)

Table 5. Academic Job Application and Success Rate in the School of EEECS

Applications Received Appointees Success Rate
Female Male Female Male Female Male
2007/08 11 47 0 3 0.00% 6.40%
2008/09 9 58 1 0 11.10% | 0.00%
2009/10 2 27 0 1 0.00% 3.70%
Overall total 22 132 1 4 4.5% 3.0%

Table 6. Research Job Application and Success Rate in the School of EEECS

Applications Received Appointees Success Rate
Female Male Female Male Female Male
2007/08 27 160 1 17 3.7% 10.6%
2008/09 34 180 2 11 5.9% 6.1%
2009/10 39 162 3 12 7.7% 7.4%
Overall total 100 502 6 40 6.0% 7.9%

(ii) Applications for promotion and success rates by gender and grade

Since 2010 the School has adopted a very proactive approach to promotions and start the
process early each year (Action 5.1). Potential candidates are identified early so that they
can get essential support and advice on their Academic CVs. Academics are encouraged
to develop their online CVs in line with the University’s academic profiles by their line
managers during the appraisal process. In addition to this, advice can also be sought
directly from their Research Director and the Head of School, who both sit on the School
Promotion Committee. The School holds a dedicated seminar annually on ‘Academic
Career Development and Promotion’, which is typically given by a senior academic
external to the School who has experience of sitting on promotion committees. This



seminar is available to all staff on the School SharePoint site. Applications for promotion
are submitted directly by individuals. The School aims to ensure that there is female
representation on its Promotions Committee (Action 5.3) and in 2010/11 there were 3
female academics (23% representation) on the committee, which included one female
Professor from another School.

Over the last three years, the number of female academics applying for promotion has
been low (2 in 2009, Table 7); this is to be expected as the number of female academics
within the School is also low (5 in total). The percentage of females applying for promotion
therefore is quite high (40%) in comparison to the percentage of male applicants (12.5%).
The overall figures suggest that women are at least as likely as males to be promoted
when they apply. In 2010/11, the benefit of the School’s proactive approach to promotions
was evident with one female academic promoted to Senior Lecturer grade and two
females at Reader level successfully promoted to Professors within the School. The
School will continue to adopt this proactive approach in the future (Action 5.1).
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Table 7. Promotion Application and Success Rates in the School of EEECS

Applications Received Promotees Success Rate
Female Male Female Male Female Male
2007/08 0 5 0 3 0.00% 60.00%
2008/09 2 7 1 2 50.00% 28.57%
2009/10 0 3 0 2 0.00% 66.67%
Overall total 2 15 1 7 50.00% 46.67%

b)
i) Recruitment of staff

All staff involved in recruitment are trained in the University’s equal opportunities policies
and procedures, which cover gender awareness. The University recommends that
recruitment panels have female representation. To ensure that the small numbers of
female academic staff in the School are not overburdened by having to sit on panels,
senior female engineering staff in ECIT and senior female administrative staff have also
been trained to assist on selection panels. For senior academic appointments, female
Professors from other Schools have been asked to assist as necessary.

In order to attract female candidates to positions within the School, current female staff,
postgraduates and undergraduates are highly visible in all of the School's promotional
materials, including the website, publications, course prospectuses, posters, visual
displays, etc. This marketing strategy is used to not only promote the School’s female role
models, but also to promote the School as a female-friendly workplace (Action 6.4).

As mentioned previously, until 2010/11 there were no female professors within the School.
For this reason, advertisements issued for three Professorships in 2009 and 2010
explicitly welcomed applications from women. Despite this, there was still a significantly
higher percentage of male applicants; subsequently, only one of these positions was filled
and the remaining two have recently been re-advertised.

The University now employs an external global executive search firm to assist in the
recruitment process for senior positions. The School plans to request that this firm actively
seeks female applicants for all future positions within EEECS (Action 4.2). Further actions



to improve the numbers of female applicants include promotion of our involvement in
Athena SWAN activities, as previously discussed, as part of the School's marketing
strategy, and particularly in advertisement packs and on our website, to illustrate the
School’s full support of female academics and their career development (Action 4.2).
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(ii) Support for staff at key career transition points

The critical drop-off point of female staff within the School that needs to be addressed is
from PhD to post-doctoral level (18.6% down to just 9%). There is less of a drop-off rate
between post-doctoral and academia; however, the low percentage of female applicants
for academic positions is also a target area for action. As discussed previously, the results
of an online survey and a focus group held with female researchers revealed that they
were keen to have further support and peer networking opportunities offered to them by
the School.

