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Dear Dr Gilligan,

As Head of School, | am proud to provide my unwavering support to this application. It is
my ambition that we will develop further initiatives and drive impact to apply for a Gold
award by 2024.

| have witnessed first hand the changes and cultural shift that have evolved since | sat in
my first Board of Examiners meeting as a new academic, a lone female with a quiet voice.
It has been a pleasure to see us develop to being one of the first Engineering and
Computer Science Schools in the UK to achieve Silver Athena SWAN. | have benefited
personally. | am no longer afraid to say | am a mother first and an academic second. | am
proud, rather than conscious, of saying | am a working mother who is able to successfully
balance an academic career and family. | am passionate that everyone with primary
caring responsibilites doesn’t view it as a barrier to progression but rather an exceptional
showcase of their talents to balance life and work.

| am delighted to lead the School as its first female Head with Ms Angela Allen as Deputy
Head and Professor Maire O’Neil who leads our Global Research Institute.

and advocates of gender equality. We are visible
role models to our female students and staff. Unconscious bias training is now a
requirement for all our students and staff. Our actions have resulted in the University
introducing unconscious bias training for staff and students.

Recent developments include delivery of a 2 year Teacher Upskilling Programme
involving 115 teachers (64% female), equipping teachers to successfully deliver A-level
computing programmes. This programme has resulted in a growth of 236% in the number
of pupils taking an A-level in Computing in Northern Ireland between 2015 and 2019 of
which 24% of students are currently female.

Regarding staff, 4 female research staff secured academic appointments within the
School following the introduction of our ‘Academic Apprenticeship Programme’. In
2018/19, following the introduction of a ‘promotion ready’ process, we had the most
profilic promotions round with 94% success rate compared with an average of 44% in the
previous three years. | am delighted that our investment in developing our professional
and support staff has led to 22 professional and support staff moving into higher graded
posts within the University during the reporting period. In 2018 we secured a major
EPSRC grant to undertake gender equality research in STEM and | am co-investigator for



the project and look forward to proactively working to improve reactions to gender
initiatives.

But we can do more; recruitment of female students and staff is our biggest challenge. |
am personally leading what | hope will be signifcant change in how we promote our
programmes to students (UG and PG) and how we recruit our staff. Our action plan
focuses on tackling the loss of women at key transition points and | am confident it will
address current challenges and will be used to inform decisions that will drive forward
progress in line with the School’s aspirations.

Finally, | confirm that the information presented in this application, including qualitative
and quantitative data, is an accurate and true representation of our department.

Yours sincerely

Professor Karen Rafferty
Head of School, EEECS QUB
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2. DESCRIPTION OF THE DEPARTMENT
Recommended word count: Bronze: 500 words | Silver: 500 words

Please provide a brief description of the department including any relevant
contextual information. Present data on the total number of academic staff,
professional and support staff and students by gender.

The School of Electronics, Electrical Engineering and Computer Science (EEECS) sits within
1 of 3 Faculties within Queen’s University (Figure 1).

Figure 1: Structure of our School within our University Faculties

Our Geographical Locations

ECIT - Belfast Titanic Ashby — Stranmillis Road CSB — Malone Road

In 2018/19, females represented 23% of our total population (Figure 3), an increase of
2% from 2014/15.

Our School has the third largest student intake within our University, offering
professionally accredited EEE and CS programmes across 19 pathways. Pathways for CS
and EEE are presented separately within this report. The majority of our student intake
comes from the Northern Ireland local education system. We are especially dependent
on students that have undertaken STEM subjects at post-primary level.

We are a diverse School employing staff from 30+ nationalities across 3 locations. Since
2015 a key focus has been to promote and embed equality, diversity and inclusion (EDI)
into our culture and we have introduced inclusion workshops (unconscious bias) into our
mandatory induction programme for all students and staff (Section 5.6(i)).






The impact of our promotion success rates in 2017/18 resulted in a significant increase
in applications in 2018/19 (2017/18 4 applications, 2018/19 12 applications). This also
impacted retention; in 2018/19 only 2 academics resigned, much fewer than previous
years.

Currently we have 56 professional and support staff (PSS) of which 50% are female. We
received Silver liP accreditation in 2016 and continue to strongly support all staff in their
career development. The impact of this has been that since 2014, 22 have been
upgraded (12F/10M) (See Section 5.4(iii)).

Figure 3: Percentage of female and male students and staff as at end of 2018/19 academic year.
Absolute numbers are given at the tops of the bars

[Word Count: 457]

3. THE SELF-ASSESSMENT PROCESS
Recommended word count: Bronze: 1000 words | Silver: 1000 words

Describe the self-assessment process. This should include:

(i) a description of the self-assessment team

We received an Athena Swan (AS) Silver Award in 2011 and 2015.

Currently we have 2 AS Champions (Table 2). Professor Karen Rafferty, whose key
responsibility as Head of School (HoS) includes AS Academic lead and Champion and our
School Business Improvement Consultant, Mrs Lesley Moreland (School funded for over
16 years and Champion since 2012) who is responsible for improving work culture and
providing tailored expertise on equality and diversity. Our SAT membership is reviewed
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annually with calls for membership sent as required. We carried out a formal review in
2017 resulting in membership going from 8F/4M to 6F/5M. To further embed SWAN
principles all Chairs of key student committees are members of our SAT with SWAN being
a key part of their role and recognised through our Workload Allocation Model (WAM).

(ii)  Anaccount of the self-assessment process

We formally convene 3 times a year to monitor our action plan. Sub committees meet
typically every other month to progress actions. Minutes are uploaded to our SharePoint
site. Chairs of key committees are responsible for driving key themes.

Our action plan is informed by the following -

e SWAN statistics (annually)

e Results from formal staff/student surveys (University, School)
e QOutcomes from staff/student focus group sessions

e Feedback from internal/external assessments (liP/BCS/IET)

e Feedback from Student Consultative Committee Chair

e Best practice disseminated from specific SWAN related events.

The School carries out biennial staff and post-graduate surveys in December, with the
next survey scheduled for December 2019. A University-wide survey was introduced in
2016 and repeated in 2019. liP assessment and survey outcomes have been used to
create arolling 2 year people action plan to address areas for improvement. Regular focus
groups are held with staff and students to gain further qualitative information from
results. We need to rationalise our surveys to ensure survey fatigue does not set in. We
also acknowledge we need to reintroduce our undergraduate survey as our previous
survey in 2018/19 received a very low response.

Our Champions are members of our Senior Leadership Team (SLT) where SWAN is a
standing item. A formal presentation is made annually to both SLT and School Board (all
staff) to update on statistics and progress.

The AS structure and governance in place (Figure 4) provides excellent support to
Champions, helping build strong personal relationships, ensuring a consistent approach
and the dissemination of best practice. For example, we were informed of another
School’s Teaching Fellowship programme during discussions at the SWAN Champions
Network (SCN) which we then successfully introduced. Annually SCN organises an Away
Day where Schools present their beacon activities. We have led the delivery of
unconscious bias training and our approach is being adopted by other Schools. SWAN
activities are a standing agenda item on Faculty Executive Board meetings.

