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Benefits of Equality Charters



Athena Swan UK Evaluation (2014)

+ Evidence of sustainable change

+ Women academics experienced improved visibility, increased
self-confidence, enhanced leadership skills

+ All staff reported positive differences in career satisfaction,
development opportunities

+ Administrative and technical staff reported a greater sense of
belonging

“[Athena SWAN is] the most effective lever for change

| have come across in 12 years of equality work.”
— Institutional champion
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WOMEN RATED
HOLDING AN
ATHENA SWAN
AWARD AS THE
TOP EQUALITY
ITEM TO
CONSIDER
WHEN DECIDING
TO TAKE A POST

Influential

Not at all Influential

Childcare  Athena Staff
facilities ~ SWAN  networks
award

THE
ROY A L Royal Society of ROYAL 7 o X E
socieTY & Biology \J &insne Brcacemyy  hm~  #AthenaSTEMM16

Data from ASSET 2016: experiences of gender equality in STEMM academia and their intersections with ethnicity, sexual orientation, disability and age
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Key tool for behavioural and cultural change

+ 93% of Champions believed that the
Charter has had a positive impact on

gender issues in their university, (IS BAkILE ] T e ST
department or research institute discussion, real scrutiny of

practices and commitment to a

+ 78% believed the Charter had a positive SO [P,
Impact on equality and diversity issues

+ 78% believed the Charter had a positive
Impact on the career progression of
women

Impact evaluation: https://mwww.advance-he.ac.uk/knowledge-

»
Advance H E hub/impact-evaluation-athe na-swan-charter-2019



https://www.advance-he.ac.uk/knowledge-hub/impact-evaluation-athena-swan-charter-2019

Webinar series overview



Learning objectives

Understand

* How to set up and manage a self assessment team (SAT)
» How assessing policies and culture can help drive equality outcomes
* How to evaluate outcomes of actions over time

Recognise

 Importance of data analysis for effective gender equality interventions
« Ambitious but achievable success measures
* When action plans need to be updated

* Identify data requirements and plan data collection for self assessment
» Use evidence to dentify priority issues

» Design SMART actions to address priorities

» Use action plans as a living document
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Core webinar topics

Core webinar
5: Evaluating

Core webinar
4: |dentifying

Core webinar
2: Collecting
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Follow 5 x 45 min recorded webinars in your
own time, to access guidance and examples
from international Charters experience

4

Following each webinar, access short
exercises on key learning points

!

Deepen your insight by applying learning in
your own context
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“AdvanceHE

Core webinar 1: Preparing for self
assessment

GATI Recorded Webinar Series



Overview of webinar series

Core webinar Core webinar Core webinar

Core webinar Core webinar

Introducing ) : 2: Collecting ) - 5: Identifying 6: Evaluating
your Charter L ?orfggll?ng and Syébl\frsc%sltﬂpg priorities and progress and
journey analyzing iy designing evidencing
RIS your data e polleizs actions success
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Core Webinar 1: Key content

AWARENESS of ESTABLISHING self
need for leadership assessment team
and collective and developing

responsibility skills

DEFINING key
activities of self
assessment team

“AdvanceHE



The GATI framework

—

Focus Area

Collect Data

™~

Refime

4

Analyze — Reflect

Evaluate
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Page 23, GATI han nd guidance document
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Criteria 1- GATI Self-Assessment process

In GATI, pilot Institutions are expected to adopt the Charter
principles in letter and in spirit and integrate these within
their policies, strategic plans and organizational culture.

To this end, they would be required to undertake a
structured Self-Assessment and Accreditation process
based on the GATI Gender Equity Indicator Framework
(GEIF).

(GATI handbook, 2021, page 1)
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GATI peer review criteria (Letter of
Endorsement)

Is there validation and endorsement of the work of GSAT, and its
recommendations for specific and relevant actions along dimensions

explored?

Is the institution committed to implementation of prioritized short-term

and long-term SMART Action Plans as part of the institution’s strategic
vision?
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GATI peer review criteria (Criteria 1)

Has the workflow been sufficiently well documented to indicate the
consultative processes?

Does the executive overview of institutional strengths, weaknesses,

opportunities and challenges demonstrate an objective and reliable
appraisal of the self-assessment process?
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Overview of webinar

* Purpose of a self-assessment

* Forming the self-assessment team
« Self-assessment team activity

* Future planning of the SAT

« Self-assessment in your application
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Purpose of a self-assessment



Purpose of a self-assessment

D
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Reflecton a Evaluate

range of policies,
guantitative and practices &

gualitative data activities
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Establish Develop an Ensure the
equality priority  evidence-based effectiveness of
areas & action plan the actions

aspirations
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What's the
situation?

Was this
the right
action?

W hat action
should we
take?

How well is
It working?

“AdvanceHE



Planning for SAT activity



Support for self assessment

Charter programmes
depend on institutions
assuming collective
responsibility for equality

GATI Principle 8:

‘We acknowledge that
advancing gender equality
requires strong leadership,
participative action and
sustained effort to bring In
systemic and cultural changes
through well deliberated policy
Initiatives at all levels of the
organization.’
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Planning for self-assessment

/

5 823
0 N

How will senior How will Will the process,
leaders demonstrate organisational team and action plan
that GATI activity is structures recognise be appropriately
valued? and reward activity? resourced?
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How will senior leaders

demonstrate that GATI
activity Is valued?

Have leaders made a public commitment
to the GATI principles?

Meetings, town halls, formal & informal
communications

Do they understand the time it takes to
prepare a submission and maintain
momentum through implementation?

Resourcing should continue for delivery of
action plan

Are they open to honest, difficult and
sensitive conversations?

And self-reflection

“AdvanceHE



« Equality is linked to institutional strategy
— it goes beyond application success.

How do organisational » Contributions to the team are recognised
structures recognise and e.g in appraisals and development
reviews

reward activity?

« Contributions to GATI process are
recognised In recruitment, progression
and promotions opportunities

‘AdvanceHE



 How will workload be accounted for and
recognised?

Workload model or relief from other duties

Will the POTIEEE, team * Are people outside of the GSAT
and action plan be considered and supported?
appropriately resourced?

Recognise contributions

* Is there a budget line?

Important for understanding what’s possible

“AdvanceHE



Without wider buy-
In and supporting
structures, it will be
difficult to apply the
principles
effectively
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Forming the self-assessment team



The SAT needs to
have authority and
the composition and
structure of the team
IS an Important
factor In Its status
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How should
people be
chosen?

Who should
be on the
team?

“AdvanceHE

Who should
chair the
SAT?

How should
It be
structured?




« Facilitate an open call but manage
expectations

How should self-

 Consider a combination of volunteers

assessment team o
and ex-officio roles

members be chosen?
* |Involve others in additional activities

“AdvanceHE



What skills are needed

on the self-assessment
team?

Skills related directly to completing the
application requirements

guantitative and qualitative data analysis,
reflective writing, strategic action planning

Project management skills

managing time and scheduling, task and
quality management, communications

Ability to advance equality
lived experience, research and scholarship
Qualities are important too

Curiosity, willingness to say hard truths

Commitment to upskilling

“AdvanceHE



Who should be on the

self-assessment team?

People from a variety of backgrounds
and with different experiences, with
consideration of intersectionality

Representatives from each of the five
underrepresented groups
(internal/external community members)

A group of academics, professional and
support staff, researchers, and students
that is representative of the submitting

unit (including organisational structures)

“AdvanceHE



Who should chair the

self-assessment team?

The chair’s role is crucial as they are
publicly stating their commitment to the
Dimensions program.

Someone who understands the
Dimensions principles

Balance seniority with SAT member
openness

Maintains momentum and encourages
people

Someone who can constructively
challenge assumptions

“AdvanceHE



* You may have one large SAT with
smaller sub-groups to focus on specific

activity, or one SAT that undertakes
How should the self- everything together

assessment team be
structured? « How the SAT fits within the structure of

your institution or department, and where
It reports to are also important in
ensuring its status

“AdvanceHE



Selecting the SAT. examples

There was an open call to all staff in May/June 2018 for expressions of interest for membership of 1

the SAT for the period June 2018 — Dec 2019. Twenty nine expressions of interest were received. The
following principles underpinned the creation of the SAT:

At least 40% of females and males

Participation from both academic and professional services staff at different grades/levels
Participation by both full-time and part-time staff, and those on different contract types
Representation for both the Faculty of Education and Faculty of Arts

Involvement of key senior management roles, e.g. members of Executive Team
Involvement of those with knowledge of, skills and experience of advancing gender equality
Chair of the Equality Committee

Student members

The Chair is representative on the College Promotions Committee and a member of the School
Promotions Panel, with experience as College Associate Dean for Undergraduate Admissions. All
staff were invited to volunteer for the SAT, which was selected to reflect gender balance (58%F);
experience of caring for dependents; and including part-time and fixed-term contracts. Membership

“AdvanceHE




Working Groups Tasks i
WG1: Data Collection & | Analyse staff survey (both qualitative and
Analysis quantitative)

Section 2 and 4

Provide data as required to assist the other
working groups

Organisation of
self

Staff Profile

WG2: Career Transition
Points & Career
Development

Section 5.1 & 5.3

Analyse and benchmark data on career
transition points and career development

Generate evidence-based actions

Career

| Communications Transition Points

\ & Deveopment

SAT

assessment

WG3: Flexible Working
& Managing Career
Breaks

Section 5.5

Analyse and benchmark data on flexible
working and managing career breaks

Generate evidence-based actions

Team:
Examples

Working
Groups

. Trans-inclusivity
| &
Intersectionality

WG4: Organisation &
Culture
Section 5.6

Analyse staff survey responses re
organization and culture

Generate evidence-based actions

Organisation &
| Culture

2b The self-assessment process
At the first RECSAT meeting on 27 March 2017, it was decided that three WGs would be
established to streamline the assessment process:

3.1: SAT working groups

WG5: Supporting Trans-
People &
Intersectionality
Section 6

Collect and analyse relevant data
Generate evidence-based actions

| Staff Data WG
\ 1) review and analyse institutional staff data;
2) manage the administration of the REC staff survey;

WG 6: Communication

Examine methods (both internally and
externally) to communicate on the Athena
SWAN application, build greater awareness
of Athena SWAN

‘ 3) organise interviews/focus groups with BAME staff;
‘ 4) facilitate the initiation and organisation of a BAME staff network.