There is already a wide range of personal development, training and networking
opportunities on offer to staff and PhD students by the University and within the School:

e Mentoring: All new members of academic staff are provided with a mentor during their
probation period, who is a senior member of staff from within the School. Line-
managers also provide mentoring to staff via the appraisal process, which provides
staff at all levels with the opportunity to receive clear and consistent advice on career
progression and continuing professional development. The Queen’s Gender Initiative
(QGl) also offers a mentoring scheme targeted specifically at female academic staff
members.

e Personal Development Training: The University’s Staff Training and Development Unit
(STDU) offers a vast range of courses to PhD students, research staff and academic
staff covering personal and career development, communications, research and
enterprise skills, and supervision/management training. A number of career
development training courses are also arranged in conjunction with the QGI that
specifically target female research staff and PhD students. To date, there has been
very poor attendance at the QGl-run courses from females within the School.

e Opportunities for Networking: As mentioned previously, in 2008, a School SWAN
network was set-up to allow networking among female postgraduate, research and
academic staff. This has now been merged into a School Research Society, which
was established in early 2011, to provide a forum for all staff to network. The society
aims to hold at least one specific female focussed event as part of its calendar of
activities each year. Within the School’'s ECIT research centre, coffee mornings are
held twice a month, which has proven to be a very successful networking event with a
good attendance from both research and academic staff at all levels. It is intended to
role this initiative out in the rest of the School (Action 6.3).

e |Leadership Training: Specific Leadership and management development programmes
are offered by the STDU for academic staff. A Next Generation Leadership
Programme for Women is also organized annually by the QGI. Two of the recently
promoted female members of academic staff in the School were encouraged to
undertake these leadership training programmes early in their academic careers.

Further actions to be taken include, as mentioned previously, establishing a Peer
Mentoring scheme for PhD students equivalent to that being implemented at
undergraduate level, which specifically considers gender when pairing new students with
their mentees, and the introduction of a female academic support team (Action 4.1). From
January 2011, female PhD students and research staff have also been actively



encouraged to attend the QGI career development training courses (Action 4.1) and
female research staff encouraged to avail of the QGI mentoring scheme (Action 4.3). In
addition, all female research staff leaving the School will be asked to complete the
University’s exit questionnaire to understand their reasons for leaving and if these include
gender-related issues (Action 4.4). The results will be monitored and reported back to the
Senior Management Committee.

(584 words)

5. Career development
(i) Promotion and career development

The School has a formal structure for appraisals so that staff are given clear and
consistent advice on how best to advance in their careers within the School. Based on
performance, staff are encouraged to apply for promotion and this is applied equally to
male and female staff. Training needs for the year ahead are also discussed in the
appraisal. As outlined in Section 4(ii), the School takes a proactive approach to
promotions and holds an annual seminar on career development and promotion, which is
given by a senior academic external to the School (Action 5.1).

The School employs the services of an external HR Consultant, 3 days each week, whose
role includes the provision of School-specific staff training. She advises the Head of
School on the appraisal process, on various HR related policies and procedures, and she
also delivers training on topics such as applying for research grants etc. The School also
uses the guidelines for the Investor in People (IIP) awards against which to benchmark
School HR policies.

The academic profiles used to inform the promotion process include: research
contributions; performance, management and leadership in education; contribution to
School management, i.e. administrative duties; pastoral responsibilities; recognised
external University roles; and participation in community outreach programmes. Female
staff within the School are also encouraged to attend the annual promotion seminar
organised by the QGI (Action 5.1). To date, the female members of academic staff in the
School have been pro-active in seeking promotion.
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(ii) Induction and training

The School follows the University guidelines on staff induction. The University has a
mandatory Equality and Diversity e-learning programme and all new staff in the School are
expected to complete this within the first month of commencing their employment as part
of their induction (Action 6.5).Within the School itself, line managers provide induction
training to new staff under their supervision and inform them of all University policies, such
as health and safety, flexible working, leave procedures, IT-related procedures etc., as
well as information on the career development and training programmes offered by the
University. Specific training needs are identified during the appraisal process and
accommodated where possible. The School encourages female staff to participate in QGl
programmes and events, and in the past this has included, for example, providing financial
support to attend the QGI's Next Generation Leadership programme. In addition, as
mentioned above, all new staff are provided with a mentor who assists with career
development. In the future, line managers will be asked to also provide information on the
School’s specific SWAN activities during this induction training (Action 6.6).
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(i)  Support for female students

Significant support is available to female undergraduate and postgraduate students in the
School including UG personal tutors, Advisors of Studies, UG project supervisors, PhD
supervisors (two supervisors are allocated to each student) and through the UG peer
mentoring scheme, where female mentors are paired with female mentees. A similar peer
mentoring scheme is also to be established for PG students in 2012. The UG mentoring
scheme (Action 2.3) is run by Ms. Angela Doherty, a Teaching Fellow, while the PG
equivalent will be set up by Ms. Yvonne McKnight, the School’'s postgraduate
administrator (Action 4.1).