We led the formation of (and Chair) an EPS Faculty Network ‘Support for Equality
Network in Science and Engineering' (SENSE), whose mission is to contribute to making
our Faculty better through connecting people to support collegiality, equality and
inclusion. Since its launch SENSE has organised 7 events (including workshops on
unconscious bias, family friendly policy sessions and social events). SENSE enabled an
EPSRC funded national research project, led by EPS Faculty in partnership with Warwick
and Glasgow Universities, seeking to understand the attitudes of academics towards
gender equality initiatives (GEls) and build training tools aimed at improving the
perception of GEls in Engineering and Physical Sciences. Our School hosted the launch of
this “inclusion matters” project in June 2019 and is actively involved in the project,
encouraging academics and PhDs to participate in research studies.

11









SWAN Structure and Queen’s Gender Initiative

Figure 4: Structure and Governance of SWAN within our University/School

14



Investment in key SWAN activities 2014-2019 has been significant (Table 3). In 2017 we
made a case for Nuala Marley, now a member of our SAT, to focus 50% time to AS
support.

Key SWAN investment including (but not limited to):

» Academic Apprenticeship Programme for Research Staff (previously Teaching
Fellowships)

» Financial support for Part-time PhD studies for Research Assistants and Part-time
Course of Study for all Staff

» Financial support for female specific development

» Health and Wellbeing

» Equality, Diversity and Inclusion Activities

Year Expenditure Key Investment

2014 / 15 £28,000 Engaged external consultant to assist with
defining our student/staff female recruitment
strategy

2015/ 16 £41,000 Teaching Fellowships pilot
Unconscious Bias (Inclusion Workshops) pilot

2016 / 17 £69,000 Teaching Fellowships
Full roll out of staff Unconscious Bias (Inclusion
Workshops)

2017 /18 £78,000 Academic Apprenticeships (replaced Teaching
Fellowships)
Women Leadership Programme Pilot
Unconscious Bias (Inclusion Workshops)
extended to include PhD Students

2018 /19 £62,500 Academic Apprenticeships
Women Leadership Programme rolled out
Unconscious Bias (Inclusion Workshops)
extended to include UG students

Table 3: SWAN budget expenditure 2014/15 through to 2018/19

(iii)  plans for the future of the self-assessment team

Following our SAT review in 2017, key themes were replaced with pipeline challenges
(Figures 5 & 6 illustrate the challenges) to be led by the Chairs of our key academic
committees. Chairs lead on each challenge to drive actions forward. Staff have a tenure
period of 3 years and students are replaced as necessary. AS is mandatory on all key
committees’ agenda. Although the actions of our SAT have had significant impact, we
intend to further improve its efficacy by redefining roles and responsibilities and will
introduce a SAT Annual Away Day.

Whilst we have increased our staff engagement with AS through using our inclusion
workshops to raise awareness we acknowledge further work needs to be done. We will
do this by providing wording for funding applications/reports and the use of statements
to encourage female external speakers.
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Figure 5: The Leaky STEM Pipeline (supplied by Matrix NI — based on Northern Ireland stats Male
& Female)

Figure 6: The EEECS Leaky Pipeline - takes into consideration new student recruitment in each
academic year
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e The impact of our Teacher Training (74F/41M) and Upskilling Programme
(Section 5.6(viii)) led to the implementation of a new A-level: Software Systems
Development (equivalent to CS) within the NI curriculum of which 24% are
currently female.

e Inthe case of the Electronics and Electrical Engineering degree programme (EEE),
as a result of our outreach activities (in particular IET Faraday Challenge
introduced in 2017 (Section 5.6(viii)), our numbers of females rose steadily from
2015-2018 (Figure 9). We acknowledge numbers have decreased over the last
year and will address this via the Pathway programme. This programme will
provide a route for young females (years 13/14) who require additional support
to join our UG programmes.

e We acknowledge we need to review all student promotion material to ensure it
is gender neutral and encourages female applicants. We will develop new
material and redesign our website.

Figure 7: Number and % of full-time UG female students in Computer Science (CS). UK average
comparison data (in yellow) obtained from HESA, subject code (11) Computer Science



Figure 8: Number and % of full-time UG female students in Business and Information Technology
(BIT). UK average comparison data (in yellow) obtained from HESA, subject code (12) Information
Systems.

Figure 9: Number and % of full-time UG female students in Electronics and Electrical Engineering
(EEE). UK average comparison data (in yellow) obtained from HESA, subject code (H6) Electronic &
Electrical Engineering
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UG population by programme (Part-Time):

N/A

Course applications, offers, and acceptance rates:

Between 2014-2019, 15,155 students applied for our 3 UG courses (CS, EEE &
BIT). Offers were made to 13,281 with 2,306 accepted. The proportion of
females receiving offers ranged from 89%-92%, similar to males at 84%-90%. The
proportion of offers accepted by females was slightly higher than males at
between 16%-22% and 16%-18%, respectively (Figure 10).

Figure 10: UG percentage of offers vs apps & admissions vs offers (total number of offers made
and admissions given at the top of the bar)

Degree attainment:

Across all UG degree programmes, the majority of our students graduate with
first-class honours (1st) or upper second-class honours (2.1): 72%-91% of
students CS, 50%-100% EEE and 67%-95% BIT.

In CS, a higher percentage of females attained 1st or 2.1 Degrees in 4 out of 5
years. In each year the differences in percentage attainment is very small, at most
it was 14% in 2018/19 (Figure 11).

In BIT since 2014/15, the percentage of females attaining a 1st or 2.1 has
consistently exceeded their male counterparts. In each year the differences in
percentage attainment is very small (Figure 12).
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Figure 11: Percentage of UG students attaining a 1st or 2.1 Degree in Computer Science (CS) by

gender

In EEE, a higher percentage of females attained 1st or 2.1 Degrees in 3 out of 5
years. In 2016/17 the percentage of females attaining 1st or 2.1 was considerably
lower than males (2016/17: 50%F vs 79%M). The differences are not considered
significant given the relatively small female cohort numbers (Figure 13).

Fewer than 5% of students graduate with third-class honours (3rd) in any given
year or degree programme.
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Figure 12: Percentage of UG students attaining a 1st or 2.1 Degree in Business and Information
Technology (BIT) by gender.

Figure 13: Percentage of UG students attaining a 1st or 2.1 Degree in Electronics and Electrical
Engineering (EEE) by gender
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Figure 16: Number and % of full-time PGT female students in Electronics and Electrical Engineering
(EEE). UK average comparison data (in yellow) obtained from HESA, subject code (H6) Electronic &
Electrical Engineering. (Number at the bottom of the bar)

PGT population by programme (Part-Time):

e |n 2017/18 a new part-time variant of the MSc in Software Development was
launched following feedback from female UG students (Figure 17). This pathway
is flexibly delivered via evening classes and online study and has proved popular
with female students and those with caring responsibilities. This has led to an
overall increase in the number of female PGT students in CS.
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Figure 17: Number and % of part-time PGT female students on MSc Software Development (Course
Introduced in 2017/18)

Course applications, offers, and acceptance rates:

e Between 2014-2019, 2,880 students applied for our PGT courses (CS&EEE).
Offers were made to 1635 with 842 accepted. The proportion of female
applicants receiving offers ranged from 55%-64%, slightly higher than that of
male applicants at 53%-58%. The proportion of offers accepted by female/male
applicants was similar, 44%-61% and 49%-56%, respectively (Figure 18).
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Figure 18: PGT percentage of offers vs apps & admissions vs offers (total number of offers made
and admissions given at the top of the bar)