Student Data WG

1) review and analyse student data;

2) manage the administration of the REC student survey;
3) organise interviews/focus groups with BAME students.

“AdvanceHE

Communication and Culture WG
To manage communication aimed at creating institutional awareness of the REC, and
topics/issues concerning race equality in HE and society more generally.



Have been a member of other university
committees

Presenting your Self

Research Focus on Equality Issues

Availed of reduced work week, shorter working
S S e S S I I l e n t e al I l week or other flexible work arrangement

Participate in formal network/committee with an

. 53% equality focus (e.g. LGBT staff network, Equality...
’4 1% A B withschool - Have taken parental leave
" non-Irish aged children 7 4
6% ! 37% Have taken maternity/paternity leave
are members of a with other
acial, ethnic and carng ; :
'(unu,a| minority responsibilities In a dual-career relationship
Have worked part-time
89%
56% areina Caring for and elderly parent, dependent
Wy I8 SAT Background and dual career
relationship . i
joining MIC Experlence Survey Parenting school-age children

21 members Other

83%
have been

members of 62% female and 38% male
other college
committees

0% 10% 20% 30% 40% 50% 60% 70% 80% 90% 100%
single
parents

Average of 12 years of service 4
~ 16 SAT Members e Caria 4F
* |l
68% Academic Staff and et M E
: . 1% 44% Female = responsibilities
32% Professional Services Staff worked part £6% Male 0
. 2F
Work ey 2,
organisation with a

time in MIC
21% 15 SAT members Ha"_T ‘T"e" SF ?
- 8 a®g @ o©n University committees, family leave 2M
significant activity maternity ieave
profile in EDI / 47% 16% \ while working TS AT b s -
o | | have conducted have taken A in MIC ‘
9 research inthe pate e P (lF & 4M) s famﬂy M

area of equality M while working on School Executive Committee
and diversity - in MIC

e DEEN A
member of an
interview panel
in MIC

33%

involved in an

Figure 3.3: Background and experience of SAT members

9/16 are Academics / \ I are Professional staff

4/16 are Researchers

o’ of which 4 are 2/16 (Technical & Administrative) 1/16 s a Student (PhD)
AdvanceHE

(2F & 2M)



Self-assessment team activity



Upskilling

Engagement

Analysis and
reflection

Writing

What's the

situation?

Was this
the right
action?
SAT
x activity

W hat action

should we
take?

Communications

N

Meetings
How well is
it working?
Gathering data
/ and evidence

Action planning and
Implementation
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Upskilling

Training,
discussions,
reading lists,
engaging in

related networks

or representative

groups, or other
resources

What's the

situation?

WERRGIS
the right
action?

SAT
x activity

W hat action

should we
take?

How well is
It working?
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What's the

situation?

Was this
the right
action?
SAT
x activity

W hat action

should we
take?

How well is
It working?

Gathering data
and evidence

guantitative and
qualitative data,
checklist/templates for
source

“AdvanceHE



Engagement

Climate surveys,
pulse surveys, focus
groups, interviews,
guestionnaires,
roundtable
discussions,
workshops, comment
boxes, town halls

itis up to the SAT to
determine best methods of

ehaagaement
engagement

What's the

situation?

Was this
the right
action?
SAT
activity

W hat action

should we
take?

How well Is
it working?

“AdvanceHE



Analysis and
reflection

Why?
Why?

Why?

What's the

situation?

WERRUIS
the right
action?
SAT
x activity

W hat action

should we
take?

How well is
It working?

“AdvanceHE



It isn’t about describing
your institution in perfect ,
terms, demonstrate that What's the

you have looked at the situation?

iIssues, understand the
factors at play, and have a
plan of action.

WETR IS
the right
" action?
Writing cannot fall on
one person - but it can SAT

be unwieldy to have aCtiVity

multiple people writing
the document — consider
a writing working group.

Writing W hat action

should we
take?

How well Is
it working?

“AdvanceHE



What's the

situation?

Was this
the right
action?
SAT
x activity

W hat action

should we
take?

How well Is
It working?
Targeted and
measurable
actions

Action planning and
Implementation

“AdvanceHE



What's the

situation?

WERRGIS
the right
action?

SAT
activity

W hat action

should we
take?

How well Is
it working?

Meetings

Sometimes the whole SAT
might meet, other times
might be reserved for
working group meetings,
an engagement activity,
an event or training. How
often you meet will
depend on the systems
you already have in place
to collect data, how
complex your unit is, the

level of support you have
nutcide - the SAT — and

UULoOiIucC Liic J7~i uiru the

“AdvanceHE

other things you are
working on!



What's the

situation?

WERRGIS
the right
action?

SAT
activity

W hat action
should we

take?

Communications

N

How well is

it working?

how will the chair
communicate the
work and progress
of the SAT to senior
management teams,
committees and the
rest of the
institution? will
other people
communicate and
champion the work
in institutional
forums and spaces?
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SAT Meeting

SAT Meeting

Subgroup meeting

Upskilling
I

Training

SAT meeting

SAT Meeting

Subgroup meeting

Subgroup meeting

SAT Meeting

Training

Engagement Engagement
|

SAT meeting

Subgroup meeting

Action planning and
review

“AdvanceHE

Analysis &  Analysis & Analysis &

reflection reflection reflectio}r\l
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Future planning



How do you future proof

the Action Plan?

* Who will have accountability of and
responsibility for implementation?

* How will the you ensure that actions are
owned and implemented within existing
governance structures?

* How will you monitor the progress and
Impact of interventions?

“AdvanceHE



« Willthe SAT operate as an independent
committee, as a broader EDI committee
How do you ensure SAT or as a subgroup of an EDI committee?

continuity and Corider Mo the SAT wil v
sustainability? onsidger how the SAT will evolve over

time and roles will rotate - how collective
knowledge will be maintained?

“AdvanceHE



Presenting self-assessment in your
application



Key elements to be discussed

» Establishing the Self-Assessment Team

— Role of SAT, size, structure

— Team: selection procession; representation/composition including gender balance; role
of the Chair

— Recognition and compensation for SAT members

» Executing the work

— Reporting structure
— Process for collaboration and communication across the institution

* Planning ahead

— Implementation of the plan
— Role of the SAT after the application

‘AdvanceHE



Establishing the self-assessment team

v" Identify the members of the self-assessment team and their roles
v" Include when the team was established

v How and why members were selected

v- Comment on representation and composition

v" Detail how participation is recognised, valued, and compensated

‘AdvanceHE



Executing the work

v Explain the reporting structures of the SAT
v"When meetings and other activity has taken place

v'Focus of meetings and activity

v’ Information on and rationale for engagement activity, including
number of responses disaggregated by relevant staff or student
categories - % and #s

‘AdvanceHE



Planning ahead

v Explain reporting mechanisms and structures for the future
v"How often the team will continue to meet
v'Plans to evaluate implementation of the action plan

v'How the SAT intends to communicate progress with staff and
students

v"Whether the membership of the group will change

‘AdvanceHE



And finally ...



Diverse
composiition of
SAT

Communication Recognition
and and Reward of
engagement SAT activity

Senior Effective Froward

leadership buy planning to
in and support self sustain

structures asessment momentum
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For more information
www.advance-he.ac.uk
¥ in f @AdvanceHE
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Core webinar 2: Collecting and
analysing your data
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Overview of webinar series

Core webinar Core webinar Core webinar

Core webinar Core webinar

Introducing ) : 2: Collecting _ : 4: |dentifying 5. Evaluating
your Charter L fPorfnSo(?l?ng and Sy':l‘frsgisltﬂpg priorities and progress and
journey analyzing iy designing evidencing
RIS your data e polleizs actions success
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Core Webinar 2: Key content

UNDERSTANDING
the importance of
data collection and

analysis for evidence

based interventions

PLANNING data
collection

CONDUCTING
gender analysis

“AdvanceHE



The GATI framework

Focus Area

Refime

Reflect

— Evaluate — Act

Page 23, GATI handbook and guidance document
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Core Webinar 2: Overview

* Why collect equality data
» Collecting your data
* Analysing your data

* Presenting and communicating your data
and analysis

‘AdvanceHE



Why collect equality data?