Female academics in the School have, to date, provided informal mentoring and career
advice to female research staff and PhD students. This will be formalised next year with
the introduction of a dedicated female academic support team (Action 4.1) and this
responsibility will be recognised in the School’s Work Allocation Model.

As discussed previously, feedback received from female researchers in the School
revealed that they were keen to have networking opportunities made available to them. As
such, a number of networking activities were set up, including a School SWAN Network,
which merged into the School Research Society, an EEECS Doctoral Student network,
and coffee mornings. The Research Society is run by researchers and the Doctoral
Student network is chaired by two female academics, and this responsibility is also
included in the Work Allocation Model.

QG offer career development training courses that specifically target female PhD students
and research staff. As mentioned earlier, females within the School will be actively
encouraged to attend these courses.

Ensuring that the School's SWAN webpage is kept up-to-date with the current and
planned SWAN activities and information regarding the University’s family-friendly policies
and creche facilities, should also provide an excellent point of reference for existing female
students as well as potential female applicants to the School (Action 6.4).
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6. Organisation and culture

a)
(i) Male and female representation on committees

The gender balance on the School’s key committees has improved with the appointment
of a female to the Director of Education position in 2009/10 and to a Research Director
position in 2011/12. Previously there was no female academic representation on these
committees. Given that the total percentage of female staff in the School is 10%, the
percentage of female presentation now on key committees is excellent (Table 8). Since
candidates are typically appointed to senior roles within the School for a period of 3 to 5
years, no further action with regards female representation is planned in the next 3 years.

The Head of School selects committee members based on their roles within the School,
their expertise and by considering their existing overall workload and administrative duties.
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Table 8. Number of Academic Staff on Key Committees in the School of EEECS

Name of committee Size of committee | No of Females | % Females
School Exam Board (EEE) 39 5 12.8%
School Exam Board (CS) 22 2 9.1%
School Board (EEECS) 59 7 11.9%
School Education Committee 4 1 25.0%
School Ethics Committee 6 1 16.7%
School Senior Management Committee 7 1 14.3%
School Management Group 16 2 12.5%
School Postgraduate Research Committee 6 1 16.7%
School Promotions Committee 13 3 23.1%

(ii) Female:male ratio of academic and research staff on fixed-term contracts

and open-ended (permanent) contracts

There was one member of academic staff (female) on a fixed-term contract in 2009/10.
This was a temporary lectureship post. The staff member in question has now taken up a

fixed-term post-doctoral position within the School.

The proportion of females on fixed-term research contracts over permanent contracts is
higher than the proportion of males on such contracts (Table 9). The majority of
permanent research contracts are for Engineer positions based in one of the School’s
research centres, ECIT. Since engineers are typically not on the pathway to an academic
career, no actions will be taken to address this imbalance. However, it is hoped that all of
the female staff members, in particular those on fixed-term contracts, will benefit from the

proposed activities outlined in the Action Plan to encourage a transition to academia.
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Table 9. Research Staff on Fixed-Term and Permanent Contracts in the School of EEECS

Female Male
Year Permanent | Fixed-Term | Total Permanent Fixed-Term Total
N % N % N N % N % N
2007/08 [ 1 | 25.0% | 3 | 75.0% 4 18 | 32.1% | 38 | 67.9% 56
2008/09 | O | 0.0% | 4 | 100.0% 4 28 | 50.9% | 27 | 49.1% 55
2009/10 | 1 | 12.5% | 7 | 87.5% 8 13 | 22.4% | 45 | 77.6% 58




b)
i) Representation on decision-making committees

Membership of key committees within the School comprises those with senior roles, such
as Head of School, Director of Education, Assistant Directors of Education, School
Manager and Research Directors. With the appointment of a female to the Director of
Education position in 2009 and to a Research Director position in 2011, the School has
female representation on all of its key committees for the first time. Therefore, it has been
identified that it is extremely important for women to apply for promotion to more senior
levels within the School and as discussed earlier, the proactive approach introduced in
2010 has helped to encourage three female members of staff to successfully apply for
promotion. The School attempts to ensure that there is female representation on its
promotions committee each year. Where this has not been possible in the past and, this
year, so as not to overload existing female staff, a female Professor from another School
was asked to sit on the committee. Also, Professor Maire O’Neill, the School's SWAN
Champion, currently sits on the promotions committee for the School of Maths and
Physics.
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(ii) Workload model

The School introduced a Workload Allocation Model (WAM) in 2010 to assist the Head of
School and the Senior Management Committee in making a fair allocation of School duties
to staff. It is a broad brush approach intended to give a reasonable indication of the
relative weight of lecturing duties, administrative duties and research activity. PhD and
grant information is collected at the beginning of each academic year. WAM scores are
finalised during the second semester of each academic year and sent to individuals for
consultation. The WAM scores from the current and previous years are then used to
inform the allocation of lecturing and administration duties for the subsequent year.
Information on the WAM scoring mechanism is available on the School SharePoint site.