Degree completion rates:

e The percentage of students (F&M) completing in each academic year up to
2016/17 is in proportion to the corresponding intake year, and accordingly no
gender bias has been noted. The dip in the proportion of female students
completing relative to male students in 2017/18 can be attributed to the higher
proportion of female students who opted to study on the new 2-3 year PGT
courses and therefore were not eligible to complete until 2018 or 2019 (Figures
19 & 20). This is supported by the increased completion rates shown for 2018/19.

e The number of females completing PGT EEE degree programmes was very low
until 2018/19, corresponding to the historical low intake up to that point. The
intake has been increasing since 2017/18. The new 2 year pathways which
include internships (resulting from female UG feedback) have been popular for
female students resulting in an increase in completion rates in 2018/19.
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Figure 19: Numbers of PGT students, both male and female, completing on PGT CS degree
programmes

Figure 20: Numbers of PGT students, both male and female, completing on PGT EEE degree
programmes
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(iv)  Numbers of men and women on postgraduate research degrees

Full- and part-time. Provide data on course application, offers, acceptance and
degree completion rates by gender.

PGR population by programme (Full-Time):

e The total number of students (F&M) is small, and this means that even a small
variation in the number of female students has a marked effect on the
percentage reported. The overall number of PGR students studying CS (full-time)
declined in 2018/19 (Figure 21).

e The overall number of PGR students studying EEE (full-time) has decreased from
academic year 2014/15 (Figure 22).

e The number of students studying CS and EEE full-time has declined. We attribute
this to the current buoyant jobs market (Table 1, page 9). We will review our
student promotion material including highlighting the flexibility of part-time
delivery and our focus on training.

Figure 21: Number and % of full-time PGR female students in Computer Science (CS). UK average
comparison data (in yellow) obtained from HESA, subject code (11)
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Figure 23: PGR percentage of offers vs apps & admissions vs offers (total number of offers made
and admissions given at the top of the bar)

Degree completion rates:

e Since 2014 the average number of years taken for a female to complete a PGR
degree has remained stable, (average range of 4.4-4.8 years). Their male
counterparts achieved similar completion times (average range of 4.2-5.4 years).

(v)  Progression pipeline between undergraduate and postgraduate student levels

Identify and comment on any issues in the pipeline between undergraduate and
postgraduate degrees.

e We proactively engage with industries that offer excellent placement
opportunities and employment prospects. The impact of this engagement is that
students graduating have extremely high employment rates. Over 85% find
graduate-level (or higher) jobs within 6 months.

e During this reporting period, the PhD Maintenance Grant has not exceeded
£15.8k, while the average graduate salary levels in industry was reported as £28k.
Our graduates have reported starting salaries of up-to £40k (GB) and $140K (US).
Postgraduate education therefore is a difficult sell.

e We organised a ‘Doc for a Day’ event which instilled some interest in PG study.
Our latest PhD survey indicated the majority of students undertook a PhD as a
result of encouragement from their supervisor. We will highlight the importance
of this to our academic staff.
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Figure 24: Percentage of Academic Staff both Male and Female within our School (Absolute numbers are given at the top of the bars). HESA UK
% vs EEECS % per year detailed in text box within graph
*Figure 24 Includes Research&Teaching, Research Only and Teaching Only Staff
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ACl1&2 . AC3 &.4 . AC1-3 AC1-3 Senior Senior  Professor
Senior & Principal Lecturer Lecturer Professor  EEECS % HESA

Year RA & RF Lecturer Lecturer F/M (Exc. o

/M RF F/M (Exc. Ed F/M F/M (Exc. Ed F/M Ed) Ed F/M F % F

F/M Ed) ED)

2014/15 10/ 35 0/6 2/28 1/8 1/17 1/1 2/15 - 13 19
2015/16 12 /53 0/7 3/26 1/8 1/15 0/1 2/13 - 13 19
2016/17 10/ 47 0/7 5/27 1/12 1/14 0/1 1/13 - 13 19
2017/18 8/46 0/7 5/25 1/11 1/16 0/1 1/10 - 12 20
2018/19 7/46 0/7 6/33 1/13 1/21 1/1 1/9 0/2 11

Table 5: Number of Academic Staff both Male and Female within our School (shows the breakdown of Teaching & Research, Research Only and Teaching
Only Staff)

Academic Staff:

e Currently 12% of our research staff and 11% of our academic staff are female. This remains our greatest challenge. We are encouraged
at the impact of our Academic Apprenticeship Programme which resulted in an increase of 4 female appointments at AC1-3 level

since 2015.

e |n 2014/15 the University introduced a new category of teaching-only positions referred to as ‘Education’. Currently we have 18
Academic (Education) staff comprising 14 Lecturers (1F/13M), 2 Senior Lecturers (1F/1M) and 2 Professors (2M). This is a positive
development allowing for formal career progression for staff with teaching-only role. These staff are on the same salary scale as

Research&Teaching academics and can progress through promotion in the same manner, albeit with different criteria.

e |n 2018/19 Karen Rafferty, Senior Lecturer was appointed our first female HoS and Angela Allen, Senior Lecturer (Education) was
appointed to DHoS. Both have been developed over recent years through leadership training (Aurora and Emerging Leaders (HoS) and

EEECS Women'’s Leadership Programme (DHoS)) to enable them to take up these leadership roles.

Research Staff

e Currently, 100% of our research staff are full-time funded by specific research projects. The majority are on fixed term contracts.
Currently 27% are in permanent research engineering posts (1F/15M). 4 are at AC3/4 Grade (all male). We acknowledge this needs to

be addressed.







(iii)

Fixed-term contracts are the norm for research staff (other than Research
Engineers) who are contracted for the duration of specific projects. If funding is
not extended our University operates a redeployment scheme.

The only academic staff not on permanent contracts are 0.2 FTE Professors
appointed through the World Class Researcher (WCR) Scheme. This allows
flexibility to redirect WCRs according to strategic needs. This scheme strengthens
international collaborations and our learning of best practice in dealing with
diversity and inequality.

Academic leavers by grade and gender and full/part-time status

Comment on the reasons academic staff leave the department, any differences
by gender and the mechanisms for collecting this data.

Academic Staff:

e Since 2014 we have had 31 academic leavers including 4 WCR contracts which
ended (Table 6) (3F/28M). In 2015/16 a female Senior Lecturer retired and in
2016/17 a female Professor and her husband (a member of academic staff)
relocated to another University. In 2017/18 a female lecturer resigned to
commence a senior leadership position in a local IT private sector company.

