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NOTES ON THE DATA USED IN THE APPLICATION
All data in the submission is based on a full person equivalent.

Data for each year (2010, 2011 and 2012) is taken from a snapshot of thETrson1(th&tJETBT
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UNIVERSITY STRUCTURE — Glossary of Terms

Academic staff
Staff employed in teaching, research or clinical contracts from the grade of Research
Assistant to Professor.

QMU/the University
Queen Margaret University

Subject Areas (at QMU)
Two academic schools further broken into Divisions and then subject areas

SET (at QMU)
The majority of our SET subject areas sit within the School of Health Sciences
and Psychology within the School of Arts, Social Sciences and Management.

Senior Management Team (SMT)
Principal
Deputy Principal
Director of Operations and Finance
University Secretary

Executive Board (EB)
Principal
Deputy Principal
Director of Operations & Finance
University Secretary
Dean of School of Health Sciences
Dean of School of Arts, Social Sciences and Management
Vice Principal (Resources and Development)
Director of Campus and Commercial Services
Head of HR
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The Schools

The School of Health Sciences is made up of three divisions and one Institute which
encompass the following subject areas:

Nursing/Occupational & Arts Therapies
Nursing
Occupational Therapy
Arts Therapies

Podiatry/Radiography, Physiotherapy & Dietetic Nutrition Biological Sciences
Podiatry
Radiography
Physiotherapy
Dietetics, Nutrition and Biological Sciences

Speech & Hearing Sciences
Speech Sciences
Audiology

The Institute for International Health and Development

The School of Arts, Social Sciences and Management (ASSaM) is made up of three
divisions which encompass the following subject areas:

Media, Communications & Performing Arts
Media & Communications
Performing Arts

Psychology & Sociology
Psychology
Sociology

Business Enterprise and Management
Business Management
Events Management
International Hospitality Management & Tourism Management
Consumer Insight

Operations and Finance

Finance
Planning
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Human Resources
Campus Services
- Estates & Facilities
- Accommodation
- Catering

Events Management
- Information Services

ADSA (Academic Development & Student Affairs)

Admissions

Quality Enhancement Unit

Recruitment and International Liaison Office
School Office

Student Records

Student Services

Governance & Compliance
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Organisation Chart — revised 1°' November 2012

i
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QUEEN MARGARET UNIVERSITY
Athena SWAN Bronze university award application

1. LETTER FROM THE PRINCIPAL - see attached
(w/c 455)

2. THE SELF-ASSESSMENT PROCESS (1000 words)

a) The Self Assessment Working Group

Description of the self assessment team, members’ roles and experiences of work-life balance.

The self-assessment working group was created to draw on a wide range of
expertise and experience from the University’'s academic community. The group
was chaired by Professor Alan Gilloran, the Deputy Principal and the steering
group also included Dr Fiona Coutts, the Dean of the School of Health Sciences,
and Dee Denholm, the Head of HR.

The self-assessment group was identified in accordance with the Athena SWAN
guidelines and members were invited from all levels on the academic scale.

The gender balance of the group is 67% female and 33% male and includes full
and part-time staff and staff with recent experience of the University’s recruitment
and promotions processes. We looked to balance a mixture of both male and
female staff with varying work-life commitments and patterns of working. Some
of the group members have caring responsibilities for children and elderly
parents and a number have recent experience of maternity leave and return to
work at QMU. We have also invited one of our PhD students to join the working
group to ensure we have input

November 2012
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2. Undertake an assessment of female representation in SET subjects at the
University and any current initiatives to improve the representation, retention
and progression of women in SET.

3. ldentify areas for improvement and make recommendations to the EB as to
actions to improve the representation, retention and progression of women in

SET.

4. Prepare a submission on behalf of the University for an Athena SWAN bronze
Award encompassing (2) and (3).
5. Communicate with colleagues (including the wider university) about the
Athena SWAN Charter initiative.

Table 1 — Working Group Members

Name Position at QMU Background

Professor | Deputy Principal and Chair of | Alan is a sociologist who has worked at

Alan the Athena SWAN Self | QMU since 1995 occupying a number of

Gilloran Assessment Working Group roles including Head of Department; Dean
and Vice Principal (Academic).He has been
a member of the Senior Management Team
for ten years.