A number of key responsibilities within the School are rotated to ensure all staff gain
experience in important roles, such as, UG Stage co-ordinators, UG and PG Admissions
tutors and, UG and PG Advisors of Studies. Currently, a female academic member of
staff, who was promoted to Senior Lecturer in 2010, is the School’'s UG Admissions tutor.
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(i)  Timing of departmental meetings and social gatherings

From October 2011, staff in the School have been encouraged to ensure all meetings are
held between the core hours of 10am and 4.30pm to facilitate childcare responsibilities
(Action 6.7). Where this may not be feasible, sufficient notice must be given to staff to
allow for childcare arrangements. Over the past few years, social activities such as the
Christmas lunch, Christmas colloquium, quizzes and barbeques have all typically been
held during these working hours.
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(iv)  Culture

The School endeavours to create a supportive environment for female, and indeed all staff
and students across its four sites. The Head of School is very approachable and holds
monthly ‘clinics’, which provide an opportunity for all staff to discuss any concerns they
have directly with him (Action 6.8). The School’s culture of accommodating informal
flexible working hours is particularly attractive for female staff with children and childcare
responsibilities, as is the recently introduced policy for staff returning to work after taking
leave (Action 7.2). Within this environment, the School’s female staff and students have
excelled in recent years. In 2010/11, the five females graduating from the undergraduate
EEE degree were placed in the top 6 in their class, while at the other end of the academic
pipeline the School promoted its first two female Professors.

All of the School's marketing literature and promotional materials feature females
prominently. Informal consultation with female academics within the School has indicated
that they feel that their opinions are welcomed by their colleagues at all levels, both on
Committees and across the School in general. In 2011, for the first time the School now
has female representation on its key committees; this should help to ensure that the
culture in the School continues to be inclusive and an attractive environment for potential
female candidates.
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(v)  Outreach activities

As stated in section 5(i), any outreach activities that staff have participated in are
beneficial on an application for promotion, particularly if the other applicants have similar
research and teaching experience and in these cases it may be the deciding factor.

The School undertakes a large number of outreach activities. Female staff participate in a
large number of these events, particularly in those targeted specifically at females. All staff
in the School are expected to assist with outreach activities. Fortunately, the School has
many staff who are very willing to commit time to outreach activities and many of them are
STEM ambassadors; the majority of female staff being STEM ambassadors.

In addition to receiving formal recognition for outreach activities through the appraisal and
promotion processes, staff are also recognised informally within the School, through
invitations to social events such as, being invited to be guests at the School’s table at the
Institute of Engineering and Technology (IET) Annual Dinner.
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7. Flexibility and managing career breaks

a)
i) Maternity return rate

Two academic members of staff have taken maternity leave in the past 3 years, one in
2007/08 and one in 2009/10. Both returned to full-time work following their leave. The
female academic who returned to work in 2009/10 was promoted to Professor in 2010/11.
Also, a female staff member who has just returned to work from maternity leave applied
for promotion to Senior Lecturer while on leave and was successful. Therefore, it is clear
that the School ensures that career breaks are not detrimental to staff members’ career
development within the University. No female research staff took maternity leave during
this period. Since 2008 a direct link to all of the University’s family-friendly policies has
been included on the School SWAN webpage so that all staff are aware of and can easily
access the policies and associated forms (Action 7.1).
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(ii) Paternity, adoption and parental leave uptake

Queen’s University provides three weeks paternity leave on full salary for fathers/partners
of new/adopted babies. The number of staff within the School taking paternity leave has
remained static over the last three years (Table 10). There is no evidence to suggest that
staff who were entitled to paternity leave did not avail of it. There were no applications for
adoption or parental leave in the School over this period. However, the School does offer
flexibility for staff to work shorter hours, if needed, to care for a sick child, which may
explain the lack of parental leave uptake. No further action will be taken.
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Table 10. Paternity Leave uptake in the School of EEECS

Year Academic Research | Total
2007/08 1 3
2008/09 2 4
2009/10 2 3

(i)  Numbers of applications and success rates for flexible working by gender
and grade

There have been no formal applications from academics, male or female, for flexible
working. Three other female staff members in the School (2 clerical and 1 IT technician)
were successful in applying for flexible working over the last three years. Due to the nature
of their work academic staff are able to work flexibly without making a formal application.
A large number of staff work flexibly on an informal basis, for example, they may vary their
starting and finishing times due to childcare commitments.
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b)
i) Flexible working