Why collect equality data?

* Analyse underrepresentation of different groups

* Identify barriers, gaps, differential experience or outcomes between different
groups

 Measure progress in achieving inclusive environments
« Communicate and advocate for change

* Inform interventions

« Evaluate the success of interventions

‘AdvanceHE



Why collect data for GATI?

What can your data do for you?

= ldentify key areas of underrepresentation

= ldentify strengths and weaknesses in current policy, practice and culture
= Identify possible solutions to inequalities

I'm frustrated by the
low numbers of
women invited as
seminar speakers.

There should be a
policy to prohibit
Inviting only white
en” — female, PGR

are men

“AdvanceHE



Collecting your data



Planning your data collection

What do we

already
know?

How can Institutional

we avoid sources of
consultation relevant

fatigue? data?

Data

mapping
exercise

What else

do we want
to know?

““AdvanceHE



Typical data sets for self-assessment

/ Uptake/return

rates for
family and
carer leave;
flexible
working

Staff
perceptions
of
organisation
and culture

Uptake of mat/pat,

Awareness policies/

Staff job grade, _ . ' ' '

198 9 . Appraisal carer leave: retention || Practices, satisfaction
contract type, Recruitment, rocess, trainin after return from ratings (e.g.
turnover, equal promotion P » training leave: flexibl workload);
bay data opportunities eave; flexible membership of

working. committees
L ) ]
AdvanceHE Process includes reflection on qualitative and quantitative data




Retrieving
data

Format of data
(e.g. online record system,;

i | paper records; surveys;
AdvanceHE focus groups)




Scrutinise and agree who should be captured
In the data before making data requests.

Consider creating a template for your data
requests.

Build relationships with key people and
offices.

Keep a record of the data requests made.

Identify one point of contact to manage data
requests and returns.

Get senior staff involved when necessary.

Recognise and thank people who support
data retrieval.

“AdvanceHE



Why benchmark?

* Provides external
context for data
analysis.

* Identifies where
you have a
better/worse
balance than the
sector average.

« Facilitates
discipline specific
comparision.

« Can shape the
development of
ambitious and
realistic targets
for actions

Baseline
data

Benchmark
data

Equality
challenges

and
opportunities

Sources of benchmarking data:
Other charter participants, professional bodies/learned societies;
HEA; international data (e.g. UK HESA)

““AdvanceHE



https://www.hesa.ac.uk/

Consulting your community

* Full or pulse surveys

* Focus groups

* Interviews

* Liaising with networks and unions
Town hall meetings

...and many more.
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Consulting your community

Quantitative Hethods

Only ohe ih 30 take
the free ice cream.
Interesting...

L]
- =
~

What did you feel -
when you saw thel/”  Excited,

[

Qualitative Methods

free ice cream!

A little scared.

5=
\}? /g )

“AdvanceHE
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Data protection

« Consult with institutional data controller or advisers
« SAT should be familiar with data protection guidelines and processes

* Informed consent - be clear about how you will use data with those
taking part

« Limit the number of people who see identifiable data and wherever
possible work with anonymized data

« Consider non-disclosure and confidentiality agreements among your
SAT

‘AdvanceHE



Analysing your data



GATI peer review criteria

Has the data been interpreted to identify gender disparities across the pipeline with
comparison across STEMM and Non-STEMM disciplines; and within STEMM disciplines?

Have the data timeline trends been interpreted to identify gender disparities across the
pipeline with comparison across STEMM and Non-STEMM disciplines and within STEMM
discplines?

-Is the data examined to understand how the numbers change up the career ladder; and reasons
thereof?

“AdvanceHE



GATI peer review criteria

Recruitment: Has the data been examined to determine if eligible talent
pool is provided equitable opportunity free from bias?

-Has intersectionality been examined to determine special challenges
faced by reserved category students and first-generation entrants in
higher education?

“AdvanceHE



How to analyse your data

* Look for obvious trends and patterns

« Use longitudinal data to illustrate change and understand how
patterns are evolving

« Analyse collaboratively (ensure SAT includes data expertise)
« Use your analysis to identify key gender equality priorities
« Consider Intersectionality

‘AdvanceHE



Reflect on and evaluate gender
equality opportunities and
challenges by gender

D

Reflecton a Evaluate

range of policies, ) _
quantitative and oractices & Consultation data—record:

qualitative data activities - number and gender of

L4

participants
- present in #s and %s
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Analyse collaboratively (e.g.
diverse SAT)

Approach data proactivélx

@ and with curiosity
\ /

Reflecton a Evaluate Why are we

range of policies, seeing these
quantitative and practices & unequal

gualitative data activities outcomes?

Does this process
work equally well
for different

groups?

What could we do to level
the playing field?
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e.g

Student/staff
@ im/balance
4 \)
Reflecton a Evaluate
range of policies,
quantitative and practices & e.g. outreach,
qualitative data activities student
support,
promotion
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VoS ~h- ©
=0= o
. \F =5 Y
Reflecton a Evaluate Establish Develop an Ensure the
range of policies, equality priority  evidence-based effectiveness of
quantitative and  practices & areas & action plan the actions

gualitative data activities aspirations
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What to look out for

Disproportionate representation of one gender in particular staff groups,
disciplines

« Changes in gender representation across years (staff and students)
 “Leaks” between grades / stages / recruitment

« (Gender differences In
— Applications for and success at recruitment
— Uptake of training and development opportunities
— Applications for and successin promotion

« Attainment or awarding gender gaps
« Gender differences in opinions / experience / satisfaction (culture survey)

‘AdvanceHE



Identifying Issues

Academic staff by grade, contract function
and gender will indicate:

overall gender balance in current
population

recent fluctuations in gender balance of
population (e.g. impact of recruitment,
retirement)

where men/women may be
under/overrepresentation at particular
grades

any “leaks” in the pipeline (e.g. L>SL.)
gender differences in staff function (e.g.
research only vs. teaching and
research)

““AdvanceHE



Academic staff by grade, contract function
and gender may provide insight on:

e gendered patterns in recent recruitment
gendered patterns in staff progression
gendered patterns in fixed-term

ldentifying issues contracts/leavers

« gender balance of the discipline

““AdvanceHE



Triangulating data

75%
of Professors
are men

Identification of

Dl el Issue / priority

Action planning

““AdvanceHE



Data gaps and challenges



Missing data

« Consider feasibility of manual data collection
(e.g. local uptake of recent training)

« Ascertain if any information may be locally
available (e.g. sign up sheets for open days)

« Acknowledge gaps and put in place actions to

Data gaps begin/improve future data collection (e.g.

digitisation)

Partially complete data set

e as above

« consider supplementing data with targeted
guestions in staff consultation (e.g. survey;
Interviews)

““AdvanceHE



Low response rate to survey

« analyse respondents (gender,
PMSS/academic; grade)

e ascertain any gaps and target supplementary
consultation (e.g. pulse survey/s; focus
groups)

Data gaps « consider action/s to improve

awareness/engagement

Avoid % targets for staff consultation. Instead
ask, iIs the # of respondents/participants
representative of the department/institution

““AdvanceHE



Supplementing with qualitative data

Promotion: low numbers applying

Recruitment: few roles advertised/low numbers of applications

M F

I understand the promotion process and criteria 83% | 67%

| think the selection

and recruitment
processes are fair

and transparent
Male
- e
selection and
recruitment

0% 20% 40% 60% 80% 100%

| understand the

W Agreatdeal WAlot ™A moderate amount Alittle m Not atall

Figure 5.1: Staff perceptions of recruitment processes

The survey revealed that one in five staff believe that recruitment and selection processes are ‘not at
all’ fair and transparent (20%F, 18%M), Figure 5.1. The College’s recruitment and selection processes

Figure. 5.1: Gender-Based Perceptions of Fair Recruitment Treatment in

Relation to Gender (740 staff)

Entirely Fairly 27%

Somewhat Fairly

Somewhat Unfairly

Entirely Unfairly

"' g
2 3

Don't know/No opinion

0% 10% 20% 30% 40%

Female m Male

50%



Supplementing with qualitative data

. circulated the annual EDI Survey to departmental staff in November 2018. The
department had a 64% response rate (compared to 63% atjjjjjjji} wide level). The
survey included Athena SWAN specific guestions, and results were disaggregated to
include the department’s feedback by gender or job category.

In April 2019, and for the first time in the- we circulated a standalone EDI survey
to postgraduate research students and had a 61% response rate (compared to 25% at
-—wide level). Due to the small number of male PGRs, in line with data protection

advice from _ we are unable to disaggregate this survey

by gender

In July and August. the Athena SWAN Project Officer conducted 21 (48% F) 1-to-1
interviews with staff and postgraduate research students.