Dr Fiona Dean of the School of Health Following a career as a specialist clinical

Coutts Sciences

November 2012
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technology in people with Multiple
Sclerosis, Cerebral Palsy and people
undergoing a total joint replacement.

Phillip Research Assistant, Dietetics, | Philip joined QMU in June 2012. He

Rayson Nutrition and Biological Services | therefore has recent experience of the
QMU recruitment process.

(b)  The Self-Assessment Process — please see timeline document

The self assessment working group was formed in May 2012 and met

November 2012
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The University staff news bulletin (Moderator) publicised the Athena SWAN
charter, working group members and the QMU application to staff and students.
Feedback and information about recent initiatives and successes have been
incorporated into the application. A dedicated webpage introducing the University
application and the Athena SWAN charter has been created.

November 2012
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26 October | Moderator message to staff/students introducing Athena SWAN aims etc.

27 October | Athena SWAN webpage uploaded onto QMU intranet

29 October | Working Group to meet to discuss submission and agree how to prioritise actions
and build timescales into the action plan.

15 Nov Working Party meeting to discuss submission.
20Nov

November 2012
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Determinants of Health; Media Culture and Production; Speech and
Communications and Sustainable Business.

Academic and SET Subject Areas

SET subject areas sit predominantly within Health Sciences. Staff in
Psychology are included as ‘SET’ in this submission.

Table 3 - SET as a percentage of Academic Subject Areas

Academic Subject | SET Subject Areas SET as a % of academic
Areas (including Psychology) | subjects taught
November 2012
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Student Numbers and Courses

QMU has approximately 6,000 students (excluding overseas collaborations). The
majority of newly qualified SET graduates secure employment within the NHS but
there is an increasing trend for graduates to enter Third Sector and Private
Provision employment.

Table 6 - Courses

Undergraduate Courses Postgraduate Qualifications
Health Professions Occupational and Art Therapies
Biological Sciences Culture
Social Sciences Education
Performing Arts Business Management
Theatre, Film & Media Health Sciences
Public Relations & Events International Health & Development
Business Management Public Relations
Hospitality & Tourism Social Justice

Table 7 - QMU Student Numbers (excluding overseas collaborations)

Year Female Male Total
2009/10 4708 (76%) 1474 (24%) 6192
2010/11 4618 (74%) 1594 (26%) 6213
2011/12 4256 (76%) 1378 (24%) 5635
Table 8 - SET Student Numbers (excluding overseas collaborations)
Year Female Male Total
2009/10 3086 (82%) 676 (18%) 3762
2010/11 2915 (79%) 779 (21%) 3694
2011/12 2639 (80%) 644 (20%) 3283
Table 9 - Student Distribution by study 2010-12
2010 Full-Time Part-Time Total
Undergraduate | 57.7% 19.1% 76.8%
Post graduate 7.8% 15.4% 23.2%
Total 65.5% 34.5% 100%
2011
Undergraduate 54% 18.9% 72.9%
Post graduate 7.4% 19.7% 27.1%
Total 61.4% 38.6% 100%
2012
Undergraduate 50.9% 20.7% 71.6%
Post graduate 9.2% 19.2% 28.4%
Total 60.1% 39.9% 100%
November 2012

17






Queen Margaret University Submission

Report 2011). QMU offers a number of subjects that are traditionally
perceived as female occupations which would support and perpetuates the

November 2012
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TABLE ‘C’ - Female : Male (FTE) Academic Leavers at QMU

As at 1st

June Grade

YEAR

2009-10 G4
G5
G6
G7
G8
G9
G10

Total

2009-10

2010-

2011 G5
G6
G7
G8
G9
G10

Total 2010

November 2012

Female
Fixed
Term
FTE

2.00

2.50
1.00
1.00

6.50

1.10
0.90
1.00
2.06

0.20

Female
Open
Ended
FTE

2.20

3.00

5.20

0.70

7.96

0.40

Female
Total
FTE

2.00

2.50
1.00
3.20

3.00
11.70

1.10
1.60
1.00
10.02
1
0.60

21

Male

Fixed
Term
FTE

1.00

1.00

0.50

1.00

Male

Open Male
ended Total
FTE FTE
1.00
5.00 5.00
0.50 0.50
2.00 2.00
750 8.50
0.50
111 211
1 1

Grand
Total
FTE

2.00
1.00
2.50
1.00
8.20
0.50
5.00

20.20

1.60
1.60
1.00
12.13
2
0.60

%

% Total Total
FTE FTE

FEMALE MALE
100% 0%
0% 100%
100% 0%
100% 0%
39% 61%
0% 100%
60% 40%
58%  42%
69% 31%
100% 0%
100% 0%
83% 17%
50% 50%
100% 0%
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Fixed Term Leavers

Fixed term leavers were not significant to staff turnover. Only 37% (28 FTE
staff) left whilst on Fixed Term Contracts.