Due to the nature of academia, the majority of academic staff work flexibly on an informal
basis. The School supports flexible working on an informal basis where appropriate. This
includes occasions such as working from home for a short period of time or for one day a
week, ensuring staff can take their holidays at the same time as the schools and their
children, or for attendance at courses or related study-leave. A number of staff currently
work flexibly and all formal requests for flexible working in the past three years have been
granted.
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(ii) Cover for maternity and adoption leave and support on return

Cover for maternity/adoption leave is arranged such that all concerns that a staff member
may have about both their departure and return are fully addressed. Teaching cover is
achieved by either rescheduling lectures so that they can be completed before the
member of staff goes on leave, or re-allocating the teaching duties between other staff
members. Since all PhD students have two supervisors in the School, the second
supervisor temporarily assumes responsibility for the student while the principal supervisor
is on leave. Staff members can also remain in occasional contact with their research group
while on leave.

As a result of the School’s SWAN initiative, the School now allows staff returning from
maternity leave, caring responsibilities or long-term sick leave to have reduced teaching
responsibilities for a period of 6 months. This policy did not apply to the last two females
who returned from maternity in 2010 and 2011 as, coincidentally, their teaching duties did
not commence for 6 months after their return dates.
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8. Any other comments — maximum 500 words

Survey and Focus Group: As mentioned in Section 3(vii), in 2011, an effort was made to
identify the cause of the drop-off in the number of females continuing to post-doctoral
research from PhD studies. An online survey was conducted of all current PhD students
and post-doctoral researchers (both male and female) within the School to ascertain
whether they planned to pursue a research/academic career in the long term. There was a
60% response rate from the PhD cohort but, disappointingly, only 26% of females
responded. Interestingly, the results revealed no specific gender-related issues to explain
the drop-off effect. However, a lower percentage of females (42.9%) indicated that they
would consider a post-doctoral or lectureship position in comparison to 56.1% overall. A
focus group was then held with 21% of the female PhD students. This revealed similar
feedback to previous SWAN meetings; that the female students wanted further networking
opportunities. Only 18% of the overall post-doctoral cohort responded to the online survey,
with a 43% response rate from female research staff. 100% of the female researchers
stated that they wished to pursue an academic career, which matches the findings of the
School’s statistical results which show that there is no drop-off in the percentage of
females between post-doctoral and academic level.

As a result of these findings, a number of new networking and mentoring initiatives will be
introduced, including the peer mentoring scheme and female academic support team for
PhD and post-doctoral researchers and coffee mornings at all the School’s sites (Actions
4.1 and 6.3).

Publicity of Female Success Stories: In recent years, the School has showcased and
publicised all of its female staff and student successes, both on its website, its Facebook
page (https:/www.facebook.com/QUBseeecs) and in local and national press, in order to
highlight the School’'s female-friendly environment and to help attract potential female
applicants. For example, Fig. 10 shows the five female EEE graduates in 2011 who placed
in the top six in their class and Fig. 11 is a photo taken of one of our 2010 female
graduates, who was awarded the Sir William Siemens medal for being one of the top
engineering students in the UK. An interview with the School’s first female professors was
included in University’s online TV Channel, QTV’s monthly news bulletin earlier this year.
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Fig. 10. ‘First Ladies’ of Engineering, 2011 Fig. 11. ‘Lisa is top Engineering Student’, 2010

Action Plan

Please refer to Appendix at end of application.



For Silver Department awards only
9. Case study: impacting on individuals — maximum 1000 words

Professor Maire O’Neill

Maire O'Neill is the School’'s ‘SWAN Champion’ and is chair of the self-assessment team.
She undertook her undergraduate and postgraduate studies at Queen’s, and graduated
with a PhD in December 2002. During her PhD studies and her academic career to date
she has benefitted from mentoring provided by Professor John McCanny, a past Head of
School, who encouraged her to apply for a 5-year Royal Academy of Engineering
research fellowship, which she was successfully awarded in 2003. She was appointed as
a Lecturer in 2004. As Head of School, he also supported her attendance at the Queen’s
Gender Initiative’s (QGI) Next Generation Leadership Programme for Women, which she
completed in 2006. She has also received support in grant application writing from senior
colleagues within the School and has secured a number of research council grants,
including being awarded a prestigious 5-year EPSRC Leadership Fellowship in 2008. She
was also promoted to Reader in 2008. She took a 6-month period of maternity leave in
2010. On her return from leave, she was successfully promoted to Professor.