Because of the small size of the department, we attribute interview participants and

quotes to individuals by gender or role, but rarely both, to retain the anonymity of the

interviewees.
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Presenting data



Presenting your data

* Present data tables, as appendices,
cross-reference In your narrative

« Disaggregate by gender and other
relevant characteristics

« Disaggregate sub-units (departments)
 Include raw numbers and percentages
« 5 years of data

« Use graphics to make trends, patterns
visible

“AdvanceHE



Presenting data

Figure 4.1.2: Proportion of undergraduate applicants given an offer - all degrees

90%

70%
60%
0%
40%
30%
20%
10%

0%

2014/15 | 2014/15 | 2015/16 | 2015/16 | 2016/17 | 2016/17 | 2017/18 | 2017/18

[#.2]
R

Proportion of applicants given an offer

Women Men Women Men Women Men Women Men
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Presenting data

06 and #s

L
o
™
-
J\

Perce nﬁJ

100%
90%
80%
710%
60%

~ 50%

40%
30%
20%
10%

0%

UG Application, Offer & Acceptance

7

’ .

Applic Offer

2014/15

TN
NN
N

> DA NN

Accept | Applic Offer Accept | Applic

2015/16
M Female [@AMale

Offer
2016/17

Accept
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Example -
Staff data:
Nursing and
midwifery

Figure 4.8: Gender representation of staff, labels show headcount by contract function:
academic (teaching & research), research-focussed staff and teaching-focussed staff.

applicant

%

required)

100%
90%
80%
70% #
D)
50%
0%
30%
20%
10%

4 years of data :> 0%
(NB. 3 or 5 usually

< w © ~ <+ i o ~ <+ n © ™~ Dlsaggregated
1—| u.—l l—l 1—| l—l l—l !—| !—I !—I !—| !—I !—I
— i i i i i - i i - i i
o o o o o o o o o o o o
~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~ ~
Academic Research-focussed Teaching-focussed

I Male BB Female — esmBenchmark (HESA)

Staff data is benchmarked against relevant national (UK HESA) disciplinary Cost Centre
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And finally...



Key steps In a gendered analysis

Collect
mandatory
data sets
& run
survey

Data mapping
exercise; HR
systems,
surveys etc.

/" Critically

\_ equality

analyse
data for
gender

Identify

priorities

\ relevant
.action/s

key

and

Consider
intersectionality
and diverse gender
identities if
possible; record
raw # and %

Approach data:
collaboratively,
proactively and with
curiosity; respecting
confidentiality and
data protection
regulations

Developed
according to the
SMART
principles; use
data to set
realistic success
measures

“AdvanceHE
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Core webinar 3. Assessing your culture
and policies

GATI Recorded Webinar Series



Overview of webinar series

Core webinar Core webinar Core webinar

Core webinar Core webinar

Introducing ) : 2: Collecting ) : 4: |dentifying 5: Evaluating
your Charter L fPOrfnSogll?ng and Sy':l‘frséisltﬂpg priorities and progress and
journey analyzing iy designing evidencing
RIS your data e polleizs actions success

“AdvanceHE



Learning objectives

Understand the importance of assessing
policies, processes and culture for equality
outcomes

Be aware of different approaches to assessing
policies and culture

“AdvanceHE



The GATI framework

Focus Area

Evaluate

Page 23, GATI handbook and guidance document
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Core webinar 3: Overview

« Importance of addressing policies and culture

« Designing policies for equality outcomes

e Culture and gender equality

« Approaches to assessing culture

 Example: approaches to addressing sexual harassment

« Considering Intersectionality and inclusivity of policies and
cultures for all genders

« Summary of key messages

‘AdvanceHE



Importance of assessing culture
and policies



Policies and culture

Gender
equality
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Criteria 4. Gender policies, processes,
procedures, practices

Supporting Dignity at

work-life

dynamic L

Audits, review
and
resources

“AdvanceHE



Criteria 5: Gender climate and
organizational culture

Student support Promoting
and curriculum women In
enrichment sclence

Science
promotion

“AdvanceHE



Designing and assessing policies
for equality outcomes



Assessing policies for equality outcomes

ldentifying Adapting/

existing
policies

creating new
policies

“AdvanceHE



Which policies?

« Obvious “equalities” policies (e.g. equality policy, transgender
policies,

« Bullying and harassment / violence against women policies
* Flexible working, parental leave, carers policies

....And wider policies such as:

« Appraisal, promotion and progression policies

« Extenuating circumstances policies (students)

 Core hours / teaching day / meetings policies

‘AdvanceHE



Evaluating poI|C|es

“AdvanceHE



Key guestions

« Do the policies go far enough to ensure sustained equalities?

« |s the language still appropriate and up to date?

* |s the policy based on any outdated assumptions?

 Who does policy cover and does it need to be extended?

« Does the policy have the potential to impact negatively on a particular
gender identity?

* How might the policy be adjusted to mitigate and intended or
unintended negative gender impacts?

« Are new policies required to tackle emerging inequalities (e.g. digital safety)

‘AdvanceHE



Adapting or creating new policies

Implementation,
- dissemination
Rationale an
engagemen

“AdvanceHE



Addressing gaps between policy and practice

“AdvanceHE



What is ‘culture’ and how does it
relate to equality and diversity?



Why does culture matter?

Inclusion and sense of belonging

Some cultures and subcultures can be discriminatory
or present barriers to particular groups

“AdvanceHE



Culture and gender equality

Y

Gender
iIn/equality

—

Culture
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* Does the culture
[S{Iept21  support gender
culture and REC[VEUINZ

S0lelelbl |01 * \What about subcultures
within the institution?
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Possible dimensions of culture

Social

Hierarchical

Narrative around culture should be framed from a gender
equality perspective

“AdvanceHE



*|s the working life of
the Institution
Inclusive and
geared towards
gender equality?

‘AdvanceHE



*|s the Institution a
welcoming and
Inviting place for
everyone to work
and learn?

Social

culture
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*Are there
Gl gendered

Culture patterns to power
dynamics?

“AdvanceHE



Approaches to assessing culture



Tools for evaluating culture

Quantitative Focus
data groups

Feedback
forms

“AdvanceHE



Example: Addressing sexual
harassment on campus



Effecting cultural and behavioural
change across Institutions

Institutional Culture

Institutional Structures

and Processes

Institutional
Targeted
Initiatives

“AdvanceHE



Institutional responses

* Embedding GBV in wider institutional strategy

Institutional structures and processes

* Reporting mechanisms
» Complaint procedures
* Policies

Targeted initiatives

* Prevention activity
» Trauma informed support
« Signposting/partnering with specialist support organisations

» Monitoring progress and evaluating success
» Governance and leadership

“AdvanceHE



Considering intersectionality and
Inclusivity of policies and cultures
for all genders



Intersectionality

Intersectionality refers to particular forms of
Prof Patricia Hill Collins

!ntersect!ng oppressions, for example, | Professor of Sociology
Intersections of race and gender, or of sexuality University of Maryland
and nation.

Intersectional paradigms remind us that
oppression cannot be reduced to one
fundamental type, and that oppressions work
together in producing injustice.

‘AdvanceHE
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Disabled 4 ] A
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Embedding an intersectional approach

“Intersectionality is not identity
politics... it is a lens, a prism, for seeing
the way In which various forms of
Inequality often operate together and
exacerbate each other”

Crenshaw, 2020

“AdvanceHE



And finally...



Key messages

Addressing

Assessing and institutional culture can

designing policies with

help to embed
progress towards
gender equality

a gender lens supports
equality outcomes
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Core webinar 4:

ldentifying priority issues and
developing targeted action plans




Key content

UNDERSTANDING
why targeted

DEFINING

SUCCESS measures

actions plans are and targets

Important

DEVELOPING
targeted actions

“AdvanceHE



The GATI framework

-
|

—

{ Focus Area ‘ — Collect Data

{ Refime
S

oy

— Evaluate

Page 23, GATI handbook and guidance document
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Criteria 7

“The key question to address is how these
plans can be integrated in the strategic
vision of the institution and help gender
advancement as outlined by the key
principles of the GATI Charter.”

(GATI handbook, page 48)
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GATI peer review criteria

Are the SMART action plans designed to address barriers, challenges
and gender inequalities unraveled in the self-assessment process?

Does the institution lay a clear road map and allocate adequate
resources for their implementation over the stipulated time?

“AdvanceHE



UNDERSTANDING why targeted
action plans are important




“Someone'’s sitting
In the shade today
because someone
planted a tree a
long time ago.” —
Warren Buffett

“AdvanceHE



1. WHAT a e you going to do?
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Wisl=NE" «Who is the
cl(shelth  action aimed at?

slellalel  «How will it be
1 sl0 % | implemented?
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* Why Is action
hecessary?
* How does the

rationale link to your
data analysis?
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m e Dates for

will _the implementation, review
action and evaluation

S rz1ai-1ale i ° Specific dates for start,
finish? end, and milestones
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Wis(ORVIE « accountability
ensure VS

Implementation

the action
IS o
Vel * Specific roles
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 WWas the action
effective to achieve
your overall goal?

« Numerical/measurable
targets
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IDENTIFYING priorities




Why identify priorities?

v Guide plans to improve Evaluate

progress and

gender equality success
v’ Target areas of greatest /

need
v Keep focus on long

term outcomes

v' Ensure plans are
achievable and sustainable Identifying

priorities and
solutions

\

“AdvanceHE



From analysis to priorities

Key gender equality issues

Key priorities for future action

“AdvanceHE



Guidance for setting priorities

v’ 4-8 priorities
v Specific and measurable
v Appropriate to your context

v Justified by your evidence (quantitative and
gualitative)

v Likely to be addressed through multiple actions

“AdvanceHE Remember gender equality!