Currently the exit process captures primary information and does not seek
information specific to SET subject areas or feedback on gender issues. A
new online Exit Questionnaire will be introduced which is designed to ensure
meaningful information is captured to allow specific gender/SET data to be
extracted.

Action plan — Exit Questionnaires will capture gender specific information
and record destination of academic leavers. Going forward, data will be
analysed to ensure any emerging patterns are identified i.e. female staff
dropping out of academia.

@iy Female/male ratio of academic and research staff on fixed-term
contracts vs. open-ended (permanent) contracts (Graph 2 and 3)

November 2012
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Graph 3 —Female:Male (FTE) Contract Types - SET

Across QMU, 89% of fixed term contract employees are female and this
statistic is mirrored in SET areas with less male staff on fixed term contracts.
However the decision to offer a fixed term contract is agreed at the outset and
before a candidate is identified for the post. The contract type is dependant
on funding and there is no evidence of gender bias.

Action Plan - We should continue to monitor equity on fixed term contracts.

(iv)Eq

November 2012
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Table 10 — Gender Pay Gap 2006-10

1% QMU Gender Pay Gap
November
2010 -0.6%
2009 -1.3%
2008 -4.6%
2007 Pre framework agreement
/2006 (no effective comparison available)

Gender Pay Gap Summary

November 2012
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SUPPORTING AND ADVANCING WOMEN’S CAREERS (4500 words)

4. KEY TRANSITION POINTS

(a) Data

Provide data for the past 3 years (where possible with clearly labelled graphical illustrations) on
the following with commentary on trends and significant issues.

\ Please note the figures below relate to completed recruitment figures at 1° June 10-12.

(i) Academic Staff Job Application and Appointment Success Rates

Table 12 — All Academic - Job Applications 2010-2012 - SET figures in brackets ()

Year No of
Academic
Vacancies
November 2012
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Action Plan

November 2012
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aims to develop skills in planning, managing, leading, supervising and
communicating research.

There is now a designated internet site for the Concordat with information
for researchers including the national Research Development Framework
and how it links to QMU'’s provision for researcher development. (119)

(iv) The Research and Knowledge Exchange Unit, Centre for Academic
Practice and Human Resources are in the process of continuing to
implement the following:

A QMU Researcher Development Framework: mapping of
provision against the national RDF has taken place and a credit-
bearing Researcher Development module is how on offer.

A Career Development Strategy for researchers at all stages of
their career: there is some provision for this through the
Researcher Development module and through existing external
opportunities (Vitae, etc.) but there is scope to develop further
opportunities for researchers in more advanced stages of their
career (e.g. leadership in research).

Consistent role profiles for research posts: Human Resources are
currently working to develop a suite of generic research role
profiles and accompanying competency framework covering all
research roles within the University which will be completed by
December 2012.

Promotion of good practice and Concordat awareness as part of
the Performance Enhancement Review (PER) process and
exploration of the possibility of a personal reflection mechanism as
part of the PER process and mentoring scheme. (175)

(V) Career Planning Workshop — QMU offers an annual workshop on
career planning specifically for research staff. (15)

(vi) Research and Knowledge Exchange Themes

Research Leadership at QMU is focused on strategic research themes:

November 2012

Sustainable Business

Nutrition in Metabolism in Health and Disease
Media, Culture and Production

Rehabilitation Sciences

Social Determinants of Health
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(vii)

Speech and Communications

Each Theme has a Theme Lead. Three of the Theme Leads are women
and two of the female leads are from Health Science divisions.