Maire has been interested in promoting women in engineering for many years and has
participated in the majority of the School’'s undergraduate and postgraduate recruitment
events and SWAN activities to date. Now as a Professor, she is keen to provide the same
level of support to others in the School to that which she received. As she now also has
childcare responsibilities, she is particularly keen to act as a role model for other females
who have children or are thinking of starting a family and who may be considering a career
in academia. As part of the School’'s SWAN activities, she proposed the introduction of a
female academic support team to provide mentoring, support and career guidance to
female PhD students and post-doctoral staff within the School; this activity is to be
launched next year. She was also a keynote speaker at the 2011 Women in Leadership
conference, jointly organised by the Queen’s Gender Initiative and QUB’s Management
School’s Leadership Institute.
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Professor Weiru Liu

Weiru Liu is the only female academic within Computer Science in the School of EEECS,
who engages in both research and teaching, and she truly appreciates the role SWAN has
played within the School. Having had a successful career, with world leading research
while raising a family at the same time, Weiru knows how important it is to have an
initiative like SWAN dedicated to female academics, providing support, encouragement,
and guidance. Having completed her PhD under a prestigious ‘Colin and Ethel Gordon
Scholarship Award” in the Faculty of Science and Engineering at Edinburgh University in
1995, her academic career since then has seen her taking on a number of management
and leadership roles.

Since joining Queen’s in early 2004, her career has been accelerated, especially under
the positive attitude adopted by the School on cultural diversity and inclusion, as well as
the excellent working practices and pro-active approach of the School on encouraging,
promoting and mentoring junior staff. As a result, she received significant support from
senior colleagues in the School on her applications to Readership (2006) and to
Professorship (2010), and on her subsequent appointment as Research Director (RD) of
the Knowledge and Data Engineering (KDE) cluster — the only female RD within the
School. In line with the School and University’s aims to ensure female representation on
key committees, she now sits on the School Promotion’s Committee and has been



nominated to be a member of the Courses and Regulations Group at Queen’s.
Furthermore, she is the School Champion for recruiting a new Professor into the KDE
cluster. She was the Program Chair/Conference Chair of the 11" European Conference
on ‘Symbolic and Quantitative Approaches to Reasoning with Uncertainty’ in July 2011,
the only female researcher so far who has taken on such a demanding role as Chair
within this conference series since its establishment more than 20 years ago. Both the
Vice Chancellor and Dr Stephen Farry, Minister for Employment and Learning, gave
welcome speeches at the conference dinner held at Northern Ireland’s Parliament
Buildings, Stormont, to an audience coming from 22 countries.

Weiru firmly believes that her career path has set an encouraging example to female PhD
and post-doctoral researchers within computer science, as well as within the School, that
excellent research and a hard working attitude will be fully recognized at universities such
as Queen’s.
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APPENDIX
ACTION PLAN: OCT 2011 - OCT 2014
School of Electronics, Electrical Engineering and Computer Science (EEECS), Queen’s University Belfast

Description of Action \Actions Taken Future Actions \Progress Log \Responsibility Timeline Measurable Outcome

1 |Baseline Data and Supporting Information

1.1 |Continue annual Data collected and analysed |Collect and analyse data each |Results incorporated into |University Equal |Continual Data available to help
monitoring of School’s |for 2007-2010. year. 2011 application. Opportunities inform proposed
student and staff office and activities and key
statistic data by Admissions office areas to target.
gender.

1.2 |Monitor annual UGR  |Data collected for 2009/10  |Collect and analyse data each|Results incorporated into |Admissions office |Continual Data available to help
applications, offers only. year. 2011 application inform proposed
and acceptances in activities and key
School areas to target.

2 |UG Students

2.1 |Attract female students|1. Facilitate Sentinus GETSET |1. Continue to facilitate » Female role models Marketing and Continual « Increase in number

to UG courses.

programme for girls on an
annual basis

2. To date employed >50%
female role models from
current UG and PG cohort at
all recruitment activities.

3. Visited 50% of All-Girls
Grammar schools in NI for
career talks and conventions.

GETSET programme for girls.

2. Continue to employ >50%
female role models at
recruitment activities.

3. Increase number of All-
Girls Grammar schools
visited.

4. Advertise UG Peer
Mentoring Scheme to
potential applicants (see 2.3).

have proved successful,
with female students
approaching the
female rather than the
male role models at
events.

« In last 3 years, 6 of the
12 All-Girls Grammar
Schools have been
visited.

Student
Recruitment
(M&SR) officer

of high quality UG
female students on
EEE and CS courses.

« >50% All-Girls
Grammar Schools
visited




2.2 |Monitor success of all Record attendance of female Marketing and From Oct Applications received
current initiatives students at events. Student 2011 from females who
targeting females Recruitment onwards attended School

(M&SR) officer recruitment events.