Use your evidence

v Where are the widest/ most persistent gender gaps in
— Student/ staff representation
— Recognition/reward or award
— Promotions?

v Recurring areas of concern in
staff culture surveys/focus groups @
v Consider intersectionality \

“AdvanceHE



Consider internal and external context

v External policy drivers/statutory
responsibilities

|~
v' Existing institutional targets /(@/ \
_\ y

v' Changes to context,
eg Covid 19/ home-based
and flexible working

v Opportunities arising from institutional initiatives or partnerships
with external organisations

"AdvanceHE



Consult with and engage stakeholders
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Setting targets

Benchmark data
Provides context for
analysis of internal data
e comparison with sector

averages (see
)

 discipline-specific
comparison

Establish gender equality issues / Shape realistic but
ambitious targets

“AdvanceHE


https://www.advance-he.ac.uk/guidance/equality-diversity-and-inclusion/using-data-and-evidence/statistics-reports

Examples of specific priorities

Reduce incidences of disrespect towards
female professional services staff from male
students

Tackle bullying
and harassment

Improve the proportion of women achieving
promotion to Professor grade

Grow
engagement with
the local
community

Work with community partners X, Y and Z to
increase the proportion of male school-leavers
from the local area enrolling in the institution.

“AdvanceHE



Using evidence to identify your
priorities - example



Identifying priorities - example

e
e

3
I_CD
=
>
o

‘AdvanceHE

Women are significantly underrepresented at
Professor grades (16%F) despite gender balance at
Lecturer grades (53%F).

Women are less likely to apply for and be successful
In promotion to professor roles

Staff survey feedback found women significantly less
satisfied on: fairness of decisions about promotion and
on workload allocation in departments; usefulness of
feedback on career dewt.

Staff also perceive teaching is undervalued.



ldentifying priorities - example

Women are significantly

QD underrepresented at Professor _IZ\ I ntrOd uce .

Sl = : v Specific and

urer g S

GC) (53%F). o mentorl ng measurable
Women are less likely to apply for . * Can be

E and be successful in promotion to DL_ SCheme fOr ted

> professor roles Suppor _e

@) Staff survey feedback found women by multiple
women significantly less - actions

G) satisfied on: fairness of decisions Senlor )

- about promotion and on workload x (Partially)
allocation in departments; . g

I_ usefulness of fgedback on IeCtu rerS justified by
career dewt. evidence

Staff also perceive teaching is
undervalued

‘AdvanceHE



ldentifying priorities - example

Women are significantly
underrepresented at Professor
grades (16%F) despite gender
balance at Lecturer grades
(53%F).

Women are less likely to apply for
and be successful in promotion to
professor roles

Staff survey feedback found
women significantly less
satisfied on: fairness of decisions
about promotion and on workload
allocation in departments;
usefulness of feedback on

career dewt.
Staff also perceive teaching is
undervalued

‘AdvanceHE

Priority

The evidence

Increase
number of
senior
women In the
University

x Specific and
measurable

v Can be
supported
by multiple
actions

x (Partially)
justified by
evidence



Identifying key priorities - example

Women are significantly

q) underrepresented at Professor >\
() grades (16%F) despite gender S Increase
balance at Lecturer grades o~ 1 v ifi
S G & proportion of Spectfic and
Women are less likely to apply for g measuraole
E and be successful in promotion to 0 women v Can be
> professor roles 't d t supporte d
G) Staff survey feedback found promo e O )
women significantly less f by multiple
satisfied on: fairness of decisions :
Q about promotion and on workload P ro essor aCtIO_n_S
O allocation in departments; v" Justified by
I_ usefulness of feedback on i
career dewt. evidence
Staff also perceive teaching is D
undervalued

‘AdvanceHE



DEFINING success measures and
targets




 WWas the action
effective to achieve
your overall goal?

« Numerical/measurable
targets

‘AdvanceHE



Baseline data reveals issues and opportunities
for intervention

Baseline data:

« staff/studentrepresentation;

« uptake rates;

« application/success rates (# and %);
* awareness;

» feedback;

Baselines, alongside benchmarks, help to
establish gender equality issues and
opportunities, and both can be used to shape
realistic but ambitious targets

‘AdvanceHE



Using baseline data

Including baselines in the action plan is encouraged to establish the evidence

base for the action.

Objective

Rationale for Actions

Associated Actions

People Responsible

Success Criteria and Outcome

l

Provide appraisee and
appraiser training for all
staff and increase uptake
of appraisals.

Baselines provide the data points against which success of interventions can be

measured.

“AdvanceHE

In the School AS Survey only
61% of women and 56% of
men academic staff reported

. Ensure that all staff are appraised each year;
. Make appraiser training compulsory for all
appraisers;

I
within the last year.

79% of women and 71% of
men did not have appraiser
and/or appraisee training in
the last two years.

c. Encourage all staff to undertake appraisee
training;

d. Create a School register of peer-review
completion and report data to BoS at the end
of each year to ensure peer review takes
place for all academic staff.

Responsible:
Dean

Implemented by: School
HR team

1. All staff to be appraised
henceforth.

2. All appraisers to be trained by
the end of 2019.

3. Increase proportion of staff with
appraise training to 50% by
2022.

4. Peer review data reported to
BoS by Oct 2019.



Key terms

Success measures — indicators that help
you understand if your actions are having

the intended effects

Is this action doing what it's supposedto?

Success measures should correspond to your rationale for action. Success

measures aren'’t just about completing actions, but evaluating them.

“AdvanceHE



Defining success

Reduce incidences of disrespect towards
female professional services staff from male
students

Tackle bullying
and harassment

Improve tr 2 proportion of women achieving
~.omotion to Professor grade

Grow
engagement with
the local
community

Work with community partners X, Y and Z to
increase the proportion of male school-leavers
from the local area enrolling in the institution.
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Achievable

goals and
celebration
of success

“AdvanceHE



DEVELOPING targeted actions -
example




Developing targeted actions

Objective Rationale Planned actions

Increase

proportion
of women
promoted
from Senior
Lecturerto
Professor.

1. WHAT are you going to do?




Developing targeted actions

Objective Rationale Planned actions Key outputs Timeframe People Success criteria
& milestones involved

s
Increase Womerra

proportion significantly underreprese
of women nted at Professor grades
promoted (16%F) despite gender

from balance at Senior
Senior Lecturer grades (53%F)
Lecturerto  (2021)

Professor.

In promotions rounds
between 2019 and 2021,
men were more likely to
apply and be successful
than women in achieving
professorial status.

Existing promotion criteria
do not give weighting to
teaching and learning.
Staff also perceive
teaching is undervalued.



Developi

Increase
proportion
of women
promoted
from
Senior
Lecturer to
Professor.

Women are

significantly underreprese
nted at Professor grades
(16%F) despite gender
balance at Senior
Lecturer grades (53%F)
(2021)

In promotions rounds
between 2019 and 2021,
men were more likely to
apply and be successful
than women in achieving
professorial status.

Existing promotion criteria
do not give weighting to
teaching and learning.
Staff also perceive
teaching is undervalued.

7~ N

Planned actions

1.Introduce a new pathway
for promotion to Professor
based on Teaching and
Learning Leadership.

1.1 Complete approval
process for new pathway

1.2 Communicate changes
to all staff via line managers
and staff bulletin

1.3 Run information
workshops annually to
introduce the new pathway
and criteria

2. Remowe requirement
to have reached top

of Senior Lecturer scale to
apply for promotion to
professor.

g targeted actions

Key outputs Timeframe People Success criteria
& milestones involved

1. WHAT are you going to do?




Developing target

Increase Women are

proportion significantly underreprese
of women nted at Professor grades
promoted (16%F) despite gender

from balance at Senior
Senior Lecturer grades (53%F)
Lecturerto  (2021)

Professor.

In promotions rounds
between 2019 and 2021,
men were more likely to
apply and be successful
than women in achieving
professorial status.

Existing promotion criteria
do not give weighting to
teaching and learning.
Staff also perceive
teaching is undervalued.

1.Introduce a new pathway
for promotion to Professor
based on Teaching and
Learning Leadership.

1.1 Complete approval
process for new pathway

1.2 Communicate changes
to all staff via line managers
and staff bulletin

1.3 Run information
workshops annually to
introduce the new pathway
and criteria

2. Remowe requirement
to have reached top
of Senior Lecturer scale to

Key outputs

& milestones

3. WHEN will the action start and finish?

‘ Timeframe ’
T

Dewvelopment of
pathway to
commence Jan
2022

1. Pathway
approved July
2022

2. Comms with
staffto be
completed by
end Aug 2022

3. Workshops to
take place every
Sep-Oct from
2022

4. Promotion
requirements
updated by Sept
2022

People

.nvolved

ed actions

Success criteria



Developing targeted ac

Increase Women are

proportion significantly underreprese
of women nted at Professor grades
promoted (16%F) despite gender
from balance at Senior

Senior Lecturer grades (53%F)
Lecturerto  (2021)

Professor.

In promotions rounds
between 2019 and 2021,
men were more likely to
apply and be successful
than women in achieving
professorial status.