F/M(N)
Year AC1/2| AC3 | AC4 | Prof | Total [%F Leavers|Reasons Include Activity After Leaving
End of Contract - (WCRs)
Retirement Working in higher Institution
2014-2019) 0/3 1/10 1/6 1/9 | 3/28 1 SR:\S/Lgrr;itci:/nEarly Retirement \é\girzzg nprivetesecer
Scheme Not Known
Other

Table 6: Academic leavers by gender and grade (in teaching & research positions)

Research-only staff:

e As the majority of our research staff contracts are fixed-term a relatively high
turnover is expected.
e Since 2014, 102 research staff have left (Table 7) (19F/83M). 37 contracts ended
2 retired, 59 resigned and 4 for other reasons. Of the 19 females who left, a total
of 11 resigned as they received job offers prior to their contract ending, 4 left to
work in the HE sector, 4 in the private sector, 1 commenced a full-time EEECS
PhD and 2 for unknown reasons. 8 contracts ended.
F/M(N)
Year AC1 AC2 AC3 AC4 Total |%F Leavers|Reasons Include Activities After Leaving Include
Working in higher Institution
Retirement Ill Health Working in a research Institute
End of Contract Working in private sector
2014-2019( 7/14 12/60 0/9 0/0 19/83 23 Resignation Working in another public sector org
Termination by Agreement [Not Known
Other Registered as a student
Retired

Table 7: Research-only staff - Leavers by gender
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Analysis

e We have been unable to fill all our vacancies since 2014. Recruitment remains a
key challenge, particularly our ability to recruit senior academics. The percentage
of female applicants over the period has been between 8%-17% (Table 8).
e We have advertised a significant number of Chair posts since 2014 however only
appointed 2 male Professors.
e |n 2018/19 success rates, female application to appointment, have been slightly
higher than males.
e Due to skills shortages, private sector salary levels are likely to continue rising.
We need to work harder to both attract and retain staff and focus on culture,
work-life balance, and the benefits we know surpass those offered by most
private sector organisations.
U d Post Success Rates
. Apps Received | Apps Shortlisted Offers Made namedFosts Appointed App to
Year Post Title Grade at Anpointed
Appointment ppointe
%F(N) %M(N)| %F(N) %M(N)| %F(N) %M(N) %E(N) %M(N)| %F %M
2014 /2015 (Professor 0 100(9) 0 0 0 0 0 0 0.0 0.0
Recruitment Campaign 14(11) 86(68) | 13(1) 88(7) 0 100(3) AC1-2 0 100(2)
AC3 0 100 (1)
Total 13(11) 88(77) | 13(1) 88(7) 0 100 (3) 0 100(3) | 0.0 3.9
2015/2016 (Professor 13(3) 88(21) 0 100(7) 0 100(1) 0 100 (1) 0.0 4.8
Lecturer (Education) 15(5) 85(28) | 13(1) 88(7) 0 100(3) 0 100(2) | 0.0 7.1
Recruitment Campaign 13(28) 87(194) | 11 (2) 89(16) 17 (1) 83(5) AC1-2 50(1) 50(1)
Total 13(36) 87(243)| 9(3) 91(30) | 10(1) 90(9) 20(1) 80(4) | 28 1.6
2016 /2017 |Lecturer 9(3) 91 (30) 0 100 (4) 0 100(2) 0 100(1) 0.0 33
Lecturer (Education) 16(5) 84(26) | 29(2) 71(5) 0 100(1) 0 100(1) | 0.0 3.8
Recruitment Campaign 8(28) 92(335)| 6(3) 94 (47) 10(1) 90(9) AC1-2 50(1) 50(1)
AC3 0 100 (6)
Total 8(36) 92(391) | 8(5) 92(56) | 8(1) 92(12) 10(1) 90(9) | 28 23
2017/2018 |Professor 11(4) 89(33) | 11(1) 89(8) 0 100 (2) 0 0 00 00
Lecturer 20(18) 80(74) 8(1) 92(12) 0 100 (6) 0 100 (6) 0.0 8.1
Recruitment Campaign Acad 12(6) 88(45) | 11(1) 89(8) 20(1) 80(4) AC3 100(1) 0
AC4 0 100(1)
Recruitment Campaign Acad Ed | 22 (11) 78(40) 0 100 (5) 0 100(2) AC1-2 (Ed) 0 100(1)
AC3 (Ed) 0 100(1)
Total 17(39) 83(192) | 8(3) 92(33) | 7(1) 93(14) 10(1) 90(9) | 26 47
2018/2019 |Professor 24(5) 76 (16) 13(1) 88(7) 0 100 (1) 0 0 0.0 0.0
Professor (Education) 0 100 (6) 0 100(1) 0 100(1) 0 100(1) | 0.0 16.7
Lecturer (Education) 24(4)  76(13) | 33(2) 67(4) | 33(1) 67(2) 33(1)  67(2) | 250 15.4
Recruitment Campaign 16(24) 85(131) | 7(2) 94(29) | 8(1)  92(12) AC1-2 20(1)  80(4)
AC3 0 100 (2)
AC4 0 100 (1)
Total 17(33) 83(166) | 11(5) 89(41) | 11(2) 89(16) 17(2) 83(10) | 61 6.0

Table 8: EEECS Academic recruitment by gender and grade. *Recruitment Campaign refers to
unnamed posts

Research-only staff:

Research posts are advertised as fixed-term with the exception of Research

[ )
Engineering posts.
Analysis
[ )

The percentage of female applicants over the period has been between 15%-19%

(Table 9).
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(iv) Department submissions to the Research Excellence Framework (REF)

Provide data on the staff, by gender, submitted to REF versus those that were
eligible. Compare this to the data for the Research Assessment Exercise 2008.
Comment on any gender imbalances identified.

e For Ref 2021 UoA 11 and UoA 13 have combined to form part of REF2021 UoA 12
—the engineering unit of assessment. The total number of academics within EEECS
is 74, as part of REF2021 73 academics will be returned (1 male academic is not
being returned). Outcome will not be announced until 2020.

e We report statistics to UoA 11 and UoA 13. Tables 11, 12 and 13 show the
submissions made in the 2014 exercise to both UoA.

Gender Submitted Not Submitted
Male 25 2
Female 1 0

Totals 26 2

Total Eligible 28

Table 11: FEECS REF Submission UoA 11 - Computer Science and Informatics — 28 eligible staff with

only 2 males not submitted for strategic reasons

Gender Submitted Not Submitted
Male 35 0
Female 3 0

Totals 38 0

Total Eligible 38

Table 12: EEECS Ref Submission UoA 13 Electrical and Electronic Engineering, Metallurgy and

Materials — 38 eligible staff with all staff submitted

Gender Submitted Not Submitted
Male 60 2
Female 4 0

Totals 64 2

Total Eligible 66

Table 13: EEECS Total Submission in 2014 REF

e We submitted 97% of our staff (with 100% return in UoA 13 and 93% return in
UoA 11). This is one of the highest rates nationally and illustrated in Tables 14
and 15 which show comparison returns for other institutions in the UK per UoA.
Whilst all female staff were returned some were returned with Special
Circumstances within UoA 13 namely periods of maternity leave for 2 female
members of staff. Under these circumstances, staff were permitted to return
fewer than the required 4 papers. This is reflected in the 96.57% return noted in
Table 15.
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(i) Training
Describe the training available to staff at all levels in the department. Provide
details of uptake by gender and how existing staff are kept up to date with training.
How is its effectiveness monitored and developed in response to levels of uptake
and evaluation?

e Individual development plans are discussed and agreed during appraisal and feed
into our annual School Development Plan including activities requiring financial
assistance.

e Results from our recent staff survey indicated almost 80% of staff felt they had
opportunities for personal development and growth.

e Internal University course participation and School investment in external
activities, including SWAN activities (Table 3 Section 3 (ii)) are listed in Table 17.