2.3 |Provide support for 1. Introduced School ® Ambassador Scheme |Ambassador From Oct ® Enhancement of
current and new UG |Ambassador Scheme to now contributes Scheme: 2011 career development
female students formally recognise female UG towards QUB Degree |M&SR officer onwards opportunities for

role models. PIu.sAwgrc{, (.J. ‘ Mentorin UG role models.
2. Launched UG Peer University initiative, Scheme: ® Improvement in
Mentoring Scheme and which accredits skills Ms. Angela networking
paired female mentors with developed' through Doherty opportu.nities and
female mentees. extfa'-c.urrlcular (Teaching fellow) supportive
activities environment
3. Supported the launch of an ] ] Computing offered to UG
UG Computing Society. ® First networking Society: run by students
activity (a quiz) of undergraduates
Computing Society held
in Oct 2011.

2.4 {Improve EEE female Send female EEE offer M&SR officer From 2012 |Improved offer to
offer to acceptance holders a flyer with case onwards acceptance ratio in
rates. studies of female UGs and next 3 years

graduates.

3 |PG Students

3.1 |Attract International Improve marketing of M&SR officer From 2012 |Increase in number of
female students to PG School’s SWAN activities onwards female students on

taught EEE courses

within international
recruitment initiatives.

PG taught EEE
courses.




3.2 |Attract female students|Research Open Days held for |1. Continue holding Research |As a result of the UG Open Day: Open Day: |Increase in number of
to PhD research UG cohort to demonstrate Open Days annually. Research Open Day, a Prof. Maire Started in  |female students on
research undertaken in 2. Provide potential female number of our UG female|O’Neill (SWAN 2008 PG research EEE and
School’s research institutes a;:)plicants with info. on the CS students went on to  |Champion) CS courses.
School’s SWAN activities and ftuzcgllghDs in the School Provision of info |Info. on
case studies of current n ' on SWAN: SWAN:
female PhD students. M&SR officer From 2012
3. Offer 2 summer research onwards
internships targeting fem.ale UG Research UG Interns:
UG students (Advertise in Internshios: m
line with provisions under ' rom
Rk Prof. Danny onwards
Articles 48&49 of Sex Crookes
Discrim. (NI) Order 1976.)
4 |Key Career Transition Points
4.1 |Address drop-off rate |1. Surveyed PhD and Post-doc|1. Carry out survey every Survey and focus group  |Survey: Survey: Improvement in
in numbers of females |students, and held focus 2 years revealed no gender- MA&SR officer & |Every 2 yrs |number of females in
continuing to post-doc |group with female PhD 2. Introduce peer mentoring specific issues to explain |Victoria Stewart |from 2011. |post-doctoral
research from PhD students scheme for PhD students and drop-off; however, (Post-doc rep.) research positions.
2. Encouraged PhD and post- |Post-doc researchers eer Mentoring: eer
studies g o Post-d h f;mal;s wlere keen for Peer M : p
doc females to attend QGl- |3 |ntroduce female academic t etlfc ootto o{fer Yvonne McKnight |Mentoring:
run female-specific career support team further ne' Wor Ing (Postgrad. From Oct.
development training opportunities. Administrator)  [2012
courses 4. Continue to encourage
PhD and post-doc females to Acad. Support |Support
attend QGl-run training Team & QGI Team:
courses. Courses: From Oct
Head of School {2012
QGI Courses:
From 2011

onwards




4.2 |Address poor female |Included a statement on 1. Further promotion of Lesley Moreland |Actions Improve Female
application rate for advertisements for academic |School’s SWAN activities on (HR Consultant) [taken: Application rate for
academic positions posts welcoming female website and in advertisement & From 2010 |academic positions

applicants. packs. Tony McHale onwards
2. Request that University’s (SChOO! Webpage Future
. Co-ordinator) .
external global executive Actions:
search firm actively seeks From 2012
female applicants for future onwards
positions in EEECS

4.3 |Support female post- |Encouraged post-doc females |Continue to encourage post- Head of School [From 2011 |Improvement in the
doctoral students to avail of QGI mentoring doc females to avail of QGl onwards support provided for
considering a career in |scheme. mentoring scheme. females considering a
academia career in academia.

4.4 |Monitor female Ask all female research staff Head of School [From 2012 |Increased awareness
research staff leaving leaving to complete the onwards of reasons for leaving,
the School University’s exit including gender-

guestionnaire. Monitor related issues.
results and feed back to SMC.