Existing promotion criteria
do not give weighting to
teaching and learning.
Staff also perceive
teaching is undervalued.

4. WHO will ensure the action is achieved?

1.Introduce a new pathway
for promotion to Professor
based on Teaching and
Learning Leadership.

1.1 Complete approval
process for new pathway

1.2 Communicate changes
to all staff via line managers
and staff bulletin

1.3 Run information
workshops annually to
introduce the new pathway
and criteria

2. Remowe requirement
to have reached top

of Senior Lecturer scale to
apply for promotion to

Timefran =

Development of
pathway to
commence Jan
2022

1. Pathway
approved July
2022

2. Comms with
staffto be
completed by
end Aug 2022

3. Workshops to
take place every
Sep-Oct from
2022

4. Promotion
requirements
updated by Sept
2022

QNS

People
involved

Resp:
Head of
Centre for
Learning
&
Teaching
(HCLT)

Impl:
HCLT;
Heads of
Faculties
and
Depts;
Comms
Team

Resp &
Impl:
Director
of HR

Success criteria



Developing targeted actions

Planned actions

Key outputs

Timeframe

People
involved

Success criteria

Increase
proportion
of women
promoted
from
Senior
Lecturer to
Professor.

Women are

significantly underreprese
nted at Professor grades
(16%F) despite gender
balance

at Senior Lecturer

grades (53%F) (2021)

In promotions

rounds between 2019 and
2021, men were more
likely to apply and be
successful than women
in achieving professorial
status.

Existing promotion criteria
do not give weighting to
teaching and

learning  Staff

1.Introduce a new pathway
for promotion to Professor
based on Teaching and
Learning Leadership.

1.1 Complete approval
process for new pathway

1.2 Communicate changes
to all staff via line managers

and staff bulletin

1.3 Run information
workshops annually to
introduce the new pathway
and criteria

2. Remowe requirement
to have reached top

of Seniarl acturar ascale to

& milestones

pathway
approved

2. Pathway
communicated
to staff

3. Workshops
take place and
participant
feedback is
obtained

Dewelopment of
pathway to
commence Jan
2022

1. Pathway
approved July
2022

2. Comms with
staff to be
completed by
end Aug 2022

3. Workshops to
take place every
Sep-Oct from
2022

4 _Promaotion

Resp:
Head of
Centre for
Learning
&
Teaching
(HCLT)

Impl:
HCLT;
Heads of
Faculties
and
Depts;
Comms
Team

Resn &

tor

70% of eligible staff to attend
information workshops each year

80% of eligible women to attend
information workshops each year

90% of participants report
satisfaction with information
workshops via participant
feedback forms.

Share of women

applying successfully for
promotion from SL to professor
grade increases from

25% (average of 2019-21) to 45%
by 2024.

Increase in

women’s representation at
professor grades from 16% to
25% by 2024.



And finally...



Key messages

Targeted action

: |dentifying priorities
plans are vital to dentifying p

helps you focus on

making positive
advances in gender
equality

areas that really
matter to get results

“AdvanceHE
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Core webinar 5:
Evaluating progress and evidencing
success

GATI Recorded Webinar Series



Overview of webinar series

Core webinar Core webinar Core webinar

Core webinar Core webinar

Introducing ) : 2: Collecting _ : 4: |dentifying 5. Evaluating
your Charter L fPorfnSo(?l?ng and Sy':l‘frsgisltﬂpg priorities and progress and
journey analyzing iy designing evidencing
RIS your data e polleizs actions success
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Key content

UNDERSTANDING
approaches to

RECOGNISING
when actions need
to be updated
and/or revised

evaluating actions
over time

IDENTIFYING

Impact from your
actions

“AdvanceHE



The GATI framework

Focus Area — Collect Data — Analyze

Reflect

Evaluate

Page 23, GATI handbook and guidance document

“AdvanceHE




GATI peer review criteria

Are the SMART action plans designed to address barriers, challenges
and gender inequalities unraveled in the self-assessment process?

Does the Institution lay a clear road map and allocate adequate
resources for their implementation over the stipulated time?

“AdvanceHE



Context specific

EVERYONE HAS A HISTORY.
WHAT YoU Do WITH IT We are
I VP To You. h too busy

= “Sx‘ .
y saY /5
| ‘h\ i

i

SoME LEARN FRoM [T.

Ty

THE REALLY SPE(IAL ONES
VSE [T To HELP OTHERS.

~JoHN MARK GREEN-
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UNDERSTANDING approaches to
evaluating actions over time




An evidence-based approach to
gender equality

Collect Critically Identi
Y entify Develop Demonstrate
qlﬁﬁﬁgﬁvg a?o%‘c’eenggﬁa Issues & tailored progress &
q opportunities action plans impact

data equality

‘AdvanceHE



If you put resources What's th
. . at’s the
Into something, you T o

want to know if it is /
worth it

\tlxgs}ithﬁ? How well Is
aCﬂO%Q It working?

W hat action
should we
take?

“AdvanceHE



Evaluation

i
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Evaluation

Input

K‘Obsn ‘
MIRACLE o/ N 0 ¢

OCCURS .+~ o

iy RAN

i .

“I think you should be more explicit here in

“AdvanceHE o



Questions for process evaluation

; é § ; Who did the action reach?
How well was the action delivered? 'ﬁ m
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Questions for process evaluation

How satisfied were
the people involved in
the action?

“AdvanceHE



Output evaluation

p o Do
7
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Outcome evaluation

i

YN <
/-

A ———
/n ~ f/\//A

‘ \Il"l/\/r,/\.i?

s e R —— e
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Impact evaluation

p oo

TYPICAL INVENTOR - 1

FAILING TO SEE THE

CONSEQUENCES OF HIS
OWN CREATION.

hoaS ) <
- v, " " ) by o .
’, ’ < nt
° e < &£~ -
CHRAIS MADDEN g !
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Making a cup of tea - evaluation
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PREPARING and actively planning
for impactful actions




Evaluating actions

Success measures — indicators that help
you understand If your actions are having
the intended effects

Is this action doing what it’s supposed to?

Success measures should correspond to your rationale for action. Success

measures aren’t just about completing actions, but evaluating them.

“AdvanceHE



Action Rationale and Issue Actions Time Frame Responsible Accountable Success Measures and
Identified Outcomes
5. Supporting and advancing careers
5.1 Key career transition points
5.1.1 Women make up 34% - Use online gender- Q 2019 begin HR Athena SWAN Increase proportion of
46% of applicants to decoding tool to en ‘ure | using gender Champions, women applying to roles to
academic and research wording of job decoding tool and Communications | 50% at all levels.
roles. advertisements does not | guidance for job workstream lead
put off women applying. | descriptions.
Broaden job descriptions

to reflect wider research
interests of the
department -

to attract a
wider pool of applicants.
Develop recruitment
pack highlighting Athena
SWAN-related policies
and benefits.

Develop
recruitment pack
in Q3 2020.

HoD, -

Communications
workstream

‘AdvanceHE




Action

Rationale and Issue Actions Time Frame Responsible Accountable Success Measures and
Identified Outcomes

5. Supporting and advancing careers

5.1 Key career transition points

5.1.1

Women make up 34% - a. Use online gender- Q 2019 begin HR Athena SWAN Increase proportion of
46% of applicants to decoding tool to en ‘ure | using gender Champions, women applying to roles to

Wil + Clear baseline data to improve levels.
+ Specific action components
+ Timeframes in place
+ Responsibility and accountability seems appropriate

+/- Discipline specific benchmark?
- Ensure rest of AP demonstrates action ¢ will be achievable

wider pool of applicants. | recruitment pack | workstream

c. Develop recruitment in Q3 2020.
pack highlighting Athena
SWAN-related policies
and benefits.

“AdvanceHE




The is below the HEA

The . will ensure at least

The HoS/School Manager will review

UG/PG

Minimum of 1

average of 10% males one all-male school visit in our | allocation of staff toward open days Coordinator, school visit per year | Start: Sept 2021
applying for and accepting outreach each year, and and school outreach and ensure that | School Manager | to boy’s school.
places on . ensure male staff at least 1 male is available to attend. . Milestone:
undergraduate representation in school visits Support of increase Annual school

The UG/PG Coordinator and School in UG male ..
programmes. or open days (most school : . _ visit plan

.- Manager will review plans for School representation.
visits are currently co-ed). . . .

visits and make contact with boy’s

schools in surrounding

catchment.
The . is below the HEA | The will develop a The SAT (Working Group) will SAT (Culture & 80% of Careers Start: Sept 2021
average of 10% males short presentation and career | develop a Presentation and a Communications | Advisors in

applying for and accepting
places on .

undergraduate
programmes.

promotional materials to
circulate to boys schools
across Ireland for use in
career guidance sessions.

pamphlet which outlines key

career information, facts and figures,
targeted at male students, with the
support of the EDPM.

The SAT will contact Career Advisors
at boy’s schools within our
catchment area to circulate these
materials.

The SAT will reach out to other N&M
Schools to develop collaboration on
these materials and see if circulation
more widely could be achieved and
supported.

WG) / EDPM

boy’s schools
confirm they have
received the
targeted
promotional
materials.

Support of increase
in UG male
representation.