External Activities Internal University Participation
Female Male Total %F
Year Investment Staff Category Attendance | Attendance | Attendance | Attendance
2014 /15 | £118,000 Academic 7 52 59 12
Research 6 32 38 16
PSS 107 75 182 59
2015 /16 | £91,000 Academic 11 57 68 16
Research 10 43 53 19
pSS* 112 37 149 75
2016 /17 | £126,000 Academic 12 40 52 23
Research 10 30 40 25
pSS* 87 23 110 79
2017 /18 | £147,000 Academic 7 67 74 9
Research 5 39 44 11
pSS* 74 61 135 55
2018 /19 | £178,500 Academic 23 60 59 39
Research 8 28 36 22
pSS* 54 26 80 68

Table 17: School investment in external activities and Internal University Course Participation both
since 2014 *Professional & Support Staff
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Figure 26: Annual Welcome Event for Research Staff

Early-career academic-Senior academic transition point:

Following confirmed promotions (effective 1% August 2019) we have 10 female
Academics - 2 Professors, 2 Senior Lecturers, 2 Lecturers and 4 lecturers on
probation.

Our ‘promotion ready’ process outlined in section 5.1(iii) outlines how promotion
is supported.

Biannually the School ran a series of workshops on ‘How to win research money’
and ‘How to spend research money’ programme. We have discontinued our
programmes as support is now available centrally via Research and Enterprise.

Female academics and researchers are offered career development and
networking opportunities through QGI seminars and specific events, promoted
and encouraged by the HoS. During the period 2 female academics attended our
Emerging Leaders Programme, 1 attended a Next Generation Leadership
Programme and 4 attended a Conference on Women and Leadership in a
Changing World. In 2019/20 we will support a female Professor to attend LSE
Achieving Leadership Excellence.

EEECS Women’s Leadership Programme (WLP) was piloted in 2017/18 to upskill
our female staff and students with the knowledge and behaviours necessary to
confidently and successfully navigate their future leadership journey. Delivered
by the Clinton Leadership Institute, the programme consists of 4 modules;

» WhoamI?
Personality and behavioural preferences
Impact of choices, attitudes and behaviour
Leading oneself through change and transition.

V VvV

15 undergraduates and 15 postgraduates/staff participated in the pilot. The
feedback was 100% positive (rating it excellent or very good). Now an annual
event we run one programme for UG students and one for PG students/staff. We
view it as a beacon activity.












Academic EEECS Peer Mentors
Year Female Male
2014 / 15 6 14
2015/ 16 6 22
2016 / 17 5 14
2017 /18 5 14
2018 /19 13 21
Total 35 (29%) 85 (71%)

Table 22: Number of students, by gender that acted as a School Peer Mentor

Figure 31: Some of our EEECS Peer Mentors, 38% of EEECS Peer Mentors are female (2018/19)

e We provide support to UG students to help them identify suitable employers,
prepare for interviews, psychometric tests and assessment centres.

e We support the female CitiSpire program which provides ongoing one-to-one
sessions with the Citi female mentors, alongside a series of UG career
development networking and workshops events. To date 50 females have
participated.



Support for PG Taught Students
e Women’s Leadership Programme (Section 5.3 (iii)).

e Both PGT and PGR students can avail of monthly School Careers Guidance
appointments provided by the School.

e The QUB Graduate School offers a range of employability workshops co-
developed by employers and industry experts to support postgraduates with the
next step in their career.

Figure 32: A number of students enrolled on the MSc in Software Engineering (PG-Taught) speaking
with a representative of employer Citi Group at a School Careers Fair

Support for PG Research Students

e In 2015/16, as a result of survey findings, we piloted a mandatory 3 year
Structured Development Plan (SDP), to provide students with relevant technical
and life-skills training (E10k annual investment). In 2017/18 we evaluated the
pilot and 82% of PhDs agreed that the SDP offered all desired training.

e The latest survey highlighted the need to provide funding to enable our PhDs to
present their work.

Action3.5 e We will promote a Travel Award to enable PGR/PhD students to travel to a
conference or a collaborator to present their work
e We will increase the number of in-house ‘Paper Awards’ to reward our
outstanding PG students
e Following the annual University PG surveys we will hold focus group sessions (at
least 30% representation to be female) to receive feedback on what additional
support is required by students







Support given to professional and support staff for career progression

® See section 5.3 (i). The School encourages and financially supports staff with
continuing professional development. Table 23 details the significant investment
provided to staff since 2014 which has resulted in 22 staff moving into higher

graded posts (12F/10M).

Year Investment
2014 / 15 £35,500
2015/ 16 £33,500
2016 /17 £31,000
2017 /18 £39,100
2018 /19 £37,900

Table 23: Financial support given to professional and support staff for development over the last
5 years within EEECS

e Many staff require additional qualifications to apply for higher graded positions
within the University. Included in the expenditure is our financial support
provided for part-time course of study leading to a qualification (Table 24).

Year Staff category/gender Description
2014 /15 Support (M) MSc Marketing
Support (M) BSC Business
Support (F) BSC Business
Support (M) BA Open University Degree
Support (M) BA History
Support (F) BSC Accounting with Finance
Support (F) Accountancy Technicians Course
Professional (F) ILM L5 Leadership and Management
2015/ 16 Support (M) BSC Business
Support (F) BSC Business
Support (M) BA Open University Degree
Support (F) BSC Accounting with Finance
Support (F) Accountancy Technicians Course
Support (F) Foundation Degree in Counselling
2016 / 17 Support (F) BSC Business
Support (M) BA Open University Degree
Support (F) BSC Accounting with Finance
Support (F) Accountancy Technicians Course
Support (F) Foundation Degree in Counselling
Professional (F) MSC in Business Development and Innovation
2017 /18 Support (F) BSc Business Studies
Support (F) BSc Business Studies
Support (M) BA Open University Degree
Support (F) BSc Accounting w Finance
Support (F) Degree in Counselling
Professional (F) MSc Business Development
2018 /19 Support (F) BSc Business Studies
Support (F) BSc Business Studies
Support (M) BA Open University Degree
Support (F) Event Management PG Cert
Support (F) Accountancy Technicians Course
Support (M) OU Course

Table 24: Financially supported part-time course of study leading to a qualification within EEECS

for professional and support staff
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e Resulting from feedback we have recently introduced mock interviews for staff
(see section 5.2(ii))

5.5. Flexible working and managing career breaks
Note: Present professional and support staff and academic staff data separately

(i) Cover and support for maternity and adoption leave: before leave

Explain what support the department offers to staff before they go on maternity
and adoption leave.

e University policies and practices seek to ensure that no colleague will experience
disadvantage as a result of disclosing pregnancy. All relevant maternity, adoption,
paternity and parental leave procedures are accessible via our People and Culture
website (Figure 33). This is a recent development and we will ensure effective
signposting to all female staff and line managers.