Themes are the main foci for all research and knowledge exchange
activities. All academic staff have the opportunity to align themselves with
a theme either for their REF able publications or more general knowledge
exchange endeavours. (91)

(559)

Mentoring

Researcher career development is central to success in the Research
Excellence Framework (REF) and the University's commitment to the
Concordat for Research Careers. The aim of the scheme is to match
nominated mentors with those staff who feel that they would benefit from
receiving mentoring on a 1:1 basis.

The QMU Mentoring Scheme is a voluntary, informal arrangement
whereby experienced researchers, outside the reporting relationship, hold
meetings and discussions and take a personal interest in guiding and
supporting the development of less experienced academics in progressing
within and beyond their immediate role.

The scheme is separate to existing line management structures.
Fundamental to the scheme is assurance that Mentee confidentiality is
respected and discussions are not reported back to Line Managers without
agreement. The scheme is open to all QMU academic staff, no matter
how long they have been at QMU. There is a named Contract Research
Staff Mentor who has special responsibility for the mentoring of contract
staff.

The Research Theme Leads act as champions for the Mentoring Scheme.
The development and effectiveness of the Scheme is monitored at the
monthly Theme Lead strategy meetings, chaired by the Deputy Principal.
We have a dedicated contract research mentor.

The Research and Knowledge Exchange Unit deal with all support,
administrative and operational aspects of the scheme i.e. maintaining
mentoring intranet site and any training requirements. Cross—School
mentoring is encouraged where appropriate. (224)

Action Plan — We will continue to enhance our programme

November 2012
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being given to schemes for informal/voluntary peer review of papers, grant

November 2012
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collaborative partners such as the national Science Centre in Edinburgh
for career development opportunities in science communication. (94)

November 2012
35



Queen Margaret University Submission

- Suzanne Zaremba received the Yakult prize for the best scientific
research project (2012)

Support in the post graduate phase has led to individual PhD students being
recognised including:

llenia Paciarotti was presented with an outstanding award for her poster
presentation at ESPEN in Barcelona for her work in children with cancer
(2012)

Julie Murdoch (PhD) student has presented her research to Research Society
on Alcoholism's conference in San Francisco (2012)

Kylie Conroy was one of only four postgraduate research students to present
her research in cell culture at the Irish Section Postgraduate Competition
which was part of the Nutrition Society annual conference (2011)

Raquel Revuelta Iniesta was invited to give an oral presentation on her
research in children with cancer at the Nutrition Society Postgraduate Meeting
in Newcastle (2012) (447)

Action Plan — embed Athena SWAN and profile-raising in internal and
external communication strategies. Develop profiles of successful men and
women in SET and position as role models. (25)

(w/c 973)

6. ORGANISATION AND CULTURE

Provide data for the past three years (where possible with clearly labelled graphical illustrations) on
the following with commentary on trends and significant issues, in particular anything relating to
gender equality.

November 2012
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(a) Trends and Data

0] Table 18 - Female/male ratio of Heads of School/Divisions/Subject

Areas

Role SET SET
Male Female Male Female

Principal & Vice - 1 n/a n/a
Chancellor
Deputy Principal 1 - n/a n/a
Dean of Schools 1 - - 1
(1 vacancy — (Acting)
temporary filled)
Directors 2 3 - -
(Support Areas)
Head of Division 2 - 2 3

November 2012

37




Queen Margaret University Submission

(i)  Table 20 - Gender balance on influential committees 2012

Committee Male Female % Female
Court 16 8 33%
Senate 15 19 56%
Student Experience Committee 12 17 59%
Internationalisation Committee 5 12 70%
Research Strategy Committee 7 13 65%
Equality & Diversity Committee 10 11 52%

The figures are difficult to track year on year as members leave and join
throughout the session. However the figures are largely unchanged year
on yeatr.

The above table includes all categories of members -
nominated/elected/ex officio/staff/students etc. The composition of
academic committees reflects the gender balance across the whole
university and because of our subject mix we have a high proportion of
female staff compared to other universities.

Court members, by contrast, are drawn from outside academia. EXx officio

November 2012
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(a) Policies and activities that show a supportive organisation and culture in
University SET departments

(1) Transparent Workload Models

The Academic Workload Allocation Methodology (AWAM) provides a
structure and a series of clear principles which will enable an equitable,
transparent and consistent approach to the allocation and management of
academic staff workloads within Schools and across the University. The key
objectives of AW

November 2012
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Action Plan - Athena SWAN Bronze Award logo will be used in SET Job
adverts and on the University Vacancy Page (18).