End: Materials
developed and
circulated by
March 2022
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The is below the HEA | The! will ensure at least | The HoS/School Manager will review | UG/PG Minimum of 1
average of 10% males one all-male school visit in our | allocation of staff toward open days | Coordinator, school visit per year | Start: Sept 2021
applying for and accepting outreach each year, and and school outreach and ensure that | School Manager | to boy’s school.
places on . ensure male staff at least 1 male is available to attend. i Milestone:
undergraduate representation in school visits support of increase Annual school

The UG/PG Coordinator and School in UG male -
programmes. or open days (most school . . . visit plan

. Manager will review plans for School representation.
visits are currently co-ed). - . ,
visits and make contact with boy’s

+ Sector benchmarking
+ Specific activities planned, including potential sector-wide supports

Baseline data is less clear

Difficult to capture impact on sector wide issue, consider if way to capture feedback on materials
The SAT will contact Career Advisors PTOTITOTIONG .

at boy’s schools within our materials.

catchment area to circulate these

materials. Support of increase
in UG male

The SAT will reach out to other N&M representation.

Schools to develop collaboration on
these materials and see if circulation
more widely could be achieved and
supported.

“AdvanceHE



An example action area

Academic promotions



Context: Academic Promotions

Women are significantly underrepresented at Professor grades (16%fF)
despite gender balance at Lecturer grades (53%fF).

* Ahigher proportion of men (57%) than women report that their workload
aligns with the current promotions criteria (34%)

« Alower proportion of women (31%) than men report they have discussed

career progression opportunities (59%) at development reviews (survey
results)

Qualitive feedback on institutional culture has found that staff feel teaching is

undervalued. _ _ _
With my workload and focus on teaching, | feel like |

should give up my aspirations of ever being

. promoted. Everyone knows it’s the research that
AdvanceHE counts.




 How do you determine if actions are
successful?

« What factors are either barriers or
facilitators to the implementation of
actions and meeting of targets?

 How do you apply the learning from this

evaluation and to secure better
outcomes?

‘AdvanceHE



Issue Action Milestones Success Measure

Women are : :
sianificant| A 20% Increase In

g y female applications
underrepresented

to Professor (on
average of 2014-16
application figures)
by Dec 2020 coming
via this pathway.

at Professor grades
(16%F) despite
gender balance at
Lecturer grades
(53%F).

Consultation
feedback found
gender gap in
workload alignment
and promotions
discussions.

Teaching is
undervalued.

() )
AdvanceHE note: APs would also note timescales and accountability and/or responsibility for actions



Issue Action Milestones Success Measure

Women ar ) :
sigonifiecaf\ltlil A 20% increase In
underrepresented female applications

to Professor (on
average of 2014-16
application figures)
by Dec 2020 coming
via this pathway.

at Professor grades
(16%F) despite
gender balance at
Lecturer grades
(53%F).

No further work is
needed on this
milestone.
Consultation
feedback found
gender gap in
workload alignment
and promotions
discussions.

On its own, no
further evaluation
is likely.

Teaching is
undervalued.

() )
AdvanceHE note: APs would also note timescales and accountability and/or responsibility for actions



Issue

Women are
significantly
underrepresented
at Professor grades
(16%F) despite
gender balance at
Lecturer grades
(53%F).

Consultation
feedback found
gender gap in
workload alignment
and promotions
discussions.

Teaching is
undervalued.

Action

Milestones

A communications
plan might include
a mix of email,
agenda points at
important
institution &
department
meetings, as well
as individual
interactions.

The next milestone
may help gauge
how it's going. For
example, good
take-up on
workshops may
indicate no further
communications on
rollout is needed.

Success Measure

A 20% increase in
female applications
to Professor (on
average of 2014-16
application figures)
by Dec 2020 coming
via this pathway.

“AdvanceHE

Note: APs would also note timescales and accountability and/or responsibility for actions




Issue Action Milestones Success Measure

Women are : :
sianificant| A 20% Increase In

g y female applications
underrepresented

at Professor grades to Professor (on

(16%F) despite Take-up of aver_age_ of 2_014-16
gender balance at workshops was application figures)
Lecturer grades positive. by Dec 2020 coming

(53%F) via this pathway.

Feedback on
Consultation W0r!<§h0ps was
feedback found positive.

gender gap in
workload alignment
and promotions
discussions.

Teaching is
undervalued.

() )
AdvanceHE Note: APs would also note timescales and accountability and/or responsibility for actions



Issue Action Milestones Success Measure

Women are Makin , :
e J A 20% Increase In
significantly Progress o
female applications
underrepresented

to Professor (on
average of 2014-16
application figures)
by Dec 2020 coming
via this pathway.

at Professor grades
(16%F) despite
gender balance at
Lecturer grades
(53%F).

Consultation
feedback found
gender gap in
workload alignment
and promotions
discussions.

Teaching is
undervalued.

(] )
AdvanceHE note: APs would also note timescales and accountability and/or responsibility for actions



Issue Action Milestones

Women are Delivering
significantly impact?
underrepresented

at Professor grades
(16%F) despite
gender balance at
Lecturer grades
(53%F).

Consultation
feedback found
gender gap in
workload alignment
and promotions
discussions.

Teaching is
undervalued.

Success Measure

A 20% increase in
female applications
to Professor (on

average of 2014-16
application figures)
by Dec 2020 coming
via this pathway.

L) J
AdvanceHE note: APs would also note timescales and accountability and/or responsibility for actions




Issue Action Milestones

Women are Delivering
significantly impact?
underrepresented

at Professor grades
(16%F) despite
gender balance at
Lecturer grades
(53%F).

Consultation
feedback found
gender gap in
workload alignment
and promotions
discussions.

Teaching is
undervalued.

Success Measure

A 20% increase in
female applications
to Professor (on

average of 2014-16
application figures)
by Dec 2020 coming
via this pathway.

L) J
AdvanceHE  note: APs would also note timescales and accountability and/or responsibility for actions




RECOGNISING when actions need
to be updated and revised post
award




Issue Action Milestones

Women are
significantly
underrepresented
at Professor grades
(16%F) despite
gender balance at
Lecturer grades
(53%F).

Consultation
feedback found
gender gap in
workload alignment
and promotions
discussions.

Teaching is
undervalued.

Delivering
impact?

Return to your
other baselines.

What can you learn
from these?

Success Measure

A 20% increase in
female applications
to Professor (on
average of 2014-16
application figures)
by Dec 2020 coming
via this pathway.

“AdvanceHE

Note: APs would also note timescales and accountability and/or responsibility for actions




Check in on other baselines or indicators

» Does workload better align with promotions
criteria?

» Are staff having supportive conversations at
development reviews?

* |s there a sense that teaching will be
recognised and rewarded?

Repeat staff consultation

to see if there are
Improvements

“AdvanceHE



Issue

Women are
significantly
underrepresented
at Professor grades
(16%F) despite
gender balance at
Lecturer grades
(53%F).

Consultation
feedback found
gender gap in
workload alignment
and promotions
discussions.

Teaching is
undervalued.

Action Milestones Success Measure

Deliverin ) :
: 9 A 20% Increase In
Impact? .
female applications

W orkload better to Professor (on
aligns with average of 2014-16

promotions criteria v’ | application figures)
by Dec 2020 coming

Previously we found that | Via this pathway.

57% of men compared to
34% of women report that
their workload aligns with
the current promotions
criteria. But now you find
that 75% of men and 73%
of women report this.

More support to increase
readiness for promotions X

Teaching is more valued X

“AdvanceHE

Note: APs would also note timescales and accountability and/or responsibility for actions



Issue Action Milestones

WO”.”.e” are New Milestones
significantly
underrepresented 3. Update

development review
documentation to
ensure inclusive of
new promotions
pathway

at Professor grades
(16%F) despite
gender balance at
Lecturer grades
(53%F).

4. Hold information
session for HoDs and
reviewers on inclusive
development reviews

Consultation
feedback found
gender gap in
workload alignment
and promotions

5. Create resource

discussions. bank of example
activities and evidence
Teaching is to support promotions

undervalued.

i )
AdvanceHE  note: APs would also note timescales and accountability and/or responsibility for actions



« Demonstrate positive behaviours
Role models, case studies

How might you ensure .
e Support parity of esteem

sustainability of these

actions? institution/department

« Consider ongoing communications and

transparency
Share and reflect on data

Link to mission and strategy of

“AdvanceHE



IDENTIFYING impact from your
actions




Am | identifying...

completion of the activities and initiatives
that make up the action plan

evidence that helps demonstrate actions
are being appropriately implemented,;
changes as a result of the action

evidence of broad or long-term positive
change as a result of the action(s)

“AdvanceHE



Example 1

Impact: UG modules have a strong emphasis on employability; we introduced
| ‘career action plans’ and sessions on ‘what does a graduate from my course do’?
According to the student survey 73% of women and 86% of men agreed with the
statement ‘my Department offers me advice, coaching, mentoring and/or other
support, to help me progress from study to a STEM career or postgraduate research degree’.

‘AdvanceHE



Example 1

Impact: UG modules have a strong emphasis on employability; we introduced
‘career action plans’ and sessions on ‘what does a graduate from my course do’?