Figure 33: QUB online information resource for family leave and maternity leave

e Staff are entitled to paid absence to attend antenatal or pre-adoptive
appointments. Prior to taking maternity leave, a colleague will discuss
arrangements with her line manager. Managers carry out a pregnancy risk
assessment and we emphasise the importance of encouraging colleagues to take
lunch and rest breaks.

e For maternity and adoptive leave, flexibility is built into the provision, facilitating
changes of start and return dates.

e The School organises for PSS to have a handover period to the member of staff
covering their duties prior to maternity leave starting.

e Prior to academic staff starting maternity leave they will meet with HoS to discuss
their plans.
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e |n 2016/17 we rolled out the sessions and every staff member was asked to
attend with 90% of staff attending to date. EEECS have led the way as regards UB
training leading to the University introducing online training. To date the School

has invested over £20,000 into this programme.

e The results from our most recent staff survey are provided (Table 30) as regards
EDI. These results have been over 80% in agreement in the last 2 surveys

indicating sustained excellent results.

acceptable

Survey Question Agreement %
| believe our School has an inclusive work environment where all staff are

Q oo . 80% agree
respected, their views valued and input encouraged

Q | believe our School promotes equality, diversity and inclusion 81% agree

Q My manager values the diverse perspectives and ideas that come from staff 81% agree
members from different abilities and backgrounds ° a8
| am treated fairly in the School without regard to my age, race, ethnic

Q - Y - g. . v % 88% agree
background, religion, gender, disability, sexual orientation etc.
Our School makes it clear that unsupportive language and behaviour are not

Q PP guag 85% agree

Table 30: December 2017 Staff Survey - Equality and Diversity Results

e The results from our latest PhD survey regarding EDI are provided below (Table
31) These results have been over 80% in agreement in the last 2 surveys

indicating sustained excellent results.

Survey Question

Agreement %

on seminar programmes, staff induction, School visits)

Q | believe | am treated with dignity and respect 93% agree
Q | believe the School is committed to equality of opportunity 93% agree
Q | believe the School promotes equality and diversity 91% agree
Q The School makes it clear that unsupportive language and behaviour are not 89% agree
acceptable
Work related social activities in the School or Cluster/Group, team building or
Q . . . 84% agree
networking events, are likely to be welcoming to both women and men
Q The School uses women as well as men as visible role models (e.g. as speakers 87% agree

Table 31: December 2017 PhD Survey Results - Equality and Diversity

e The University has in place a Trans-Equality Policy which provides advice and
support to individuals who are considering, are taking or have taken steps to
present themselves in a sex different to that assigned at birth. We have adapted
School survey questionnaires to make them inclusive for transgender people,
following advice from the Equality & Diversity Unit. We promote seminars

delivered by this unit on Trans-Equality.

e Our commitment to advancing gender equality can be evidenced by the many
hosted events and visits by private and public organisations. Recent events are

listed in Table 32.
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Figure 42: QUB online information resource for Anti-Harassment Advisors

(iii)

Students are encouraged to report any incident to their AoS or personal tutor.
Staff are asked to discuss any concerns (no matter how small) with their line
manager, Faculty Business Partner or directly with the Equality and Diversity
Unit. There have been no formal complaints, but a small number of issues have
been brought forward informally and have been resolved quickly within EEECS.
In the last staff survey 77% of staff stated that they understood the process for
making a complaint or raising a concern about inappropriate and/or
unsupportive behaviour. We therefore introduced this into induction for both
staff and students. Staff with management responsibilities are kept informed and
updated on HR polices via email updates or if significant an information session
for line managers would be organised.

Representation of men and women on committees

Provide data for all department committees broken down by gender and staff
type. Identify the most influential committees. Explain how potential committee
members are identified and comment on any consideration given to gender
equality in the selection of representatives and what the department is doing

to address any gender imbalances. Comment on how the issue of ‘committee
overload’ is addressed where there are small numbers of women or men.

We recently restructured our key committees following a School restructuring
(Table 34). We aim to ensure appropriate gender balance and the Chair on every
key committee is a member of our SAT. We ensure our women do not suffer from
committee overload.
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(vii)

Our latest staff survey results indicated that 93% of staff agreed that meetings
are completed during core hours compared to 84% 2 years ago. At induction we
encourage our staff to challenge any request to meet outside core hours. We feel
this has had an impact which is evident in the increase in positive responses to
this question.

Visibility of role models

Describe how the institution builds gender equality into organisation of events.
Comment on the gender balance of speakers and chairpersons in seminars,
workshops and other relevant activities. Comment on publicity materials,
including the department’s website and images used.

We have particularly strong female role models in senior positions, including
Professor Karen Rafferty our HoS (Figure 45), Ms Angela Allen our DHoS and
Professor Maire O’Neill our Acting Director of the Global Research Institute and
£5M UK Hardware Security Institute (Figure 43).

We are delighted that in September 2019, Maire was elected as Fellow by the
Royal Academy of Engineering in the UK (FREng) where females currently
represent less than 7% of Fellows. Those proposed for the Fellowship must come
“from among eminent engineers regarded by virtue of the professional
achievements in the field of engineering as being of exceptional merit and
distinction.” In addition to providing strong leadership within the School,
particularly directing research within the Cybersecurity theme, Maire is a strong
advocate for promoting STEM. Recent activities include:

> TEDx talk, Queen’s University Belfast, ‘Spies and Dolls — The Future of loT
Security’, May 2019

» Invited talk, Cure, Create, Innovate: 9 Young Scientists Transforming Our
World, Science Museum, London, March 2019.

» Royal Irish Academy Discourse, Securing Connected Devices: An Arms Race,
October 2018.
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“SILVER APPLICATIONS ONLY

6. CASE STUDIES: IMPACT ON INDIVIDUALS
Recommended word count: Silver 1000 words

Two individuals working in the department should describe how the department’s activities have
benefitted them.

The subject of one of these case studies should be a member of the self-assessment team.

The second case study should be related to someone else in the department. More information
on case studies is available in the awards handbook.

SWAN Case Study: _

| am a lecturer in the School of EEECS (appointed April 2017). | completed an UG degree
course in Mathematics at QUB in 2011, and moved to EEECS to pursue PhD research. |
completed my PhD in 2015 and held posts in EEECS as Research Assistant and Research
Fellow from 2014 until my appointment to Lecturer in 2017.

Throughout my career | have benefitted from the inclusive culture and friendly working
environment in the School. As a PhD student, | was encouraged to participate in a wide
range of training courses, presentations and networking activities, which grew my
confidence, my transferable skills and my subject-specific knowledge. Moreover, | had
the opportunity to assist with UG tutorials, and gained experience of working first-hand
with UG students, which prepared me for future teaching duties. Throughout my PhD, |
had the support and guidance of a PhD supervisor, who set an inspiring example as a very
successful female professor. Other senior academics also provided advice and mentoring,
through formal processes (structured performance reviews) and informally, at coffee
mornings, poster sessions and other School events.

Whilst finishing my PhD studies | was able to remain at QUB as a research assistant, and
was a named research assistant on a H2020 Research project, related to my PhD research.
My post-doctoral studies afforded me the opportunity to further develop my skillset. The
School offers continued career support for Early Career Researchers, and | availed of the
mentoring scheme, and numerous training opportunities. One particular highlight was
the Confident Communication course, where female staff are encouraged to attend. |
participated in a female cohort of this course, and | found it to be a very valuable
experience to enhance my communication skills, which were essential for the academic
recruitment process that involved several presentations.

The EEECS Teaching Fellowship (now Academic Apprenticeship Programme) was also
another fantastic opportunity | benefitted from as a post-doctoral researcher. | received
the EEECS Teaching Fellowship for two years, which enabled me to co-lecture a module



and gain vital, demonstrable teaching experience that | otherwise would not have gained.
Through the Fellowship, | lectured on an MSc module, assisted with assessment and
laboratory supervision and ultimately gained a better understanding of the Academic
career pathway. | drew on this experience throughout the recent academic recruitment
exercise, and | believe this fellowship contributed heavily towards my successful
appointment as Lecturer.