(w/c 618)

7. FLEXIBILITY AND MANAGING CAREER BREAKS

Describe the policies and activities at the university that support flexibility and managing career
breaks in SET departments.

All policies are available to view on the Human Resources webpage. All policies
are university wide and are not directed at female or SET employees only.

The university operates an ‘HR Partner’ model whereby HR provides support to
dedicated areas of the University. This professional HR support enables close
working relationships to develop between line managers and their HR Partner. This
encourages both line managers and members of staff to seek advice and guidance
on staffing matters as they arise. (80)

i)

November 2012
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November 2012

staff member was able to engage in some work outside the University
with potential benefits for future clinical research while the young
researcher had an opportunity to develop her teaching skills while
completing what turned out to be a successful bid for funding.
Another example involves a dual-career couple within the Division.
The female researcher did not hold an established academic post,
and we were at risk of losing both staff members if we could not find
funding for her post. The University agreed to a proposal to adjust the
single full-time post held by the husband to a 1.2 FTE establishment
post-split between the couple. This has allowed retention of a
researcher with specialist expertise, providing some security on the
basis that she will continue to seek additional sources of funding to
extend her hours of employment, and provides her with a key role in
the teaching team. (285)

Parental leave (including maternity, paternity, and adoption leave)

The University has a range of ‘Family Friendly’ policies which are
available to staff and are highlighted to new employees within their
contractual documentation and are all available on-line on the HR
webpages.

Divisional Heads will assess and arrange appropriate cover for staff
looking to take parental leave. More commonly this will be done by
identifying maternity cover either from an external resource or by
another staff member ‘acting up’ during parental leave.

Employees are encouraged to make use of the Keeping in Touch
(KIT) days as a way of maintaining contact with their area and allow
them to undertake professional development opportunities whilst on
leave. The formal promotions process does formally acknowledge
the impact of parental leave or part-time working on output.

All women returning from maternity leave have the right to discuss a
change in working hours. There is a return to work induction process

41
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November 2012

research poster at the conference of the International Clinical
Phonetics and Linguistics Association in June 2012); requests for
keynote talks (e.g. Janet Beck Brazilian Speech and Hearing
Association, October 2012); and successful applications for research
(278)

Table 21 - Maternity Returners

Subject
YEAR Areas

42
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iv) Sabbatical Leave

November 2012
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victimising or discriminatory behaviour. The policy has been developed to
ensure that every employee understands their right to dignity and respect
in the workplace, as well as their role in ensuring a respectful and
inclusive workplace. (117)

Action Plan Relating to Flexibility and Managing Career Break (76)

(w/c 1406)

An analysis of exit interview information will allow us to determine
the various reasons for terminations and take interventive action in
areas such as work life balance etc.

Increased publication of the benefits of the Childcare Voucher
scheme. Formalising Career break opportunities.

70% of all HR Policies have been reviewed and refreshed over the
past 18 months and new policies introduced. The remainder will be
finalised by early 2013. All HR Policies are equality impact
assessed. (76) (

(Overall word count for Supporting and Advancing Women'’s Careers - 4405)

8. ANY OTHER COMMENTS - (500 words)

Staff Survey

Following consultation with all four trade unions QMU embarked on its first
staff survey in October 2012.

Capita Surveys and Research Unit delivered the survey ensuring both
confidentiality of responses and meaningful analysis and benchmarking of
results. An encouraging 70.75% response rate has been achieved and
analysis of results is currently underway.

November 2012

45



Queen Margaret University Submission

Focus Groups

Priority Champions will take forward the interventions identified in the staff
survey

In particular feedback from the staff questionnaire relating to work/life
balance, diversity and equality issues will be explored and used to help
underpin the School of Health Science Athena SWAN application planned
for April 2014.

Scottish Resources Centre will be asked to facilitate focus groups and
provide analysis from same. Meeting planned for January 2013 to plan the
focus for these meetings and agree question format.(78)

Action Plan - Build feedback from questionnaire into action plan, identify
priority champions and organise focus group sessions. (15)

Athena SWAN Web Pages

Athena SWAN webpage launched October 2012

Application submission to be uploaded when complete

Information to be kept relevant and up to date to reflect completed action
plan items. (28)

(w/c 227)
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