According to the student survey 73% of women and 86% of men|agreed with the

statement ‘my Department offers me advice, coaching, mentoring and/or other

support, to help me progress from study to a STEM career or postgraduate research degree’.

Absence of baseline data to evidence change

“AdvanceHE



Example 2

/ IMPACT \

2015 Action: Embed Athena SWAN agenda and principles into the School’s policies,
procedures and culture.

IMPACT: There is at least one member of the Athena SWAN SAT on every School
Committee and these members are able to ensure that all decisions and actions are
aligned with our commitment to equality and diversity.

- )
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Example 2
/ IMPACT \

2015 Action: Embed Athena SWAN agenda and principles into the School’s policies,
procedures and culture.

IMPACT: There is at least one member of the Athena SWAN SAT on every School
Committee and these members are able to ensure that all decisions and actions are
aligned with our commitment to equality and diversity.

N /

Partly completed action; evidence of structural change

“AdvanceHE



Example 3

./ IMPACT: worked with the central E&D Office to devise a rolling
Q" programme of bespoke Unconscious Bias half-day training sessions for all Panel Chairs and

Key Role Holders (DoS, Chair and members of Promotions Committee etc.). 100% of

Recruitment Panel Chairs and Key Role Holders have now completed this training (Figure
5.41),

“AdvanceHE



Example 3

/ IMPACT: worked with the central E&D Office to devise a rolling
“ ” programme of bespoke Unconscious Bias half-day training sessions for all Panel Chairs and
Key Role Holders (DoS, Chair and members of Promotions Committee etc.). 100% of

Recruitment Panel Chairs and Key Role Holders have now completed this training (Figure
5.41),

Completed action

“AdvanceHE



Example 4

Impact Table 5.16

Need to: Improve clinical academic appraisals
(Silver2015)

Actions taken: v' School-wide review of clinical academic appraisals

v' Guidance developed, and embedded, through online
appraisal platform

Impact: v" 100% of clinical academics appraised by both an academic
and clinical reviewer

v Increase in clinical academic staff appraised in a joint
meeting (Females: 2018:87%; 2015:67%; Males:
2018:89%; 2015:65%)

v Increased satisfaction levels (Females: 2018:75%;
2015:40%; Males: 2018:94%; 2015:71%).

‘AdvanceHE



Increase Iin take-up and

Exam p I e 4 satisfaction

Impact Table 5.16

Need to: Improve clinical academic appraisals
(Silver2015)

Actions taken: v School-wide review of clinical academic appraisals

v' Guidance developed, and embedded, through online
appraisal platform

Impact: v" 100% of clinical academics appraised by both an academic
and clinical reviewer

Increase in clinical academic staff appraised in a joint
meeting (Females: 2018:87%; 2015:67%; Males:
2018:89%; 2015:65%)

Increased satisfaction levels (Females: 2018:75%;
2015:40%; Males: 2018:94%; 2015:71%).

“AdvanceHE



Example 5

IMPACT: In 2014/5 we examined our recruitment process, as no male applications were
received. We worked with the PGR office to ensure our marketing material appealed to a
diverse audience, specifically potential male applicants via positive action statements and role

models. The impact was an increase in male applicants since 2015/16 (Figure 4.33). Our
2016/17 and 2017/18 cohorts of 24 and 26 ClinPsyD students respectively is 18% and 19% M
above the sector of 16% and 14% (Figure 4.32-33).

“AdvanceHE



Example 5

IMPACT: In 2014/5 we examined our recruitment process, as no male applications were
received. We worked with the PGR office to ensure our marketing material appealed to a
diverse audience, specifically potential male applicants via positive action statements and role

models. The impact was an increase in male applicants since 2015/16 (Figure 4.33). Our
2016/17 and 2017/18 cohorts of 24 and 26 ClinPsyD students respectively is 18% and 19% M
above the sector of 16% and 14% (Figure 4.32-33).

Increase In applicants

translating to male PGRs
& above benchmark
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Example 6

IMPACT BOX 5.1

Impact since bronze award (Data source: academic/research staff surveys):

* Action: use of the personal development review system to actively support staff
and work with them to help build a strong case for promotion

¢ Results: promotion success rate rose from 70% during 2010 - 2014 (3/4 women,
11/16 men) to 93% between 2015 - 2017 (2/3 women and 10/10 men)

‘AdvanceHE



Success rates for women

Exam ple 6 have not

Improved

IMPACT BOX 5.1

Impact since bronze award (Data source: academic/research staff surveys):

* Action: use of the personal development review system to actively support staff
and work with them to help build a strong case for promotion

Results: promotion success rate rose from 70% during 2010 - 2014 (3/4 women,

11/16 men) to 93% between 2015 - 2017 (2/3 women and 10/10 men)

“AdvanceHE



Impact Table 5.19

Need to: Increase support for early-career staff in writing grant
(Silver2015)

applications
Xal I l p ‘ ! Actions taken: v F’rotecﬂ time to complete grant applications

v"  Establish and deliver a grant-writing course biannually (each
& modules over 3 months)

- promoted through e-Bulletins, intranet, mentors/LMs
and PDPR/appraisal meetings

- championed by prominent School members
- direct approaches to encourage attendance

- facilitated by senior academic role models (Females:3;
Male:1) and patient partners (Females:2; Males:2)

- run within core hours, rotating days of the week for
accessibility to part-time/flexibly working staff

Impact: v Excellent course attendance (2015-18: Delegates trained:
124; Females:57%)

v" Increase in female delegates (2015-18: +15%)

v 41% of early-career clinical academics attend
(Females:56%)

v 28% of delegates work part-time (Females:24; Males:11)

v Female progression supported (Delegates subsequently
securing promotion, personal fellowship or substantial new
research grant: Females:59%; Males:39%)

v Delegates report:

- involving stakeholders/patients as research partners

“AdvanceHE (75%)

- new links with collaborators (67%).




Impact Table 5.19

N‘?Ed to: Increase support for early-career staff in writing grant
{S“VET2015} applications

I Xal I l p I ‘ ! ; Actions taken: v F'rotect| time to complete grant applications

v"  Establish and deliver a grant-writing course biannually (each
& modules over 3 months)

- promoted through e-Bulletins, intranet, mentors/LMs
and PDPR/appraisal meetings

- championed by prominent School members
- direct approaches to encourage attendance

- facilitated by senior academic role models (Females:3;
Male:1) and patient partners (Females:2; Males:2)

- run within core hours, rotating days of the week for
accessibility to part-time/flexibly working staff

Impact: v Excellent course attendance (2015-18: Delegates trained:

i [ ] | e U

v" Increase in female delegates (2015-18: +15%)

Include additional
baselines to
demonstrate (Females:56%)

v 41% of early-career clinical academics attend

v' 28% of delegates work part-time (Females:24; Males:11
change : : : : ’

v Female progression supported (Delegates subsequently
securing promotion, personal fellowship or substantial new
research grant: Females:59%; Males:39%)

v Delegates report:

- Involving stakeholders/patients as research partners

“AdvanceHE (75%)

- new links with collaborators (67%).




Example 8

“AdvanceHE



Example 8

Baselines included as evidence.
Consider including data disaggregated

by gender as well as timeframes for

collection of data.

“AdvanceHE



Example 9

e Promotion added to the appraisal checklist to prompt discussion (Figure 5.17b)
¢ Annual FMH Promotions Workshop (Figure 5.18-19)

e Established Blackboard (online repository) for promotions materials

e Creation of exemplar applications from previous successful candidates (anonymized)

e Creation of Promotion Mentors

\; 7 female members of staff promoted to Professor since 2014 (5 non-clinical, 2 clinical)
e compared to none 2009-2013 (Figures 5.22, 5.24);

18 female members of staff promoted to Senior Lecturer/Reader since 2014 (11 non-clinical,
7 clinical) compared to none 2009-2013 (Figures 5.22, 5.24);

“AdvanceHE



Example 9

Promotion added to the appraisal checklist to prompt discussion (Figure 5.17b)
Annual FMH Promotions Workshop | o (Figure 5.18-19)

Established Blackboard (online repository) for promotions materials

Creation of exemplar applications from previous successful candidates (anonymized)
Creation of Promotion Mentors

w 7 female members of staff promoted to Professor since 2014 (5 non-clinical, 2 clinical)
compared to none 2009-2013 (Figures 5.22, 5.24);

18 female members of staff promoted to Senior Lecturer/Reader since 2014 (11 non-clinical,
7 clinical) compared to none 2009-2013 (Figures 5.22, 5.24);

A range of actions supported a positive change

“AdvanceHE



Help! Things aren't going to plan...



HELP!
What to do when

things aren’t going
to plan...

Update actions in response to people’s
needs

Consider rotation of responsibilities and
look for new volunteers

Seek out critical friends and lean on
networks

Focus on changing systems, while
waiting for a change in mindsets

Not be done yet.

“AdvanceHE



Wins...must be collected,
categorized and communicated —
early and often — to track progress
and energise your volunteers to
drive change.

(Kotter 2020)

® https://www.kotterinc.com/wp-content/uploads/2020/06/2020-8-Steps-
AdvanceHE to-Acceperate-Change-eBook-Kotter.pdf
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For more information
www.advance-he.ac.uk
¥ in f @AdvanceHE