Overall, | find that EEECS provides a supportive working environment, where there is a
strong ethos on employee wellbeing and work-life balance, as well as aiming to be global
leaders in research and education. EEECS facilitates several Brown Bag sessions and
lunchtime learning seminars, which is beneficial for all staff and PhD students. | also enjoy
several wellbeing initiatives, such as the Fitbit loan scheme and the annual Employee
Health assessments, and | am proud to work for an organisation that prioritises such
wellbeing and environmental issues amongst staff and students.

SWAN Case Study: _

| started Queens in 2013 and was promoted to Senior Lecturer (Education) in August
2019, teaching computer science subjects to MSc and final year students. | previously
was employed in industry and also a lecturer at a local college. | am married and have
three children.

EEECS offers a very supportive work environment. My wife is a nurse and works shift
patterns so | am responsible for the School run each morning. The School schedules my
lectures to enable me to collect my children to and from their Schools each morning and
afternoon. This flexibility has been a great benefit to my family arrangements as | can
normally be home in time to help out with homework.

EEECS has been incredibly supportive of both my professional and academic
development. They have provided support and significant funding to allow me to pursue
my part-time PhD that examines the innovative use of technology in tertiary-level
teaching. My PhD, when completed will have a very positive impact on my future career
plans. The funding and support for PhD is in-addition to an individual training budget
allocated me.

| availed of the School’s “promotion ready” process during 2019/20 and benefited from
mentoring with regards to my application. | was delighted to be promoted to Senior
Lecturer in August 2019.

The School has been very supportive of me working from home and this has significant
benefits in reducing my travel times and enables me to have the flexibility to attend
appointments etc. for my children. | have found the School to be very considerate about
my circumstances and the ethos is one of mutual respect.



While life at Queen’s is busy, it is exciting and stimulating. The School’s promotion of a
healthy work life balance has been important for me to maintain job satisfaction and the
demands and pleasures of family life.

[Word Count — 805]

7. FURTHER INFORMATION
Recommended word count: Bronze: 500 words | Silver: 500 words

Please comment here on any other elements that are relevant to the application.

Minerva Award — Runner Up

In June 2017 we submitted an application for the Minerva Informatics Equality Award
which recognises best practices in Departments or Faculties of European Universities and
Research Labs that encourage and support the careers of women in informatics research
and education. In 2017 the award focused on supporting the transition for PhD and
postdoctoral researchers into faculty positions.

We demonstrated the appreciation and satisfaction of the women within the School via
individual comments and the outputs of the student and staff surveys. As evidence of
impact we were able to provide statistics on the successful transition rate of female
students and staff within the School.

Our submission was very well received by the panel and we are proud runner up in the
Minerva award.

[Word Count —127]

8. ACTION PLAN
The action plan should present prioritised actions to address the issues identified
in this application.

Please present the action plan in the form of a table. For each action define an
appropriate success/outcome measure, identify the person/position(s) responsible
for the action, and timescales for completion.

The plan should cover current initiatives and your aspirations for the next four years.
Actions, and their measures of success, should be Specific, Measurable, Achievable,
Relevant and Time-bound (SMART).

See the awards handbook for an example template for an action plan.

80






14 In order to embed SWAN in all We will provide staff with wording to | SAT December 2020 Clear external
Demonstrate to external aspects of our School life and be used in funding applications and signposting of School’s
stakeholders our commitment to | encourage more external female other reports to communicate our commitment to SWAN
gender equality speakers, we need to communicate commitment and success in relation to and gender equality
to external stakeholders our SWAN and gender equality in EEECS
commitment to gender equality
We will prepare a welcome statement | SAT February 2020 Increase the number of
to be used to invite external speakers to female speakers to be
encourage female representation greater than 40%
1.5 We have led the way with regards to We will highlight the online modules at | Business July 2021 Completion rates
Build on our long-standing | unconscious bias training and want our School induction sessions and | Improvement showing year on year
commitment to equality by | to build on this with regards to through email reminders Consultant improvement (target
ensuring completion of online | current completion rates and share 90% staff/70% 1°t year
University training modules on | our best practice with other Schools students)
unconscious bias and equality, We will partner with the School of | Business
our own workshops, and by Chemistry and Chemical Engineering to | Improvement June 2020 Positive participation
sharing our expertise and best take part in our unconscious bias | Consultant and feedback from CCE
practice with other Schools workshops to broaden participation
1.6 In order to further staff engagement We will hold a graduation event of our | SAT Annually starting in | Positive participation
We will hold 2 events during our | and knowledge of SWAN, we will ‘Women’s Leadership Programme’ and March 2020 during | and feedback from
week of ‘Celebrating Equality, | hold 2 events during our EDI week broaden participation through inviting celebrating EDI | events
Diversity and Inclusion’ that | that specifically focus on our female new female staff to the event (who week
support SWAN principles staff and students have not been on the programme)
We will invite a female guest speaker to | SAT
EEECS during the EDI week to give a talk
1.7 As part of the EPSRC grant to Through the EPSRC ‘Inclusion Matters’ | Head of School January 2021 Act upon data required

Develop training strategy and
tools on staff attitudes to gender
equality initiatives

undertake gender equality research
in STEM we will proactively work to
gender

improve reactions to

initiatives

project we will obtain and act on data
acquired about EEECS staff attitudes to
gender equality initiatives and pilot
training tools

and pilot training tools







2.3 Continued e We will partner with sponsors for future | Business March 2020 Links created with
Further develop our female programmes and encourage female | Improvement external organisations
leadership training (EEECS speakers from those organisations to | Consultant to strengthen our
Women'’s Leadership present during the programme and numbers of female
Programme) for female staff seek mentors from the sponsoring speakers
organisation
2.4 We will ensure School knowledge e Following the introduction of the new | Head of School July 2020 New policies in place
Due to staff feedback, our and engagement with the new policies on academic progression, we
University is implementing new | schemes will review our ‘promotion ready’ Staff trained in new
University policies on appraisal, process which offers feedback from a policies
progression and promotion senior academic panel on promotion
applications to academic staff prior to Feedback to specific
them submitting their application questions in 2021
School staff survey
e Following the introduction of the new | Head of School July 2020
policies on probation, we will review
our probation process to ensure it is fit
for purpose
e We will review our appraisal process in | Business September 2020
light of the changes to ensure the | Improvement
process is fit for purpose Consultant
e Wewill ensure all staff are trained in the | HR Business June 2020
new policies and processes Partner
2.5 Feedback from staff on probation | ¢ We will pilot a Peer Observation | Business Pilot July 2020 Positive evaluation
We will provide additional | has indicated they would welcome Programme to include Improvement Rollout July 2021 from those taking part
academic mentoring support for | additional mentoring as regards » Academic mentoring Consultant and full roll out of the

staff on probation through
introducing a peer observation
teaching programme

their teaching

» Teacher training
» Peer observation
> Feedback

programme
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2.6 Evaluation of our induction We will visit an IiP Gold accredited | Business June 2022 Positive evaluation