5 |Career Advice and Support

5.1 |Integrate mentoring 1. Potential applicants 1. Continue early promotion |Females in School are Head of School & [From 2010 {Improve number of
and appraisals to identified early and support |applicant preparation & hold |proactive in applying for |Research onwards |females at senior
ensure all staff are provided & held a seminar on [seminar on academic career |promotion. In 2010, 3 of |Directors academic grades.
encouraged to apply  |Career development and development annually the School’s 5 female
for promotion at an Promotions academics were
appropriate time. 2. Female academics 2. Continue to encourage successfully promoted.

encouraged to attend QGI female academics to attend
promotion seminar QGI promotion seminar

5.2 |Continue to provide Information on webpage Ensure information on Tony McHale From 2008 |Improved career advice
information on funding |regarding funding webpage regarding funding (School Webpage [onwards  |for PhD and post-

schemes to female
researchers

opportunities , including
gender-specific schemes.

schemes is up-to-date.

Co-ordinator)

doctoral researchers.




5.3 |Ensure female Aimed to ensure that there  |Continue to ensure that In 2011, there were 3 Head of School From 2010 |At least one female
representation on was female academics on there is at least one female |female academics (23% onwards |representative on
School Promotions Promotions Committee since |academic on the School representation) on the School Promotion
Committee 2010. Promotion Committee committee. Committee

6 |Culture and Communications

6.1 |Address difficulties of |Established an EEECS Doctoral A range of team building |Prof. Mdire From 2008 |Improvement in culture
split sites, particularly |Student network. and social events O’Neill (School onwards |& communications
for PhD students organised to improve SWAN Champion) among PhD students.
working in isolation. networking. & Prof. Weiru Liu

6.2 |Keep all staff informed |Reported updates of SWAN |Continue to update staff on |/In 2011, staff updated on |Prof. Mdire From 2011 |All staff aware of
of School SWAN activities to all staff at School [SWAN at School Board SWAN at quarterly O’Neill (School onwards [School SWAN activities.
activities Board meetings meetings School Board Meetings |SWAN Champion)

6.3 |Encourage networking |Set-up of School SWAN Hold coffee mornings across |Feedback obtained from |Research Society: |Research |Improved Networking
among PhD and network and subsequently, |all of the School’s sites. SWAN network run by PhD and  |Society: among PhD and
research staff School Research Society requesting further Post-doctoral Set up Jan. |research staff — positive

networking opportunities [researchers 2011 (orig. |feedback received on
to be organised. in 2008)  |networking in next
survey in 2013.
Coffee Mornings: |Coffee
Allister Lee Mornings:
(School Manager) [From Oct
2011
onwards

6.4 |Promote School’s Female staff and students are [Update website to include Lesley Moreland |Continual |Improvement in
image as a female- now highly visible in all current and proposed SWAN (HR Consultant) female-friendly image
friendly workplace. School promotional material. |actions and provide this & portrayed by School

information in advertisement Tony McHale
packs (see Action 4.2). (Web Co-ordinator)

6.5 |Ensure all current and |Head of School contacted all |Head of School to ensure all |All current staff in the Head of School [From 2009 |All staff trained in
new staff complete current staff regarding this new staff undertake this School have completed onwards |equality and diversity

Diversity Training
Programme

training

training

the Diversity Training

policies and etiquette.




6.6.|Include information on Information to be provided Marketing and From 2012 |All new staff are
School’s SWAN to all line managers to Student onwards |aware of School’s
activities in Induction include in Induction training. Recruitment SWAN activities
training for new staff officer

6.7 |Staff meetings to be Head of School informed staff Head of School & [From 2011 [When possible,
held, when possible, |at School Board Meeting School Manager |onwards |meetings to be
between hours of arranged between
10am and 4.30pm 10am and 4.30pm.

6.8 |Facilitate opportunities |Head of School arranged Monthly Head of School |Head of School |Monthly |Improvementin
for staff to contact ‘clinics’ providing an ‘clinics’ held since Jan from Jan |communications in
Head of School directly |opportunity for staff to 2011. 2011 the School

discuss any concerns directly
with him.

7 |Career breaks/Flexible Working

7.1 |Ensure all staff are A direct link to the In last 3 years, all staff |Tony McHale From 2008 |All staff aware of
aware of and can easily |[University’s family-friendly entitled to maternity & |(School Webpage |[onwards [their entitlement to
access the University’s |policies has been included on paternity leave have Co-ordinator) take leave.
family-friendly policies |the School’s SWAN webpage. availed of it.
and forms

7.2 |Introduce policy for School now allows staff To date, no staff member|Head of School  |From 2011 (Staff returning from
staff returning from returning from maternity has needed to avail of onwards |leave permitted to

leave.

leave, caring responsibilities
or long-term sick leave to
have reduced teaching
responsibilities for a period of
6 months

this policy

have reduced
teaching
responsibilities for 6
months.