We will revise our 1-day | programme has indicated that new organisation (known for its effective | Improvement received from new

induction and introduce pre- | staff would like information prior to induction programme) to learn about | Consultant staff

boarding activities so that | them joining the use of pre-boarding activities

induction can focus on

interaction with new staff rather We will introduce a pre-boarding | Business June 2022

than simply providing process Improvement

information Consultant

2.7 Recently our society has not been as We will relaunch Society with a new | Director of June 2021 We have an active and

We will relaunch and rebrand the | active and we will use the relaunch committee and Chair Research vibrant Research

EEECS Research Society to ensure | as an opportunity to include SWAN Society

remit, aims and objectives of the | focus

Society advance SWAN Committee to have at
least 30% female
membership annually

2.8 In response to staff feedback we We will roll out our mock interview | Business January 2020 Positive participant

Build on career progression | piloted in 2018/19 a clerical mock process to all EEECS Professional and | Improvement (Clerical) evaluation

support provided to Professional | interview process and will now roll Support staff who wish to progress to | Consultant January 2021

and Support staff this out to all P&S staff as the higher graded posts within the (Technical)

feedback has been very positive University January 2022

The University is currently carrying
out a Technical Review

We will roll out actions announced by
our University with regards to the
Technician Commitment

School Manager

(Professional)
When
by our University

announced

2.9

We will provide additional
support for staff who are applying
for funding applications as well as
support to those who have been

We currently do not provide School
support for staff and our latest
appraisals have indicated that staff
would like support in this area

We will appoint a Funding Advisor to
mentor staff in applying for funding as
well as to provide support to those who
have not been successful in funding
applications

Director of
Research

December 2020

Introduction of a
School funding
application mentoring
process and
reintroduce School

unsuccessful in funding workshops on applying
applications We will reintroduce School workshops for funding

on applying for funding
2.10 It is important that we understand Our University is currently developinga | School Manager | Annually 2020 - | Follow up actions

Understand why our staff leave
EEECS

reasons for staff leaving, particularly
female research staff as this
constitutes a leaky pipeline

staff exit strategy to include a revised
survey and exit interviews. We will
consult and review this data and put
appropriate actions in place where
necessary

2023

taken as necessa ry







3.2 continued
Recruit more female students to
EEECS PG programmes

We will develop activities that
introduce undergraduates to research
during non-teaching time and to
promote PG study

We will ensure final year project
supervisors will encourage our UG
students to consider postgraduate
study in  emerging areas of
postgraduate research, including our
new PGT MSc in Cyber Security, and its
PGR counterpart, the Centre for Secure
Information Technologies (CSIT)

We will expand on our UG Summer
Research Internships which run over
the holiday period. The aim of the
Scheme is to identify and develop
researchers of the future

We will develop a marketing strategy
for the new Part-time MSc in Software
Development which will be marketed
towards female students that would
benefit from the flexibility of part-time
delivery

We will advertise part-time PGT and
PGR study option as a more flexible
mode of study

Directors of PGR
& PGT

Project
Supervisors

Directors of PGR
& PGT

Software
Development
MSc Co-
ordinator

Director of PGR

July 2020

July 2022

Annually  starting
August 2020

August 2020

October 2020
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3.3

We will expand our initiatives to
encourage female primary and
secondary School pupils to
consider STEM subjects

In 2018/19, females accounted for
20% of UG applications, the leaky
pipeline starts at a very early age and
therefore we need to encourage and
attract pupils at primary school level
and throughout their early education
though working with teachers and
positively promoting our career
pathways

We will further develop the PATHWAY
programme to provide a route for
talented young people (in years 13 and
14) from Northern Ireland who have the
ability to study at QUB but may require
additional support and encouragement
to reach their full potential who will
benefit from a structured series of
events designed to prepare them for
the transition to UG study with us
including admissions guidance, insight
into life in EEECS and a Summer School

We will support the Sentinus
Engineering Futures Programme in local
secondary Schools by providing our
second vyear female students as
teachers

We will develop a programme of one-
to-one support for teachers that
previously completed our A-Level
teacher training course to build their
confidence in encouraging students
into STEM

We will develop and deliver Code
Schools to primary School students to
help them develop problem solving and
computational thinking skills, and
introduce this as a future area of study
or employment

Pathway Lead

Sentinus Lead

Teacher Training
Lead

Code Schools
Lead

May 2021

January 2021

July 2021

January 2021

All material to use
language that attracts
females to consider
STEM subjects

Increase in applications
year on year to exceed
30% by 2023




34

Further develop our leadership
training (Women’s Leadership
Programme) for female students
(UG and PG)

We need to promote our
programme more widely to our
female students in particular the UG
scholarship offering

Evaluation has shown that student
participants would like to have a
mentor and also the opportunity to
mentor other females in order to
gain experience of mentoring

We will secure funding for UG
scholarship of £1500 annually to the
best student

We will use video footage and interview
with UG scholarship holder and
testimonials from students to promote
the offering via our website to attract
female students

We will partner with sponsors for future
programmes and encourage female
speakers from the organisations to
present during the programme and
seek mentors from the organisation

We will partner with Women’sTec (an
innovative  regional charity that
provides training for women in non-
traditional skills in Northern Ireland.
Our UG females will provide mentoring
for school girls (13+) as part of their
#NOTJUSTFORBOYS IT project

Business
Improvement
Consultant

School Manager

Business
Improvement
Consultant

Business
Improvement
Consultant

Annually from

March 2020

June 2020

March 2020

March 2020

Track all participants of
the programme
following graduation
and successful
scholarship holders to
assess impact of
programme

Measure feedback
from participants and
partner organisations

3.5

We will develop initiatives to
provide additional support to PG
students and make PG study in
EEECS more attractive

We need to provide funding to
enable our PhDs to present their
work and we will recognise and
celebrate their successes

We will promote a Travel Award to
enable PGR/PhD students to travel to a
conference or a collaborator to present
their work

We will increase the number of in-
house ‘Paper Awards’ to reward our
outstanding PG students

Following the annual PG surveys we will
hold focus group sessions (at least 30%
representation to be female) to receive
feedback on what additional support is
required by students

Director of PGR

Directors of PGR
& PGT

Business
Improvement
Consultant

June 2020

June 2020

Annually starting in
October 2019

Positive feedback from
students through the
University
Postgraduate Surveys







4.4 In our last School Staff Survey 50% of We have successfully piloted a Student | Business April 2020 Improved results in our
Introduce student and staff | our staff indicated they felt stressed Mental Health Ambassador Programme | Improvement School staff survey
Mental Health Ambassadors to | by their responsibilities and we are in 2018/19 with 16 students which will | Consultant (currently 50% state
promote positive mental health | also aware of the increasing need for be fully rolled out they feel stressed by
and to effectively signpost staff | mental health support for our their work) target
and students who need support | students We will pilot a Staff Mental Health | Business April 2020 <30% by 2023
Ambassador Programme, these | Improvement
programmes include — Consultant
» Mental Health training leading to a
Certification in Mental Health First
Aid
» Sessions on what support is
available both internally to QUB
and externally from agencies
» Workshops on resilience
4.5 We will promote the new support via We will disseminate  maternity | School Manager | January 2020 Positive feedback from
We  will ensure effective | the University website that is guidelines and support resources to staff and line managers

signposting of new University
maternity support (via dedicated
website) to all female staff and
line managers

available

staff and ensure line managers
understand their responsibilities and
have access to the information they
require
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